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Introduction

The annual update to the Affirmative Action Plan is prepared for the Montana Department of

Transportation (MDT) by the Civil Rights Bureau (CRB). The CRB is a bureau of the Directors Office.
The Bureau is responsible for: Agency wide Title VI program
Agency wide Title VII program
Disadvantaged Business Enterprise (DBE) program
Small Business Enterprise Program
American with Disabilities Act (ADA) program
Equal Opportunity Employment (EEO) contract compliance
Labor Compliance programs
Staff working for the Bureau includes:
Civil Rights Bureau Chief
Civil Rights Bureau Supervisor
Internal ADA Coordinator
External ADA Coordinator
Affirmative Action Officer
DBE Program Specialists
EEO/Labor Compliance Program Specialist
Title VI/EEO Compliance Program Specialists
Compliance Technician

The EEO/Affirmative Action Plan is public record. It is broadly distributed throughout the state to
various minority organizations and employment agencies. In addition, it can be located in its

entirety at the Montana Department of Transportation’s website at:

http://www.mdt.mt.gov/publications/docs/brochures/dbe_eeo/eeo_affirmative_plan_update.pdf
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Agency Organizational Chart Update

In the fall of 2012 the agency was reorganized, and now the Civil Rights Bureau sits within the

agency Directors Office. The organizational chart below details the new organizational structure of

MDT.
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Civil Rights Bureau Organizational Chart Update

Early in 2013, the staff structure of the Civil Rights Bureau was expanded to better address agency
goals and growing demands. The ADA coordinator position was divided in two, creating an
‘External ADA coordinator’ and an ‘Internal ADA Coordinator’, and a Bureau Supervisor position
was created. The organizational chart below represents the current operating structure of the Civil

Rights Bureau.

Bureau Chief

Patti McCubbins
14012

DBE Supportive Services Affirmative Action Officer
Coordinator Jeff Edmunds
Shannon Hahn 05004

33201

DBE Program Specialist

Carla Lott
05003 Supervisor
Megan Handl
22002
Internal ADA Coordinator Investigation Compliance
Alice Flesch Specialist
05007 Jim Barker
05034
Compliance Technician Contractor Labor / EEO
Andy Hyatt-Marcucci Compliance Specialist
05006 Kathy Terrio
05008
Title VI Specialist / Title VII External ADA Specialist
Investigations EEO Matt Maze
Bill Anderson 82007
05005

Montana Department of Transportation Update Details

This document will serve as the annual update to Montana Department of Transportation's (MDT's)
five-year Affirmative Action Plan. The current plan is effective from 2009 through 2014. The entire
five year plan can be found at:

http://www.mdt.mt.gov/publications/docs/brochures/dbe_eeo/eeo_affirmative_plan.pdf

This annual update includes data and narratives with regard to the 2012’s workforce analysis,

applicant flow, and a variety of updated statistics. It also contains goals for the CY2013.
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External EEO Program

Number of compliance Reviews conducted 7
Number of Contractors reviewed 53
Number of Contractors found in compliance 53

Number of contractors found in noncompliance
Number of show cause notices issued.
Number of show cause notices rescinded

Number of show cause actions still under conciliation and unresolved

o o o o O

Number of follow-up reviews conducted

The compliance review strategy for the year focused on contractor hiring procedures. The
emphasis was to ensure contractor's utilized objective criterion based selection documents and

processes.

In addition to the above referenced compliance reviews, several audits were conducted for
contractor compliance. MDT audited 35 construction projects which included a review of the EEO
program components, including: policy statements, certified payrolls, EEO posters, DBE

information, and the MDT trainee program.

MDT had 12 trainees during 2012, a decrease from the 20 during 2011. This was due to the

reduction in American Recovery and Reinvestment Act (ARRA) Projects.

e Ofthe 12 trainees placed, 3 were on Indian Reservation projects.

e Ofthe 3 placed on the Indian Reservations, all 3 completed the training.

e Ofthe 12 total trainees, minorities accounted for 4 of the training positions, females made
up 7, and 2 trainees were minority females.

e Ofthe 12 trainees, 7 completed the 500 hour training requirement. However, 5 trainees will

continue training during the 2013 construction season.
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MDT compiles information from contractor FHWA PR-1392 reports to determine the level of female

and minority participation on federal-aid highway construction projects.

For 2012, the following represents all participation of females and minorities, including trainees:

Total
Classification Employees #Women | % Women
Operator 598 41 6.9%
Truck Driver 358 30 8.38%
Carpenter 46 0 0.00%
Laborer 496 82 16.53%
Trainee 12 7 58.33%

1,510 160 10.6%

The contract goal of 6.9% for women was set by the Office of Federal Contract Compliance
Programs (OFCCP), and is used here as a benchmark. MDT acknowledges it has no authority to

enforce OFCCP goals. They are used here only to provide a basis of comparison.

Montana Federal-aid Highway Contractors attained an average female representation in their

workforce of 10.6%. That attainment is almost twice the goal established by the OFCCP.

Total %
Classification Employees # Minority Minority
Operator 598 75 12.54%
Truck Driver 358 32 8.94%
Carpenter 46 23 50.0%
Laborer 496 57 11.5%
Trainee 12 4 33.33%
1,510 191 12.65%

The contract goal of 4.1% for minorities was set by the Office of Federal Contract Compliance
Programs (OFCCP), and is used here as a benchmark. MDT acknowledges it has no authority to

enforce OFCCP goals. They are used here only to provide a basis of comparison.
Montana’s minority participation averages at 12.65%, more than three times the OFCCP Goal.
Overall, female and minority participation in Federal-aid construction projects is above average.

The MDT Joint On-the-Job Training Selection Committee met on December 21, 2012. Involved were
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individuals from MDT Civil Rights, MDT Construction, and MDT Contract Plans divisions. A goal was

established of 20 trainees for the 2013 construction season.

MDT received one EEO related complaint from a contractor employee in 2012. The complaint was
investigated by the Civil Rights Bureau and found to be unrelated to a protected status, and was

deemed to be of no basis.

Internal EEO Program

The following includes the action items and results MDT had for 2012.
1. Continue to increase the number of applications from members of minority groups.

The number of applications from minorities continues to be well below applications received from
white males. In an effort to increase the number of applications received, MDT attended 11 job fairs

during 2012. These included:

February 8, 2012 - Helena High Career Fair

February 16, 2012 - MSU Billings

February 21, 2012 - Salish Kootenai College

February 22, 2012 - U of M Missoula

February 23,2012 - MSU

March 19, 2012 - Carroll College/Independent Record
April 11, 2012 - Miles Community College

September 13, 2012 - Montana Tech

October 11,2012 - MSU Bozeman

October 16,2012 - U of M Missoula College of Business Opportunity Night
November 15,2012 - Carroll College

MDT has developed an extensive internship program and, we do seek opportunities to be
inclusive of all groups including females and minorities. For 2012, there were 22 interns and 4

were female/minority.

When advertising vacant positions within the department, a variety of methods are utilized.
Traditional methods such as the MDT Intranet and State of Montana’s MINE site (for internal

postings), www.mdt.mt.gov and www.mt.gov/employment (for external postings) are at the

core of our process.
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The Recruitment Specialists utilize the most recent Workforce Analysis and a sourcing list for
all externally-posted positions. This sourcing list includes Universities and Colleges, Tribes,
Job Service Centers, Development Councils, Career Centers and various other employment

centers throughout the State of Montana.

MDT will continue our efforts, and consider previously unattempted avenues, to increase the

number of minority applicants.

2. Continue to provide training on MDT’s application and recruitment process to minority

groups.

MDT created an e-learning (online) training which provides applicants guidance and instructions
for applying for MDT job vacancies. This training demonstrates completing the application,

behavioral based interviewing, etc.

This training can be found at: http://mdtinfo.mdt.mt.gov/jobs/video/intranet job posting.html

In addition, MDT partners with the State Human Resources Division in order to publish printable

application system training documents.

They can be found at: http://mt.gov/statejobs/default.mcpx

MDT’s also provides external resources for interview preparation, resumes and cover letters in
order to reach its objective to hire and retain the best-qualified candidates while ensuring we
provide opportunities for all individuals with variety of backgrounds, cultures, faiths, genders, ages,

and disabilities.

These informational pages can be found at: http://www.mdt.mt.gov/jobs/interviewing.shtml

In addition, MDT’s Workforce Planning Bureau presents a training course titled, “How to Interview
Well” on an ongoing basis for current employees to refresh their interviewing skills. In 2012, the

course was presented 8 times throughout the State to MDT employees.

In other efforts to accomplish long term goals as outlined in the five year affirmative action plan,
MDT will continue its efforts to work on two long term goals as outlined in the five year affirmative

action plan. These include:

1. MDT partnered with New York Construction Career Days in 2012 to provide
educational training and build a foundational element of recruitment to middle and

high school students. This program offered a training and outreach opportunity
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that demonstrated the life of a highway project including; design, right of way
purchasing, pre-construction, construction, and maintenance. Around seventy
students attended, and seemed to appreciate the hands on opportunities that were
provided. Based on a cost-benefit analysis, the ‘Career Days’ program was
discontinued, and MDT focus is now on the Summer Transportation Institute.
a. The Summer Transportation Institute program recruits high school
students to participate in a two-week educational program on the Montana
State University Bozeman campus. The residential program introduces
participants to all modes of transportation, seeks to build creative
problem-solving skills, and supports college and career planning activities.
MDT currently feels that this is the best avenue to accomplish this goal in

the years ahead.

2. MDT also vested responsibility in the Workforce Planning Bureau for the
development and implementation of an educational program geared toward Native
Americans, for the purposes of increasing qualified applicants from that
demographic. Due to leadership changes within that Bureau, they have no longer
deemed this effort as a priority. At this time, MDT is considering a variety of
different avenues and partnerships for the purposes of engaging the Native

American community about employment with MDT.

In April of 2012, MDT implemented a new Non-Discrimination - Equal Employment Opportunity
Addendum. Every employee must read and affix a signature to a paper version of the policy, which
is then collected and stored by MDT Human Resources. A copy of the updated policy addendum has

been attached to this update, and can be found in Appendix A of this document.

The MDT Training Policy, Recruitment and Selection Policy Addendum, and MCS Enforcement
Officer Advancement Policy were also updated and implemented in 2012. As these are all directly
pertinent to the Affirmative Action Plan Update, copies of each can be found at the end of this

document as Appendix B, Appendix, C, and Appendix D, respectively.

The list below represents the complete list of policies that were updated  Revised Author Type
during 2012:Advancement | Career Ladders

3-0183 Right of Way Agent Placement/Advancement Policy 02/21/12 MDT  Policy
3-0186 MCS Enforcement Officer Advancement Policy 07/20/12 MDT  Policy
4-0110 Geotechnical Specialist Advancement Policy 12/07/12 MDT  Policy
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Classification/Pay
Natural Resource Energy Development Impact
Drug/Alcohol/Tobacco Use
3-0131 Smoke-Free Buildings and Vehicles
Equal Employment Opportunity

3-0604 Reasonable Accommodations & Equal Access Policy
Reasonable Accommodations and Equal Access Policy Manager Fact
Sheet

3-0630.1  Non-discrimination EEO Addendum

Ethics

3-0180.1  Addendum to Ethics Model Policy
Conflict of Interest Annual Disclosure Form

Expenses

3-0122 Allowable Expenses Policy

Labor Management Relations

MPEA MPEA Master Agreement
MPEA MOU

Leave

3-0309.1 FMLA Policy Addendum

3-0310.1  Addendum to Sick Leave

3-0325 Holiday Policy Addendum

Miscellaneous
Employee Exchange/Loan
Working For Other Agencies
Student Intern

30181.1 Professional Dues, Licensing & Certification Fees Policy Addendum
Performance Management
3-0115.1  Performance Management and Evaluation Policy Addendum
Recruitment & Selection
3-0165.1  Recruitment & Selection Policy Addendum
Recruitment and Selection Manual
Training
3-0801 Training Policy
Working Hours & Conditions
3-0175 Paid Time for HealthCare and Benefits Division Sponsored Events
3-0218 Rest Breaks
3-0220 Alternate Work Schedules Policy

Revised
11/26/12
Revised
01/25/12
Revised
12/07/12
02/01/12

06/19/12
Revised
04/02/12
04/02/12
Revised
10/17/12
Revised
07/30/12
07/22/12
Revised
10/17/12
07/20/12
04/02/12
Revised
08/12
10/03/12
03/12

10/17/12
Revised
02/21/12
Revised
12/07/12
12/07/12
Revised
01/25/12
Revised
09/06/12
07/20/12
10/17/12

Author
State
Author
MDT
Author
MDT
State

MDT
Author
MDT
MDT
Author
MDT
Author
DOA
MDT
Author
MDT
MDT
MDT
Author
State
MDT
State

MDT
Author
MDT
Author
MDT
MDT
Author
MDT
Author
State
MDT
MDT

Type
Policy
Type
Policy
Type
Policy

Fact
Sheet

Policy
Type
Policy
Form
Type
Policy
Type
Contract
Memo
Type
Policy
Policy
Policy
Type
Guide
Guide

Fact
Sheet

Policy
Type
Policy
Type
Policy
Manual
Type
Policy
Type
Policy
Policy
Policy

MDT will continue to review policies and procedures annually and as the need arises. As MDT

begins establishing a working group specifically for the development and implementation of the

next 5 year Affirmative Action Plan, this is an area that will be targeted for the establishment of

formal and regular occurrence and uniform tracking.

11| Page


http://mdtinfo.mdt.mt.gov/common/scripts/exitenc.pl?link=53616c7465645f5f50279c9a1fe0cb9b99f9a20ff68d87fdfff481168acb3fdfa0bb5bda78b3ce68ea4e31d353afe712b52c4cc406e5b057df2071120690d6c4b4c5b5b89794dd4c174dd5a799c962a88775c263a9ca561a
http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0131.pdf
http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0604.pdf
http://mdtinfo.mdt.mt.gov/common/scripts/exitenc.pl?link=53616c7465645f5ff4aa2cf38cf7990825c3a4631ff2ee668d4c4388080a40598ba4e099e18f8c27c990d1886871fea6
http://mdtinfo.mdt.mt.gov/common/scripts/exitenc.pl?link=53616c7465645f5ff4aa2cf38cf7990825c3a4631ff2ee668d4c4388080a40598ba4e099e18f8c27c990d1886871fea6
http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0630-1.pdf
http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0180-1.pdf
http://mdtinfo.mdt.mt.gov/policies/docs/policies/conflict-interest-form.pdf
http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0122.pdf
http://mdtinfo.mdt.mt.gov/common/scripts/exitenc.pl?link=53616c7465645f5f8228f2b391b25523ccb75f740b559675aac4e68fc9d852cc9212bf355ad9f0c9a1b757490b552fb6d4220c1abe6190fd5a1b1ca1ee5cd5a7fb970e77efb62194e342a4ca43b4350425815d65561f6e104b6ba76a41b44ae6
http://mdtinfo.mdt.mt.gov/policies/docs/policies/mpea_mou.pdf
http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0309-1.pdf
http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0310-1.pdf
http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0325-1.pdf
http://mdtinfo.mdt.mt.gov/common/scripts/exitenc.pl?link=53616c7465645f5fa8702202c306214858b50626d2f8b3f1556cc8a1676f67f83e48b667b4385af7d0973a217497b4c7bc8246f3a8bc33b70553fe23fac61e28f738b45df5bf1e7de2208d253b6fd584654d2449efeb30bb
http://mdtinfo.mdt.mt.gov/policies/docs/policies/wk_other_agencies.pdf
http://mdtinfo.mdt.mt.gov/common/scripts/exitenc.pl?link=53616c7465645f5fa71cab09cc777d2ce2c857dad803141cb5c092c989da74d89a250531f65c89767ad6110655bb708ab82d768626c6622a3845067ffd838eeb160e5ef221a9e6d320e59f01a78b54f99d9c01509a0f3f67
http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0181-1.pdf
http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0115-1.pdf
http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0165-1.pdf
http://mdtinfo.mdt.mt.gov/policies/docs/policies/recruit_select_procedure_manual.pdf
http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0801.pdf
http://mdtinfo.mdt.mt.gov/common/scripts/exitenc.pl?link=53616c7465645f5f2169d1451ce0a2f2d64e42b7ffab78594d62ac5319400d4995acd71ee5ef4c729216c1e506db28bd
http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0218.pdf
http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0220.pdf

Workforce Analysis

Permanent
As of December 31, 2012, the Montana Department of Transportation employed 1961 persons in its

permanent workforce.

19.3% (379) were females

5.0% (98) were minorities

Seasonal/Temporary

As of December 31, 2012, the Montana Department of Transportation employed 300 persons

in its seasonal workforce.

15.0% (45) were females

6.33% (19) were minorities

Plan Methodology

Data Sources:

Both the 2010 U.S. Census data and the 2006-2010 American Community Survey (ACS) EEO

tabulation data were used for the availability analysis within this plan.

Availability was calculated by taking the specific number available per job category in each

individual demographic and dividing it by the total number in that specific job category.

Training and promotion data was obtained from Montana Department of Transportation

personnel records.

The database of employees and resultant employee count used in this plan was obtained
from the Montana Department of Transportation’s Oracle Personnel System that included

permanent, temporary, exempt and seasonal employees on the roster at the time.

Anticipated vacancies were determined by analyzing the current workforce, the termination
averages, and both the incumbent’s tenure and age, Division heads were also asked to
submit their anticipated vacancies for the plan period. The anticipated vacancies for 2013

are 182.
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Census Data

2010 Census of Population and Employment by Ethnic Group

and Gender

State of Montana Number Percent

Total Population 989,415 100%
White 884,961 89.4%
Black 4,027 0.4%
Hispanic 28,565 2.9%
American Indian 62,555 6.3%)
Asian/Pacific Islander 6,921 0.6%
Some other race* 5,975 0.6%
Two or more races 24,976 2.5%

EEO-4 Job Category

White
Female

Black
Female

Hispanic
Female

Total Labor Force by Occupational Categories*

Asian
Female

American
Indian
Female

Total
Females

Black
Male

Hispanic
Male

Asian Male

American

Indian Male | 1o45| Males

Total Labor
Force

* The above labor market data is derived from the U.S. Census Bureau 2006-2010 ACS Special EEO Tabulation

EEO-4 Job Category

Total Total . . . American
L Black Hispanic Asian .
Females | Minorities Indian
Officials/ Administrators 36.6% 5.3% 0.17% 1.4% 0.5% 3.28%
Professionals 56.7% 5.48% 0.37% 1.25% 0.7% 3.16%
Technicians 60.0% 0.1% 8.8% 3.4% 1.0% 4.28%9
Protective Service 21.8% 12.36% 0.3% 1.4% 0.2% 10.4%
Paraprofessionals 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%
Administrative Support 68.2% 6.9% 0.2% 1.6% 0.4% 4.3%
Skilled Craft 5.2% 7.3% 0.2% 2.5% 0.2% 4.4%
Service/Maintenance 44.6% 10.88% 0.39% 3.1% 0.97% 6.4%

* Per the U.S. Census, the eight categories will add to more than the total population and the percentages may add to more than 100% because individuals were allowed to report more than one
race. "Some other race" - the respondent identified with a race.
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Officials/ Administrators 21,965 40 545 140 1,030, 23,975 39,260 75| 375 190 1,120 41,480 65,455
Professionals 44,475 110 705) 260 1,555 47,975 33,830 210 355) 325 1,120 36,580 84,555
Technicians 6,435 0 310) 25| 320 7,210 4,330 15 100 95 195 4,810 12,0208
Protective Service 1,820 0 28| 10 230 2,115 6,555 30 110 10| 780 5,978 9,690
Paraprofessionals 0 0 0 0 0 0 0 0 0 0 0 0 0
Administrative Support 79,470 175 1,635 470 3,850 86,855 37,210 325 970 110 1,240 40,455 127,310
Skilled Craft 2,670 0 8 20| 115 2,855 49,385 120 1,435 125 2,370 54,250 57,100
Service/Maintenance 56,210 180 2,160 915 4,370 65,330 71,240 390 2,405 510 5,000 80,985 146,315
Total 213,045 505 5,391 1,840 11,470 234,995 241810 1,165 5,750 1,365 11,825 264538 502,445




Agency-wide Analysis

WORKFORCE AGENCYWIDE ANALY SIS

All Division/Districts
Employment Data - 1/1/2012 through 1273172012
: : : : : : : : : Am.
White | Black Hispanic Asian | Am.Indian | White Black | Hispanic | Asian ,
EEO-4 Category Female | Female Felr]nale Female Female Male Male Mliile Male InMd;Ten Total
Officials/ Administrators 2 0 0 0 0 14 0 1 0 0 17
%[ 11.68% | 0.0% 0.0% 0.0% 0.0% 82.4% 0.0% 5.9% 0.0% 0.0% 4.6%
Professionals 249 0 2 3 9 665 1 3 b 11 948
S| 26.3% | 0.0% 0.2% 0.3% 0.9% 70.1% 0.1% 0.3% 0.5% 1.2% | 258.3%
Technicians 86 0 3 1 2 107 1 2 0 4 [ 206
%| 41.7% | 0.0% 1.6% 0.5% 1.0% 51.9% 0.5% 1.0% 0.0% 1.9% 56.1%
Protective Service 14 0 0 0 0 78 0 1 1 0 84
S 14.9% | 0.0% 0.0% 0.0% 0.0% 83.0% 0.0% 1.1% 1.1% 0.0% 25.6%
Administrative Support 24 0 0 0 2 9 0 0 0 0 35
%[ 68.6% | 0.0% 0.0% 0.0% 5.7% 25 7% 0.0% 0.0% 0.0% 0.0% 9.5%
Skilled Craft 19 0 0 0 1 ol8 1 3 1 b5 Bo8
Sl 2.1% 0.0% 0.0% 0.0% 0.1% 91.0% 0.1% 0.3% 0.1% 6.2% | 242.0%
Service/lMaintenance 7 0 0 0 0 62 0 0 1 3 73
S| 9.6% 0.0% 0.0% 0.0% 0.0% g4.9% 0.0% 0.0% 1.4% 4.1% 19.9%
Total 401 0 5 4 14 1743 3 10 8 73 2261
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WORKFORCE ANALYSIS BY DEPARTMENT/UNIT/DIVISION

Missoula District
Employment Data - 1/1/2012 through 12/31/2012
) : : : : ) : : : Am.
White Black Hispanic Asian Am_Indian | White Black | Hispanic | Asian .
EEO-4 Category Female | Female Feﬁ‘iale Female Female Male Male MI;IE Male lnMd;: Total
Officials/ Administrators 0 0 ] ] 0 1 0 0 ] ] 1
%] 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.3%
Professionals 28 0 0 0 1 1] 0 0 0 1 96
%| 29.2% 0.0% 0.0% 0.0% 1.0% 68.8% 0.0% 0.0% 0.0% 1.0% 26.2%
Technicians 7 0 0 0 0 15 1 0 0 1 24
% 29.2% 0.0% 0.0% 0.0% 0.0% 62 5% 4 2% 0.0% 0.0% 4 2% 6.5%
Protective Service 3 0 ] ] 0 12 0 0 ] ] 15
%] 20.0% 0.0% 0.0% 0.0% 0.0% a0.0% 0.0% 0.0% 0.0% 0.0% 4 1%
Administrative Support 4 0 0 0 0 1 0 0 0 0 5
%| 80.0% 0.0% 0.0% 0.0% 0.0% 20.0% 0.0% 0.0% 0.0% 0.0% 1.4%
Skilled Craft 8 0 0 0 0 199 0 0 0 9 216
% 3.7% 0.0% 0.0% 0.0% 0.0% 92 1% 0.0% 0.0% 0.0% 4 2% 58.9%
Service/Maintenance 1 0 ] ] 0 9 0 0 ] ] 10
%| 10.0% 0.0% 0.0% 0.0% 0.0% 90.0% 0.0% 0.0% 0.0% 0.0% 2.7%
Total 4] 0 0 0 1 303 1 0 0 11 67
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WORKFORCE ANALYSIS BY DEPARTMENT/UNIT/DIVISION

Butte District
Employment Data - 1/1/2012 through 12/31/2012

: : : : : . : : : Am.
White Black Hispanic Asian Am.ndian | White Black | Hispanic | Asian .
EEO-4 Category Female | Female Felr]nale Female Female Male Male Mliile Male lnMdalT: Total
Officials/ Administrators 0 0 0 0 0 1 0 0 ] ] 1
%) 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.3%
Professionals 8 0 0 0 0 73 0 1 0 1] g2
% 98% 0.0% 0.0% 0.0% 0.0% 89.0% 0.0% 1.2% 0.0% 0.0% 22.3%
Technicians 11 0 1 0 1] 11 1] 0 0 a 23
%| 45 8% 0.0% 0.0% 0.0% 0.0% 45 8% 0.0% 0.0% 0.0% 0.0% 6.3%
Protective Service 2 0 0 0 0 18 0 0 0 a 20
%] 10.0% 0.0% 0.0% 0.0% 0.0% 90.0% 0.0% 0.0% 0.0% 0.0% 5.4%
Administrative Support 6 0 0 0 1 1 0 0 0 0 8
% 76.0% 0.0% 0.0% 0.0% 12 5% 20.0% 0.0% 0.0% 0.0% 0.0% 2.2%
Skilled Craft 6 0 0 0 1] 208 1] 1 0 5 220
% 2.7% 0.0% 0.0% 0.0% 0.0% 94 5% 0.0% 0.5% 0.0% 2.3% 59 9%
Service/Maintenance 0 0 0 0 0 17 0 0 0 a 17
%| 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 4 6%
Total 33 0 1 0 1 329 0 2 0 5 ETh|
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WORKFORCE ANALYSIS BY DEPARTMENT/UNIT/DIVISION

Great Falls District
Employment Data - 1/1/2012 through 12/31/2012
) : : : : ) : : : Am.
White Black Hispanic Asian Am Indian | White Black | Hispanic | Asian .
EEO-4 Category Female | Female Fes‘iale Female Female Male Male MPaIE Male lnMd;Ten Total
Officials/ Administrators 0 0 0 0 0 1 0 0 0 0 1
%| 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.3%
Professionals 15 0 0 0 0 h4 0 0 0 1 70
%l 21.4% 0.0% 0.0% 0.0% 0.0% 77.1% 0.0% 0.0% 0.0% 1.4% 19 1%
Technicians 8 0 0 0 0 22 0 0 0 1 a1
%| 25.8% 0.0% 0.0% 0.0% 0.0% 71.0% 0.0% 0.0% 0.0% 3.2% 8.4%
Protective Service 2 0 0 0 0 12 0 0 0 0 14
% 14.3% 0.0% 0.0% 0.0% 0.0% 85 7% 0.0% 0.0% 0.0% 0.0% 3.8%
Administrative Support 1 0 0 0 0 1 0 0 0 0 2
%| 50.0% 0.0% 0.0% 0.0% 0.0% 50.0% 0.0% 0.0% 0.0% 0.0% 0.5%
Skilled Craft 1 0 0 0 1 120 1 1 0 20 144
% 0.7% 0.0% 0.0% 0.0% 0.7% 83.3% 0.7% 0.7% 0.0% 13.9% 39.2%
Service/lMaintenance 2 ] 0 ] ] 7 0 ] 1 1 11
%| 18.2% 0.0% 0.0% 0.0% 0.0% 63.6% 0.0% 0.0% 9.1% 9.1% 3.0%
Total 29 0 0 0 1 217 1 1 1 23 273
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WORKFORCE ANALYSIS BY DEPARTMENT/UNIT/DIVISION

Glendive District
Employment Data - 1/1/2012 through 12/31/2012
) : . ) : ) : . : Am.
White Black Hispanic Asian Am.indian | White Black | Hispanic | Asian .
EEO-4 Category Female | Female Felr]nale Female Female Male Male Mliile Male lnMd;: Total
Officials/ Administrators ] ] 0 ] 0 1 ] 0 ] ] 1
%| 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.3%
Professionals 10 0 0 2 0 55 0 0 1 4 72
%| 13.9% 0.0% 0.0% 2.8% 0.0% 76.4% 0.0% 0.0% 1.4% 5.6% 19 6%
Technicians 7 0 ] 0 0 14 0 1 1] 0 22
%| 31.8% 0.0% 0.0% 0.0% 0.0% 63.6% 0.0% 4 5% 0.0% 0.0% 6.0%
Protective Service 4 0 0 0 0 10 0 0 0 0 14
%| 28 6% 0.0% 0.0% 0.0% 0.0% 71.4% 0.0% 0.0% 0.0% 0.0% 3.8%
Administrative Support 5 0 0 0 0 0 0 0 0 0 5
%| 100.0% | 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 1.4%
Skilled Craft 1 0 0 0 0 116 0 1 a 7 125
%| 0.8% 0.0% 0.0% 0.0% 0.0% 92 8% 0.0% 0.8% 0.0% 5.6% 34 1%
Service/lMaintenance 1 0 0 0 0 8 0 0 0 1 10
%| 10.0% 0.0% 0.0% 0.0% 0.0% a0.0% 0.0% 0.0% 0.0% 10.0% 2.7%
Total 28 0 0 2 0 204 0 2 1 12 249
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WORKFORCE ANALYSIS BY DEPARTMENT/UNIT/DIVISION

Billings District
Employment Data - 1/1/2012 through 12/31/2012

: : : : : . : : : Am.
White Black Hispanic Asian Am.ndian | White Black | Hispanic | Asian .
EEO-4 Category Female | Female Felr]nale Female Female Male Male Mliile Male lnMdalT: Total
Officials/ Administrators 0 0 0 0 0 1 0 0 ] ] 1
%) 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.3%
Professionals 15 0 0 0 0 51 0 0 0 1] 66
%W 22.7% 0.0% 0.0% 0.0% 0.0% T7.3% 0.0% 0.0% 0.0% 0.0% 18.0%
Technicians g 0 1 0 1 23 1] 1 0 1 36
% 25.0% 0.0% 2 8% 0.0% 2.8% 63.9% 0.0% 2 8% 0.0% 2.8% 9.8%
Protective Service 3 0 0 0 0 15 0 1 1 a 20
% 15.0% 0.0% 0.0% 0.0% 0.0% 75.0% 0.0% 5.0% 5.0% 0.0% 5.4%
Administrative Support 5 0 0 0 0 1 0 0 0 0 6
%| 83.3% 0.0% 0.0% 0.0% 0.0% 16.7% 0.0% 0.0% 0.0% 0.0% 1.6%
Skilled Craft 1 0 0 0 1] 120 1] 0 0 13 134
% 0.7% 0.0% 0.0% 0.0% 0.0% 89 6% 0.0% 0.0% 0.0% 9.7% 36.5%
Service/Maintenance 0 0 0 0 0 9 0 0 0 a 9
%| 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 2.5%
Total 33 0 1 0 1 220 0 2 1 14 272
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WORKFORCE ANALYSIS BY DEPARTMENT/UNIT/DIVISION

Maintenance Division
Employment Data - 1/1/2012 through 12/31/2012
) : : . : ) : : . Am.
White | Black Hispanic Asian Am.ndian | White Black | Hispanic | Asian .

EEO-4 Category Female | Female Feﬁ‘iale Female Female Male Male Mliile Male InMd;?en Total

Officials! Administrators 0 0 a 0 0 2 0 0 0 0 2
%] 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.5%

Professionals 7 0 0 0 0 13 0 0 0 0 20
%| 35.0% 0.0% 0.0% 0.0% 0.0% 65.0% 0.0% 0.0% 0.0% 0.0% h4%

Technicians 3 0 ] 0 ] 0 0 0 0 0 3
%] 100.0% | 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.8%

Protective Service 0 0 0 0 ] 0 0 0 0 0 0
% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Administrative Support 0 0 0 0 0 0 0 0 0 0 0
%| 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Skilled Craft 0 0 1] 0 0 19 0 0 ] 1 20
% 0.0% 0.0% 0.0% 0.0% 0.0% 96.0% 0.0% 0.0% 0.0% 5.0% 5.4%

Service/lMaintenance 3 ] ] 0 ] 12 0 ] 0 1 16
%| 16.8% 0.0% 0.0% 0.0% 0.0% 75.0% 0.0% 0.0% 0.0% 6.3% 4 4%

Total 13 0 0 0 0 46 0 0 0 2 61
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WORKFORCE ANALYSIS BY DEPARTMENT/UNIT/DIVISION

Transportation Planning Division
Employment Data - 1/1/2012 through 12/31/2012
. . . : . . . . : Am.
White | Black | Hispanic Asian | Am.ndian | White Black | Hispanic | Asian ,
EEO-4 Category Female | Female Feﬁ‘iale Female Female Male Male Mliile Male InMd;?en Total
Officials/ Administrators 1 0 0 0 0 0 0 0 0 0 1
%| 100.0% | 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.3%
Professionals 40 0 0 0 1 79 0 0 1 1 122
%| 32.8% | 0.0% 0.0% 0.0% 0.8% 64.8% 0.0% 0.0% 0.8% 0.8% 33.2%
Technicians 5 0 0 0 0 7 0 0 0 0 12
%) 41.7% | 0.0% 0.0% 0.0% 0.0% 58 3% 0.0% 0.0% 0.0% 0.0% 3.3%
Protective Service 0 0 ] 0 0 0 0 0 0 0 0
%| 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%
Administrative Support 0 0 0 0 0 1 0 0 0 0 1
%| 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.3%
Skilled Craft 0 0 0 0 0 3 0 0 0 0 3
%| 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.8%
Service/lMaintenance 0 0 0 0 0 0 0 0 0 0 0
Y| 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%
Total 46 0 0 0 1 90 0 0 1 1 139
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WORKFORCE ANALYSIS BY DEPARTMENT/UNIT/DIVISION

Motor Carrier Services Division
Employment Data - 1/1/2012 through 12/31/2012
) : : : : ) : : : Am.
White Black Hispanic Asian Am Indian | White Black | Hispanic | Asian .

EEO-4 Category Female | Female Fes‘iale Female Female Male Male MPaIE Male lnMd;Ten Total

Officials/ Administrators 0 0 0 0 0 1 0 0 0 0 1
%| 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.3%

Professionals 6 ] 0 ] ] 7 0 ] ] 0 13
%| 46.2% 0.0% 0.0% 0.0% 0.0% 53.8% 0.0% 0.0% 0.0% 0.0% 3.6%

Technicians 11 0 0 0 0 3 0 0 0 0 14
%| 78.6% 0.0% 0.0% 0.0% 0.0% 21.4% 0.0% 0.0% 0.0% 0.0% 3.8%

Protective Service 0 0 0 0 0 10 0 0 0 0 10
% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 2.7%

Administrative Support 0 0 0 0 0 0 0 0 0 0 0
%| 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Skilled Craft 0 0 0 0 0 0 0 0 0 0 0
% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Service/lMaintenance 0 ] 0 ] ] ] 0 ] ] 0 ]
%| 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Total 17 0 0 0 0 21 0 0 0 0 38
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WORKFORCE ANALYSIS BY DEPARTMENT/UNIT/DIVISION

Information Services Division
Employment Data - 1/1/2012 through 12/31/2012
) : : : : ) : : : Am.
White Black Hispanic Asian Am Indian | White Black | Hispanic | Asian .

EEO-4 Category Female | Female Fes‘iale Female Female Male Male MPaIE Male lnMd;Ten Total

Officials/ Administrators 0 0 0 0 0 1 0 0 0 0 1
%| 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.3%

Professionals 18 0 1 0 0 35 0 0 0 2 56
% 321% 0.0% 1.8% 0.0% 0.0% 62 5% 0.0% 0.0% 0.0% 3.6% 156 3%

Technicians 0 ] 0 ] ] ] 0 ] ] 0 ]
%| 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Protective Service 0 0 0 0 0 0 0 0 0 0 0
% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Administrative Support 1 0 0 0 0 1 0 0 0 0 2
%| 50.0% 0.0% 0.0% 0.0% 0.0% 50.0% 0.0% 0.0% 0.0% 0.0% 0.5%

Skilled Craft 0 0 0 0 0 3 0 0 0 0 3
% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.8%

Service/lMaintenance 0 ] 0 ] ] ] 0 ] ] 0 ]
%| 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Total 19 0 1 0 0 40 0 0 0 2 62
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WORKFORCE ANALYSIS BY DEPARTMENT/UNIT/DIVISION

Aeronautics Division
Employment Data - 1/1/2012 through 12/31/2012
) : : : : ) : : : Am.
White Black Hispanic Asian Am Indian | White Black | Hispanic | Asian .

EEO-4 Category Female | Female Fes‘iale Female Female Male Male MPaIE Male lnMd;Ten Total

Officials/ Administrators 1 0 0 0 0 0 0 0 0 0 1
%) 100.0% | 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.3%

Professionals 1 ] 0 ] ] 6 0 ] ] 0 7
%] 14.3% 0.0% 0.0% 0.0% 0.0% a5 7% 0.0% 0.0% 0.0% 0.0% 1.9%

Technicians 1 ] 0 ] ] ] 0 ] ] 0 1
%| 100.0% | 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.3%

Protective Service 0 0 0 0 0 1 0 0 0 0 1
% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.3%

Administrative Support 0 0 0 0 0 0 0 0 0 0 0
%| 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Skilled Craft 0 0 0 0 0 1 0 0 0 0 1
% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.3%

Service/lMaintenance 0 ] 0 ] ] ] 0 ] ] 0 ]
%| 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Total 3 0 0 0 0 [ 0 0 0 0 11
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WORKFORCE ANALYSIS BY DEPARTMENT/UNIT/DIVISION

Administration Division
Employment Data - 1/1/2012 through 12/31/2012
) : : . : ) : : . Am.
White | Black Hispanic Asian Am.ndian | White Black | Hispanic | Asian .

EEO-4 Category Female | Female Feﬁ‘iale Female Female Male Male Mliile Male InMd;?en Total

Officials! Administrators 0 0 a 0 0 1 0 0 0 0 1
%] 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.3%

Professionals 29 0 1 0 1 11 1] 1 0 1 44
%| 65 9% 0.0% 2.3% 0.0% 2.3% 26 0% 0.0% 2.3% 0.0% 2.3% 12 0%

Technicians 6 0 ] 1 ] 1 0 0 0 1 9
%| B6. 7% 0.0% 0.0% 11.1% 0.0% 11.1% 0.0% 0.0% 0.0% 11.1% 2.5%

Protective Service 0 0 0 0 ] 0 0 0 0 0 0
% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Administrative Support 1 0 0 0 1 1 0 0 0 0 3
%| 33.3% 0.0% 0.0% 0.0% 33.3% 33.3% 0.0% 0.0% 0.0% 0.0% 0.8%

Skilled Craft 0 0 1] 0 0 0 0 0 ] 0 0
% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Service/lMaintenance ] ] ] 0 ] ] 0 ] 0 ] ]
%| 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Total 36 0 1 1 2 14 0 1 0 2 57
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WORKFORCE ANALYSIS BY DEPARTMENT/UNIT/DIVISION

Director's Office
Employment Data - 1/1/2012 through 12/31/2012

) : . ) : ) : . : Am.
White Black Hispanic Asian Am.indian | White Black | Hispanic | Asian .

EEO-4 Category Female | Female Felr]nale Female Female Male Male Mliile Male lnMd;: Total

Officials/ Administrators ] ] 0 ] 0 4 ] 1 ] ] 5
%| 0.0% 0.0% 0.0% 0.0% 0.0% a0.0% 0.0% 20.0% 0.0% 0.0% 1.4%

Professionals 29 0 0 0 4 25 0 0 ] 1 59
%| 49 2% 0.0% 0.0% 0.0% 6.8% 42 4% 0.0% 0.0% 0.0% 1.7% 16.1%

Technicians 1 0 1 0 1 0 0 ] 1] 0 3
%| 33.3% 0.0% 33.3% 0.0% 33.3% 0.0% 0.0% 0.0% 0.0% 0.0% 0.8%

Protective Service 0 0 0 0 0 0 0 0 0 0 0
% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Administrative Support 1 0 0 0 0 0 0 0 0 0 1
%| 100.0% | 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.3%

Skilled Craft 0 0 0 0 0 0 0 0 a 0 0
%| 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Service/lMaintenance ] 0 0 0 0 0 0 0 0 0 0
%| 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Total M 0 1 0 5 29 0 1 0 1 68
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WORKFORCE ANALYSIS BY DEPARTMENT/UNIT/DIVISION

Engineering Division
Employment Data - 1/1/2012 through 12/31/2012

: : : : : . : : : Am.
White Black Hispanic Asian Am.ndian | White Black | Hispanic | Asian .
EEO-4 Category Female | Female Felr]nale Female Female Male Male Mliile Male lnMdalT: Total
Officials/ Administrators 0 0 0 0 0 0 0 0 ] ] 0
%) 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%
Professionals 43 0 0 1 2 180 1 1 3 1] 241
% 17.8% 0.0% 0.0% 0.4% 0.8% 78.8% 0.4% 0.4% 1.2% 0.0% 65 7%
Technicians 17 0 0 0 1] 11 1] 0 0 a 28
%| 60.7% 0.0% 0.0% 0.0% 0.0% 39.3% 0.0% 0.0% 0.0% 0.0% 7.6%
Protective Service 0 0 0 0 0 0 0 0 0 a 0
% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%
Administrative Support 0 0 0 0 0 2 0 0 0 0 2
% 0.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.5%
Skilled Craft 2 0 0 0 1] 19 1] 0 1 a 22
% 9.1% 0.0% 0.0% 0.0% 0.0% 86.4% 0.0% 0.0% 4 5% 0.0% 6.0%
Service/Maintenance 0 0 0 0 0 0 0 0 0 a 0
%| 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%
Total 62 0 0 1 2 222 1 1 4 0 293
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WORKFORCE ANALYSIS

Date: 1/11/2012 - 12/31/2012
Department:. TRANSPORTATION Organizational Unit: ADMINISTRATION
All Employees MINORITY EMPLOYEES
MALES FEMALES S—
Job Title J"brfor_““p EEO-4 Category P""S"aﬁf_‘;e" | m | F| B Alfl‘r AUAN | H L‘:@ B AI;SI’ AVAN | H l‘;t;' Min
ADMINISTRATIVE AST 436113 |Technicians 27620 2 2 _ _ _
ACCOUNTING TCH 433313 |Technicians 27696 3 1 : : - i
COLLECTIONS TCH 433113 |Technicians 28506 : i - - -
MAIL CLERK 439513 |Administrative Support 28559 : : - - -
ACCOUNTING TCH 433314 |Technicians 32081 7 3 - : ; i
ADMINISTRATIVE AST 436114 |Technicians 34293 ; i - - -
PAYROLL TECHNICIAN 433513 |Administrative Support 37620 1 1 : 1 1 i
BENEEITS SPC 131735 |Professionals 37736 ; | - - -
COMPLIANCE SPECIALIST 131415 |Professionals 39184 1 1 - - -
BENEEITS SPC 131735 |Professionals 39623 : i - - -
ADMINISTRATIVE SUPPORT SU 431214 |Administrative Support 40167 : i - - -
BUSINESS DEVELOPMENT SPECIALIST | 131935 _|Professionals 40229 : | - - -
ACCOUNTANT 132115 |Professionals 40391 ; ; ; ; - i
PURCHASING AGENT 131215 |Professionals 41478 2 1 1 : a 3
ACCOUNTANT 132115 |Professionals 42410 ; | - - -
MANAGEMENT ANALYST 131816 |Professionals 48029 1 1 - - -
HUMAN RESOURCE SPC 131776 |Professionals 48151 : i - - -
ACCOUNTANT 132116 |Professionals 48470 5 5 - : : i
FINANCIAL SPECIALIST 132916 |Professionals 48470 4 2 - - -
PURCHASING AGENT 131216 |Professionals 49774 ; i - - -
ACCOUNTANT 132116 |Professionals 50893 1 1 : a 3
BUDGET ANALYST 132316 |Professionals 53097 4 3l - I i
ACCOUNTANT 132116 |Professionals 53317 1 1 - - -
PROGRAM MGR 111917 |Professionals 53162 : : - - -
ACCOUNTANT 132117 |Professionals 53162 3 1 2 1 1 - i
PROGRAM MANAGER 111916 |Professionals 62509 4 4 - - -
BUDGET ANALYST 132317 |Professionals 63723 2 1 1 - - -
COMPUTER SYS ANALYST 151517 _|Professionals 68777 1 1 : 3 3
PROGRAM MGR 111917 |Professionals 73335 3 o i - - -
PROGRAM MGR 111917 _|Professionals 81483 3 1 2 - - -
OPERATIONS MGR 111217 _|Professionals 85006 : i - - -
OPERATIONS MGR 111218 |Officials/Administrators | 100917 ; ; - - -
Total 57 17 40 o 0 2| 1 3 ol 1] 2] 1] 4 7
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WORKFORCE ANALYSIS

Date: 1/1/2012 - 12/31/2012
Department: TRANSPORTATION Organizational Unit: AERONAUTICS
Al Employees MINORITY EMPLOYEES
MALES FEMALES Total M/F
i Job Group Pay Rate/ ASS Total ASS Total .
Job Title No. EEQ-4 Category Salary Ttl M F B Bl AVAN | H Male B ol AAN | H Fem Min
FIRE FIGHTER 332113 |Protective Service 30271 1 1 -
ADMINISTRATIVE AST 436114 |Technicians 32889 1 1 -
AIRCRAFT MECHANIC 493114 |Skilled Craft 35374 1 1 -
ACCOUNTANT 132116 |Professionals 48470 1 1 -
PROGRAM SPECIALIST 131236 |Professionals 51668 2 2 -
AIRCRAFT PILOT 532136 |Professionals 54148 1 1 -
AIRCRAFT PILOT 532136 |Professionals 62671 1 1 -
PROGRAM MGR 111917 |Professionals 74618 2 2 -
OPERATIONS MGR 111218 |Officials/Administrators 93274 1 1 -
Total 11 8 3 0 0 0| 0 0l 0] O 0l 0 0 -
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WORKFORCE ANALYSIS

Date: 1/1/2012 - 12/31/2012
Department: TRANSPORTATION Organizational Unit: BILLINGS
Al Employecs MINORITY EMPLOYEES
MALES FEMALES S

Job Title mﬁ““p EEO-4 Category P?Syaif;e’ ™ | M| F| B APS;’r AUAN | H ;‘;tlae' B Alf;’ AVAN | H l‘;tri' Min
ADMINISTRATIVE CLERK 439612 |Administrative Support 21101 1 1 - - _
ADMINISTRATIVE CLERK 439612 |Administrative Support 23445 5 1 4 - - 3
CIVIL ENGINEERNG TECHNICIAN 173212 |Technicians 25212 4 a1 - - -
CNIL ENGINEERNG TCH 173213 |Technicians 27130 6 SE - 1 1 i
ADMINISTRATIVE AST 436113 [Technicians 27620 3 3 - 1 1 i
ADMINISTRATIVE AST 436113 [Technicians 28506 1 1 - - -
ADMINISTRATIVE AST 436113 [Technicians 28701 1 1 - - -
ADMINISTRATIVE AST 436113 |Technicians 28702 i i - - -
ADMINISTRATIVE AST 436113 [Technicians 29811 1 1 - - -
CIVIL ENGINEERNG TCH 173212 |Technicians 30002 9 8| 1 1 1 - i
CNIL ENGINEERNG TCH 173214 |Technicians 35860 6 5l 1 1 1 - i
CIVIL ENGINEERNG TCH 173214 |Technicians 36068 1 1 - - -
MAINTENANCE TECHNICIAN | 999307 _|Skilled Craft 36152] 26| 76 3 3 - 3
RIGHT OF WAY TCH 131974 |Technicians 36302 1 1 - - -
CNIL ENGINEERNG TCH 173214 |Technicians 36908 1 1 - - -
STOCKPERSON 992205 |Service/Maintenance 7116 2 2 - - -
MAINTENANCE TECHNICIAN I 999308 |Skilled Craft 37116] 20| 20 1 1 - i
MOTOR VEHICLE SAFETY INSPECTOR | 536554 _|Protective Service 37457 1 1 - - 3
SERVICE COMBINTATION B 999102 |Service/Maintenance 38076 3 3 - - -
MAINTENANCE TECHNICIAN I 999209 |Skilled Craft 38076] 13| 13 - - -
SURVEYOR 171254 |Technicians 39029 1 1 - - B
MAINTENANCE TECH IV 999210 |Skilled Craft 30037] 37| 36| 1 6 6 - 6
MOTOR VEHICLE SAFETY INSPECTOR | 526554 |Protective Service 30330 12| 10| 2 1 1 2 - 2
VEGETATION & NOXIOUS WEED SPRAY F|_ 998510 |Service/Maintenance 39998 2 2 - - -
ACCOUNTANT 132115 |Professionals 40391 1 1 - - -
MAINTENANCE CARPENTER 998612 _|Skilled Craft 20050] 13| 13 1 1 - i
MAINTENANCE CREW LEADER 998911 |Service/Maintenance 40959 2 2 - - -
MOTOR VEHICLE SAFETY INSPECTOR | 526554 |Protective Service 41296 3 3 - - -
WORKING SHOP FOREMAN 996307 _|Skilled Craft 41920 2 2 - - -
CNIL ENGINEERNG SPC 172515 |Professionals 42152 5 a1 - - -
MOTOR VEHICLE SAFETY INSPECTOR | 526554 _|Protective Service 43361 2 2 - - 3
CONSTRUCTION TRADES WORKER SUP| 471115 |Skilled Craft 45656] 10| 10 1 1 - i
MATERIALS LAB SPC 172715 |Professionals 46699 2 T - - -
PROJECT FACILITATION SPECIALIST 131855 |Professionals 46836 1 i - - B
CNIL ENGINEERNG SPC 172515 |Professionals 46836 5 5 - - -
DESIGNER 173135 |Professionals 46836 1 1 - - 3
CNIL ENGINEERNG TCH 173215 |Professionals 46836 6 6 - - -
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CONSTRUCTION TRADES WORKER SUP| 471115 |Skilled Craft 48060 8 8 1 1 1
HUMAN RESOURCE SPC 131776 |Professionals 48151 1 1
CONSTRUCTION TRADES WORKER SUP| 471115 |Skilled Craft 50463 3 3
QCCUPATIONAL HEALTH SAFETY SPECIAl 299116  |Professionals 51513 1 1
COMPUTER SUPPORT SPECIALIST 151416 |Professionals 52067 1 1
RIGHT OF WAY SPC 131976 |Professionals 52275 5 2 3
MOTOR VEHICLE SAFETY INS 5368555 |Protective Service 52932 1 1
ACCOUNTANT 132116 |Professionals 53317 1 1
COMMUNICATIONS TCG 492235 | Skilled Craft 55215 2 2
PROJECT FACILITATION SPECIALIST 131856 |Professionals 56203 1 1
SURVEYOR 171256 |Professionals 56203 1 1
ENGINEERING SUPERVISOR MGR 172016 |Professionals 56203 1 1

CIVIL ENGINEERNG SPC 172515  |Professionals 56203 4 3 1
DESIGNER 173136 |Professionals 56203 1 1
DESIGN ENGINEER 173146  |Professionals 56203 2 1 1
UTILITY ENGINEERING SPEC 173296 |Professionals 56203 1 1
SURVEYOR 171256 |Professionals 59012 1 1
ENGINEERING CONTRACT SPEC 172916 |Professionals 59012 1 1
DESIGNER 173136 |Professionals 59012 2 2
PROGRAM MANAGER 111916 |Professionals 61641 1 1
DESIGNER 173136 |Professionals 61821 1 1
DESIGN ENGINEER 173146  |Professionals 61821 1 1
ENGINEERING SUPERVISOR MGR 172016 |Professionals 62566 10 10
PROGRAM MGR 111917 |Professionals 62945 1 1
ENVIRONMENTAL ENGINEERING SPECIAL| 172556  |Professionals 63442 1 1
MOTOR VEHICLE INSPECTORS 536556 |Protective Service 63518 1 1
ENGINEERING SUPERVISOR MGR 172017 |Professionals 75380 2 2
ENGINEERING MGR 119417 |Professionals 83755 3 3
ENGINEERING MGR 119417 |Professionals 84216 1 1
OPERATIONS MGR 111218 | Officials/Administrators 102256 1 1

Total 272 237 35 14 17 19
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WORKFORCE ANALYSIS

Date: 1/1/2012 - 12/31/2012
Department: TRANSPORTATION Organizational Unit: BUTTE
Al Employees MINORITY EMPLOYEES
MALES FEMALES Total M/E

Job Title mﬁ““p EEO-4 Category P?Syaif;e’ ™ | M| F| B APS;’r AUAN | H ;‘;tlae' B Alf;’ AVAN | H l‘;tri' Min
ADMINISTRATIVE CLERK 439612 |Administrative Support 21101 4 1 3 - - -
ADMINISTRATIVE CLERK 439612 |Administrative Support 23445 4 4 - 1 1 1
ADMINISTRATIVE AST 436113 |Technicians 27620 5 5 - 1 1 1
ADMINISTRATIVE AST 436113 |Technicians 29777 1 1 - - -
ADMINISTRATIVE AST 436113 |Technicians 29909 1 1 - - -
CIVIL ENGINEERNG TCH 173213 |Technicians 30002 4 4 - - -
CIVIL ENGINEERNG TCH 173213 |Technicians 30546 1 1 - - -
ADMINISTRATIVE AST 436113 |Technicians 33107 1 1 - - -
MOTOR VEHICLE SAFETY INSPECTOR 536554 |Protective Service 33763 2 1 1 - - -
LABORER 998906 |Service/Maintenance 35192 1 1 - - -
CIVIL ENGINEERNG TCH 173214 |Technicians 35860 9 4 5 - - -
SERVICE COMBINTATION A 999101 |Service/Maintenance 36152 2 2 - - -
MAINTENANCE TECHNICIAN | 999307  |Skilled Craft 36152 72 72 1 1 - 1
STOCKPERSON 992205 |Service/Maintenance 37116 2 2 - - -
MAINTENANCE TECHNICIAN Il 999308 |Skilled Craft 37116 23 22 1 - - -
MOTOR VEHICLE SAFETY INSPECTOR 536554 |Protective Service 37457 3 3 - - -
SERVICE COMBINTATICN B 999102 |Service/Maintenance 38076 1 1 - - -
MAINTENANCE TECHNICIAN Il 999309 |Skilled Craft 38076 10 10 1 1 - 1
SURVEYOR 171254 |Technicians 39029 1 1 - - -
STRIPING MACHINE OPERATOR/DRIVER | 998404 |Skilled Craft 39037 4 4 - - -
MAINTENANCE TECH IV 999310 |Skilled Craft 39037 67 62 5 2 2 - 2
MOTOR VEHICLE SAFETY INSPECTOR 536554 |Protective Service 39330 9 8 1 - - -
VEGETATION & NOXIOUS WEED SPRAY H 998510 |Service/Maintenance 39998 3 3 - - -
ACCOUNTANT 1321156 |Professionals 40391 1 1 - - -
MECHANIC/MACHINIST (MDT) 996311  |Skilled Craft 40859 13 13 1 1 - 1
STRIPING FOREMAN 998405 |Skilled Craft 40959 2 2 - - -
MAINTENANCE CARPENTER 998612 |Skilled Craft 40859 3 3 - - -
MAINTENANCE CREW LEADER 998911 |Service/Maintenance 40859 7 7 - - -
MOTOR VEHICLE SAFETY INSPECTOR 536554 |Protective Service 41296 4 4 - - -
WORKING SHOP FOREMAN 996307  |Skilled Craft 41820 2 2 - - -
CIVIL ENGINEERNG SPC 172515 |Professionals 42152 2 2 - - -
DESIGNER 173135 |Professionals 42152 1 1 - - -
CIVIL ENGINEERNG TCH 173215 |Professionals 42152 6 5 1 - - -
CIVIL ENGINEERNG TCH 173215 |Professionals 42737 8 7 1 - - -
MOTOR VEHICLE SAFETY INSPECTOR 536554 |Protective Service 43361 1 1 - - -
CONSTRUCTION TRADES WORKER SUP| 471115 |Skilled Craft 45656 11 11 - - -
MATERIALS LAB SPC 172715 |Professionals 46699 2 2 - - -
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ENGINEERING CONTRACT SPECIALIST 172815 |Professionals 46836 1 1
DESIGNER 173135  |Professionals 46836 1 1
CIVIL ENGINEERNG TCH 173215  |Professionals 46836 1 1
CONSTRUCTION TRADES WORKER SUP| 471115 |Skilled Craft 48060 9 9
HUMAN RESOURCE SPC 131776  |Professionals 48151 1 1
CONSTRUCTION TRADES WORKER SUP| 471115 |Skilled Craft 50463 3 3
MAINTENANCE CREW LEADER 998911  |Service/Maintenance 50463 1 1
COMPUTER SUPPORT SPECIALIST 1561416  |Professionals 52067 1 1
RIGHT OF WAY SPC 131976  |Professionals 52275 4 2 2
ACCOUNTANT 132116 |Professionals 53317 1 1
COMMUNICATIONS TCG 492235 | Skilled Craft 55215 1 1
PROJECT FACILITATION SPECIALIST 131856  |Professionals 56203 1 1
CIVIL ENGINEERNG SPC 172515  |Professionals 56203 g g
DESIGNER 173136 |Professionals 56203 4 4
UTILITY ENGINEERING SPEC 173296 |Professionals 56203 2 1 1
SURVEYOR 171256 |Professionals 59012 1 1
ENGINEERING CONTRACT SPEC 172916 |Professionals 59012 1 1
DESIGNER 173136 |Professionals 59012 1 1
COMPUTER SYS ANALYST 151516  |Professionals 60331 1 1
PROGRAM MANAGER 111916 |Professionals 61641 1 1
DESIGNER 173136 |Professionals 61821 1 1
ENGINEERING SUPERVISOR MGR 172016 |Professionals 62566 13 13
PROGRAM MGR 111917 |Professionals 62945 1 1
ENVIRONMENTAL ENGINEERING SPECIAL| 172556  |Professionals 63442 1 1
MOTOR VEHICLE INSPECTORS 536556 |Protective Service 63518 1 1
ENGINEERING SUPERVISOR MGR 172017 |Professionals 75380 2 2
ENGINEERING MGR 119417 |Professionals 83755 4 4
OPERATIONS MGR 111218 | Officials/Administrators 102256 1 1

Total 3 336 35
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WORKFORCE ANALYSIS

Date: 1/1/2012 - 12/31/2012
Department: TRANSPORTATION Organizational Unit: DIRECTORS OFFICE
Al Employecs MINORITY EMPLOYEES
MALES FEMALES Total M

Job Title J"br‘ir_"“p EEQ-4 Category PE‘SVEE;“_‘;E’ T | M | F | B A;’f AVUAN | H L‘;tlae' B A:’f AVAN | H l‘;tri' Min
ADMINISTRATIVE AST 436113 |Technicians 27620 1 1 - 1 1 1
COMPLIANCE TECHNICIAN 436154 |Technicians 32653 1 1 - - -
AUDITING TCH 433334 [Technicians 32981 1 1 - 1 1 1
PUBLIC RELATIONS SPC 273315 |Professionals 33865 1 1 - - -
LEGAL SECRETARY 436214 |Administrative Support 34103 1 1 - - -
PUBLIC RELATIONS SPC 273315 |Professionals 37630 2 1 1 - 1 1 1
ADMINISTRATIVE SPC 131915 |Professionals 38405 1 1 - - -
PARALEGAL LEGAL AST 232115 |Professionals 39965 1 1 - - -
COMPENSATION & CLASSIFICATION SPEQ_ 131715 |Professionals 40125 1 1 - - -
HUMAN RESOURCE SPC 131775 |Professionals 40125 2 2 - - -
AUDITOR 132135 |Professionals 40389 2 2 - - -
COMPUTER SUPPORT SPC 151415 |Professionals 43390 1 1 - - -
COMPLIANCE SPECIALIST 131416 _|Professionals 47020 1 1 - - -
EEO SPECIALIST 131476 |Professionals 47436 2 2 - 1 1 1
TRAINING DEVELOPMENT SPC 131756 |Professionals 48151 1 1 - - -
HUMAN RESOURCE SPC 131776 _|Professionals 48151 3 3 - - -
BUSINESS DEVELOPEMENT SPECIALIST | 131936 |Professionals 48275 1 1 - - -
FINANCIAL SPECIALIST 132915 |Professionals 48436 1 1 - - -
ACCOUNTANT 132116 |Professionals 48470 1 1 - - -
AUDITOR 132136 |Professionals 48470 1 1 - - -
EEO SPECIALIST 131476 |Professionals 49808 1 1 1 i - 1
TRAINING DEVELOPMENT SPC 131756 |Professionals 50115 3 1 2 - - -
TRAINING DEVELOPMENT SPC 131756 |Professionals 50559 1 1 - - -
AUDITOR 132136 |Professionals 50893 2 2 - - -
OCCUPATIONAL HEALTH SAFETY SPECIA| 299116 |Professionals 51513 1 1 - - -
BUSINESS OPERATIONS SUPERVISOR | 131996 |Professionals 53102 1 1 - - -
AUDITOR 132136 |Professionals 54198 4 IE - - -
OCCUPATIONAL HEALTH SAFETY SPECIA| 299116 |Professionals 56936 1 1 - - -
HUMAN RESOURCE SPECIALIST 131777 _|Professionals 57782 1 1 - - -
ACCOUNTANT 132117__|Professionals 58162 1 1 - - -
AUDITOR 132136 |Professionals 50469 1 1 - - -
COMPUTER SYS ANALYST 151516 |Professionals 60331 2 2 - - -
PUBLICS RELATIONS SPECIALISTS 273317 |Professionals 64947 1 1 - 1 1 1
COMPUTER SYS ANALYST 151516 |Professionals 66364 1 1 - - -
OPERATIONS RESEARCH ANALYST 152317 _|Professionals 66957 1 1 - - -
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AUDITOR 132136 |Professionals 68005 1 1
PROGRAM MGR. 111917 |Professionals 68756 2 2
COMPUTER INFORMATION SYS 113217 |Professionals 73820 1 1
HUMAN RESCQURCE MGR 113417 |Professionals 76396 2 2
LAWYER 231118 |Professionals 83345 7 2 5
OPERATIONS MGR 111218 |Officials/Administrators 94608 2 1 1
DIRECTOR 71 Officials/Administrators 94772 1 1
LAWYER 231118 |Professionals 94772 1 1
OPERATIONS MGR 111218 | Officials/Administrators 97062 2 2
OPERATIONS MGR 111218 | Officials/Administrators 102256 1 1

Total 68 1 a7
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WORKFORCE ANALYSIS

Date: 1/1/2012 - 12/31/2012
Department: TRANSPORTATION Organizational Unit: ENGINEERING DIVISION
All Employess MINORITY EMPLOYEES
MALES FEMALES Total MIF
i Job Group Pay Rate/ AS/ Total ASS Total .

Job Title No. EEQ-4 Category Salary Ttl M F B Pl AAN [ H Male B Bl AVAN | H Fem Min
MATERIALS INSPECTION AIDE 519612 |Skilled Craft 22025 1 1 1 1 - 1
DRAFTER 173112 |Technicians 24902 4 3 1 - - -
CIVIL ENGINEERNG TECHNICIAN 173212 |Technicians 25212 1 1 - - -
MATERIALS INSPECTION AIDE 519613 |Skilled Craft 26429 1 1 - - -
ADMINISTRATIVE AST 436113 |Technicians 27620 4 4 - - -
STUDENT INTERN 957 Administrative Support 30002 1 1 - - -
DESIGN TECHNICIAN 173133 |Technicians 30002 1 1 - - -
CIVIL ENGINEERNG TCH 173213 |Technicians 30002 1 1 - - -
MATERIALS INSPECTION TCH 519614 |Skilled Craft 31977 1 1 - - -
STUDENT INTERN 957 Administrative Support 32301 1 1 - - -
DESIGN TECHNICIAN 173134 |Technicians 32301 1 1 - - -
COMPLIANCE TECHNICIAN 436154 |Technicians 32653 2 1 1 - - -
ADMINISTRATIVE AST 436114 |Technicians 32889 3 3 - - -
AUDITING TCH 433334 |Technicians 32981 1 1 - - -
COMPLIANCE TECHNICIAN 436154 |Technicians 33203 1 1 - - -
MATERIALS LAB SPC 172715 |Professionals 33620 1 1 1 1 - 1
MATERIALS INSPECTICON TCH 519614 |Skilled Craft 33620 7 B 1 - - -
DRILL OPERATOR 475214 |Skilled Craft 35216 1 1 - - -
RIGHT OF WAY TCH 131974 |Technicians 36302 4 2 2 - - -
COMPLIANCE TECHNICIAN 436154 |Technicians 38675 1 1 - - -
DRILL OPERATOR 475214 |Skilled Craft 36976 5 5 - - -
MATERIALS INSPECTION TCH 519614 |Skilled Craft 37355 1 1 - - -
DATA CONTROL TECH 151914 |Technicians 38276 2 2 - - -
SURVEYOR 171254 |Technicians 39029 1 1 - - -
COMPLIANCE SPECIALIST 131415 |Professionals 39184 1 1 - - -
MATERIALS INSPECTION TCH 519614 |Skilled Craft 39223 1 1 - - -
DATA CONTROL TECH 151914 [Technicians 40190 1 1 - - -
FINANCIAL SPECIALIST 132915 |Professionals 40391 1 1 - - -
PHOTOGRAPHER 274215 |Professionals 41132 1 1 - - -
LIBRARIAN 254216 |Professionals 41766 1 1 - - -
DESIGNER 173135 |Professionals 42152 4 2 2 - - -
DRILL OPERATOR 475215 |Skilled Craft 42258 3 3 - - -
RIGHT OF WAY SPC 131975 |Professionals 43562 2 2 - - -
MATERIALS LAB SPC 172715 |Professionals 46699 12 10 2 - - -
SURVEYOR 171255  |Professionals 46836 1 1 - - -
CIVIL ENGINEERNG SPC 172515 |Professionals 46836 2 1 1 - - -
ENGINEERING CONTRACT SPECIALIST 172915 |Professionals 46836 2 1 1 - - -
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DESIGNER 173135 |Professionals 46836 5 4 1
TRAINING DEVELOPMENT SPC 131756 |Professionals 48151 1 1
CHEMIST 192316 |Professionals 48603 1 1
ADMINISTRATIVE SPC 131916 |Professionals 49000 1 1
TRAINING DEVELOPMENT SPC 131756 |Professionals 49556 1 1
DRILL SUPMGR 471136 | Skilled Craft 52130 1 1
RIGHT OF WAY SPC 131976  |Professionals 52275 1 1
OPERATIONS RESEARCH ANALYST 162316 |Professionals 53112 2 1 1
ENGINEERING CONTRACT SPEC 172916  |Professionals 53389 1 1
CHEMIST 192316  |Professionals 53464 1 1
TRANSPORTATION PLANNER 193536 |Professionals 53781 1 1
RIGHT OF WAY SPC 131976 |Professionals 54889 5 3 2
MATERIALS LAB SPC 172716 |Professionals 56923 3 2 1
PHOTOGRAMMETRIST 171236 |Professionals 56203 2 2
SURVEYOR 171256 |Professionals 56203 1 1
CIVIL ENGINEERNG SPC 172516 |Professionals 56203 16 13 3
ENGINEERING CONTRACT SPEC 172916 |Professionals 56203 3 4 2
DESIGNER 173136 |Professionals 56203 19 15 4
UTILITY ENGINEERING SPEC 173296 |Professionals 56203 5 3 2
CIVIL ENGINEER PE 172537  |Professionals 57820 1 1
PROJECT FACILITATION SPECIALIST 131856 |Professionals 59012 6 6
SURVEYOR 171256  |Professionals 59012 2 2
CIVIL ENGINEERNG SPC 172516 |Professionals 59012 16 14 2
MATERIALS LAB SPC 172716 |Professionals 59012 1 1
ENGINEERING CONTRACT SPEC 172916 |Professionals 59012 1 1
DESIGNER 173136 |Professionals 59012 1 1
CIVIL ENGINEERNG SPC 172516 |Professionals 60205 1 1
ENGINEERING CONTRACT SPEC 172916 |Professionals 60206 1 1
COMPUTER SYS ANALYST 1561516  |Professionals 60331 5 4 1
CIVIL ENGINEER PE 172537  |Professionals 60863 2 2
OPERATIONS RESEARCH ANALYST 162317 |Professionals 60872 1 1
MATERIALS LAB SPC 172716 |Professionals 61516 1 1
ENGINEERING CONTRACT SPEC 172916 |Professionals 61821 3 3
DESIGNER 173136 |Professionals 61821 9 g 1
PROGRAM MGR 111917 |Professionals 62845 1 1
CIVIL ENGINEERNG SPC 172517 |Professionals 63496 1 1
CIVIL ENGINEERNG SPC 172515  |Professionals 64069 1 1
CIVIL ENGINEERNG SPC 172517 |Professionals 64069 12 10 2
CIVIL ENGINEER PE 172537  |Professionals 64069 4 4
ENGINEERING CONTRACT SPECIALIST 172917 |Professionals 64069 1 1
CIVIL ENGINEER PE 172537  |Professionals 64072 1 1
PROGRAM MGR 111917 |Professionals 66262 3 3
CIVIL ENGINEERNG SPC 172517 |Professionals 66576 2 2
CIVIL ENGINEER PE 172537  |Professionals 66576 1 1
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CINIL ENGINEERNG SPC 172517 |Professionals 66577
PROJECT FACILITATION SPECIALIST 1318567 |Professionals 67400
CNIL ENGINEERNG SPC 172517  |Professionals 67400
CNIL ENGINEER PE 172537 |Professionals 67400
ENGINEERING SUPERVISOR MGR 172017 |Professionals 71611
ENGINEERING SUPERVISOR MGR 172017 |Professionals 73465
COMPUTER SUPERVISOR 151117 |Professionals 73820
ENGINEERING SUPERVISOR MGR 172017 |Professionals 75380
ENGINEERING SUPERVISOR MGR 172017 |Professionals 75547
ENGINEERING SUPERVISOR MGR 172017 |Professionals 75854
ENGINEERING SUPERVISOR MGR 172017 |Professionals 77765
PROGRAM MGR 111917 |Professionals 79683
ENGINEERING SUPERVISOR MGR 172017 |Professionals 81827
ENGINEERING MGR 119417 |Professionals 83755
PROGRAM MGR 111917 |Professionals 842186
ENGINEERING MGR 119417 |Professionals 84216
ENGINEERING MGR 119418 |Professionals 93233
Total
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WORKFORCE ANALYSIS

Date: 1/1/2012 - 12/31/2012
Department: TRANSPORTATION OCrganizational Unit:. GLENDIVE
Al Employecs MINORITY EMPLOYEES
MALES FEMALES S

Job Title mﬁ““p EEO-4 Category P?Syaif;e’ ™ | M| F| B APS;’r AUAN | H ;‘;tlae' B Alf;’ AVAN | H l‘;tri' Min
ADMINISTRATIVE CLERK 439612 |Administrative Support 21101 2 2 - - _
ADMINISTRATIVE CLERK 439612 |Administrative Support 23445 2 2 - - 3
CIVIL ENGINEERNG TECHNICIAN 173212 |Technicians 25212 2 1 1 1 1 - i
CNIL ENGINEERNG TCH 173213 |Technicians 27130 4 4 - - -
ADMINISTRATIVE AST 436113 [Technicians 27620 5 5 - - 3
CNIL ENGINEERNG TCH 173213 |Technicians 30002 3 3 - - -
PURCHASING TECHNICIAN 433613 |Administrative Support 31180 1 1 - - -
MOTOR VEHICLE SAFETY INSPECTOR | 536554 _|Protective Service 33763 3 3 - - -
ADMINISTRATIVE AST 436113 [Technicians 35190 1 1 - - -
CIVIL ENGINEERNG TCH 173214 |Technicians 35860 5 5 - - 3
MAINTENANGCE TECHNICIAN | 999307 |Skilled Craft 36162]  24] 24 1 1 - i
STOCKPERSON 992205 |Service/Maintenance 7116 3 2 1 - - -
MAINTENANCE TECHNICIAN I 999308 _|Skilled Craft a7i16] 19| 18] 1 2 2 - 2
SERVICE COMBINTATION B 999102 |Service/Maintenance 38076 3 3 - - -
MAINTENANCE TECHNICIAN I 999309 |Skilled Craft 38076 4 4 - - -
SURVEYOR 171254 |Technicians 39029 2 2 - - -
MAINTENANCE TECH IV 999310 |Skilled Craft 30037] 38| 38 2 3 - 2
MOTOR VEHICLE SAFETY INSPECTOR | 536554 _|Protective Service 39330 5 A - - 3
ACCOUNTANT 132115 |Professionals 40391 2 2 - - -
MAINTENANCE TECH IV 999210 |Skilled Craft 40057 1 1 - - -
MECHANIC/MACHINIST (MDT) 996311 |Skilled Craft 40959 9 9 1 1 - i
STRIPING FOREMAN 998405 |Skilled Craft 40959 1 1 - - -
MAINTENANCE CARPENTER 998612 |Skilled Craft 40959 3 3 - - 3
MAINTENANCE CREW LEADER 998911 |Service/Maintenance 40959 4 4 1 1 - i
MOTOR VEHICLE SAFETY INSPECTOR | 536554 |Protective Senvice 41296 2 2 - - -
WORKING SHOP FOREMAN 996307 _|Skilled Craft 41920 3 3 - - B
PROJECT FACILITATION SPECIALIST 131855 |Professionals 42152 1 1 - - -
CIVIL ENGINEERNG SPC 172515 |Professionals 2152] 12| 1] 1 1 1 1 1 2
CNVIL ENGINEERNG TCH 173215 |Professionals 42152 4 4 - - -
CNIL ENGINEERNG TCH 173215 |Professionals 42737 2 2 1 1 - i
CONSTRUCTION TRADES WORKER SUP| 471115 |Skilled Craft 45656] 10| 10 - - 3
MATERIALS LAB SPC 172715 |Professionals 46699 3 o 1 - - -
PROJECT FACILITATION SPECIALIST 131855 |Professionals 46836 1 1 - - -
CIVIL ENGINEERNG SPC 172515 |Professionals 46836 i i - - B
ENGINEERING CONTRACT SPECIALIST | 172915 |Professionals 46836 1 1 - - -
DESIGNER 173135 |Professionals 46836 2 2 - - 3
CNIL ENGINEERNG TCH 173215 |Professionals 46836 6 6 - - -
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CONSTRUCTION TRADES WORKER SUP| 471115 |Skilled Craft 48060
HUMAN RESOURCE SPC 131776 |Professionals 48151
COMMUNICATIONS TCG 492235 |Skilled Craft 49693
CONSTRUCTION TRADES WORKER SUP| 471115 |Skilled Craft 50463
RIGHT OF WAY SPC 131976 |Professionals 52275
MOTOR VEHICLE SAFETY INS 536555 |Protective Service 52932
ACCOUNTANT 132116 |Professionals 53317
COMPUTER SUPPORT SPECIALIST 151416 |Professionals 54495
COMMUNICATIONS TCG 492235 |Skilled Craft 55215
PROJECT FACILITATION SPECIALIST 131856 |Professionals 56203
CIVIL ENGINEERNG SPC 1725156 |Professionals 56203
DESIGN ENGINEER 173146 |Professionals 56203
UTILITY ENGINEERING SPEC 173296 |Professionals 56203
SURVEYOR 171256 |Professionals 59012
ENGINEERING CONTRACT SPEC 172916 |Professionals 59012
PROGRAM MANAGER 111816 |Professionals 61641
DESIGNER 173136 |Professionals 61821
ENGINEERING SUPERVISOR MGR 172016 |Professionals 62566
PROGRAM MGR. 1118917 |Professionals 62945
MOTOR VEHICLE INSPECTORS 536556 |Protective Service 63518
ENGINEERING SUPERVISOR MGR 172017 |Professionals 75380
ENGINEERING MGR 119417 |Professionals 83755
OPERATIONS MGR 111218 |Officials/Administrators 102256
Total
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WORKFORCE ANALYSIS

Date: 1/1/2012 - 12/31/2012
Department: TRANSPORTATION Organizational Unit: GREAT FALLS
Al Employecs MINORITY EMPLOYEES
MALES FEMALES S

Job Title mﬁ““p EEO-4 Category P?Syaif;e’ ™ | M| F| B APS;’r AUAN | H ;‘;tlae' B Alf;’ AVAN | H l‘;tri' Min
ADMINISTRATIVE CLERK 439612 |Administrative Support 23445 2 1 1 - - _
CNIL ENGINEERNG TECHNICIAN 173212 |Technicians 25212 1 1 - - 3
CNIL ENGINEERNG TCH 173213 |Technicians 27130] 11 of 2 1 1 - i
ADMINISTRATIVE AST 436113 |Technicians 27620 5 5 - - -
CIVIL ENGINEERNG TCH 173212 |Technicians 30002 4 3 - - 3
CIVIL ENGINEERNG TCH 173214 |Technicians 35860 8 8 - - -
SERVICE COMBINTATION A 999101 _|Senvice/Maintenance 36152 3 1 2 - - -
MAINTENANCE TECHNICIAN | 999207 _|Skilled Craft 36162] 26| 76 6 6 - 6
COMPUTER SUPPORT TCH 161414 |Technicians 36158 1 1 - - -
CIVIL ENGINEERNG TCH 173214 |Technicians 36739 1 1 - - 3
STOCKPERSON 992205 |Senvice/Maintenance 37116 2 2 - - -
MAINTENANCE TECHNICIAN I 999308 |Skilled Craft a7116] 20| 20 3 3 - 3
MOTOR VEHICLE SAFETY INSPECTOR | 536554 _|Protective Service 37457 1 1 - - B
SURVEYOR 171255 |Professionals 37468 1 1 - - -
MAINTENANCE TECHNICIAN I 999309 |Skilled Craft 38076 10| 10 1 1 - i
STRIPING MACHINE OPERATOR/DRIVER | 998404 _|Skilled Cratft 39037 1 1 - - -
MAINTENANGCE TECH IV 999210 |Skilled Craft 30037] 48] 44| 2| i 71 1] 9 1 1 10
MOTOR VEHICLE SAFETY INSPECTOR | 536554 _|Protective Service 39330 0 0 - - 3
MOTOR VEHICLE SAFETY INSPECTOR | 536554 |Protective Service 39330 7 5| 2 - - -
ACCOUNTANT 132115 |Professionals 40291 1 1 - - -
MECHANIC/MACHINIST (MDT) 996311 |Skilled Craft 20050 12| 12 1 1 - i
STRIPING FOREMAN 998405 |Skilled Craft 40959 2 2 - - -
MAINTENANCE CARPENTER 998612 |Skilled Craft 40959 1 1 - - 3
MAINTENANCE CREW LEADER 998911 |Service/Maintenance 40959 6 6 1 1 2 - 2
MOTOR VEHICLE SAFETY INSPECTOR | 536554 |Protective Senvice 41296 4 4 - - -
WORKING SHOP FOREMAN 996307 _|Skilled Craft 41920 3 3 - - B
CNIL ENGINEERNG SPC 172515 |Professionals 42152 3 3 - - -
DESIGNER 173135 |Professionals 42152 1 1 - - -
CIVIL ENGINEERNG TCH 173215 |Professionals 42152 i i - - -
CNIL ENGINEERNG TCH 173215 |Professionals 42737 2 2 1 1 - i
MOTOR VEHICLE SAFETY INSPECTOR | 526554 _|Protective Service 43361 1 1 - - 3
CONSTRUCTION TRADES WORKER SUP| 471115 |Skilled Craft 45656] 15| 15 1 1 - i
MATERIALS LAB SPC 172715 |Professionals 46699 2 2 - - -
SURVEYOR 171255 |Professionals 46836 1 1 - - B
CIVIL ENGINEERNG SPC 172515 |Professionals 46836 5 5 - - -
DESIGNER 173135 |Professionals 46836 2 2 - - 3
CNIL ENGINEERNG TCH 173215 |Professionals 46836 8 8 - - -
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CIVIL ENGINEERNG TCH 173215 |Professionals 46951 1 1 -
CONSTRUCTION TRADES WORKER SUP| 471115 | Skilled Craft 48060 4 4 1 1 1
HUMAN RESOURCE SPC 131776 |Professionals 48151 1 1 -
CONSTRUCTION TRADES WORKER SUP| 471115 | Skilled Craft 50463 3 3 -
COMPUTER SUPPORT SPECIALIST 151416 |Professionals 52067 1 1 -
RIGHT OF WAY SPC 131876 |Professionals 52275 2 2 -
COMMUNICATIONS TCG 492235 |Skilled Craft 55215 1 1 -
PROJECT FACILITATION SPECIALIST 131856 |Professionals 56203 1 1 -
CIVIL ENGINEERNG SPC 172515 |Professionals 56203 5 5 -
DESIGNER 173136 |Professionals 56203 1 1 -
DESIGN ENGINEER 173146 |Professionals 56203 1 1 -
UTILITY ENGINEERING SPEC 173296 |Professionals 56203 2 2 -
ENVIRONMENTAL ENGINEERING SPECIAL| 172556 |Professionals 57619 1 1 -
ENGINEERING CONTRACT SPEC 172816  |Professionals 59012 1 1 -
PROGRAM MANAGER 111816 |Professionals 61641 1 1 -
DESIGNER 173136 |Professionals 61821 2 2 -
ENGINEERING SUPERVISOR MGR 172016  |Professionals 62566 14 13 1 -
PROGRAM MGR 111917 |Professionals 62945 1 1 -
MOTOR VEHICLE INSPECTORS 536556 |Protective Service 63518 1 1 -
SURVEYOR 171256 |Professionals 64824 1 1 -
ENGINEERING SUPERVISOR MGR 172017 _ |Professionals 75380 3 2 1 -
ENGINEERING MGR 119417 |Professionals 83755 4 4 -
OPERATIONS MGR 111218 | Officials/Administrators 102256 1 1 -
Total 273 243 30 23 26 27
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WORKFORCE ANALYSIS

Date: 1/11/2012 - 12/31/2012
Department: TRANSPORTATION Crganizational Unit: INFORMATION SERVICES
Al Employees MINORITY EMPLOYEES
MALES FEMALES e
Job Title J"bhir_"“p EEO-4 Category Pasyaﬁf;e" | M| F | B Alfl" AUAN | H L‘;ﬁi B AI;SII AVAN | H ;"eﬁ' Min
RECORDS MANAGEMENT AST 436134 |Administrative Support 31716 1 i - - -
LITHOGRAPHIC PRESS OPERATOR 515234 | Skilled Craft 31828 1 i - - -
STUDENT INTERN 957 |Administrative Support 31961 i i - - -
LITHOGRAPHIC PRESS OPERATOR 515234 |Skilled Craft 33624 1 i _ - _
PURCHASING AGENT 131215 |Professionals 41478 1 i - - -
COMPUTER SUPPORT SPC 151415 |Professionals 43390 i i - - -
PRINTNG DUPLICATNG SVC SU 511116 |Skilled Craft 48474 1 i - - -
COMPUTER SUPPORT SPECIALIST 151416 |Professionals 52067 7 1 1 - - -
OPERATIONS RESEARCH ANALYST 152316 |Professionals 53112 1 i - 1 i
COMPUTER PROGRAMMER 151216 |Professionals 53563 4 a1 i i - i
COMPUTER SUPPORT SPECIALIST 151416 |Professionals 54507 1 i - - -
PROGRAM SPECIALIST 131226 |Professionals 55926 i i - - -
NETWORK SYS ANALYST 151816 |Professionals 55926 6 6 - - -
DATABASE ANALYST 1561616 |Professionals 53648 1 i - - -
COMPUTER SYS ANALYST 151516 |Professionals 50331 9 8 1 i 1 - i
NETWORK SYSTEMS ANALYST 151817 _|Professionals 63755 2 T - - -
COMPUTER SYS ANALYST 1561617 _|Professionals 67112 1 i - - -
PROGRAM MGR 111917 _|Professionals 68777 2 2 - - -
COMPUTER SYS ANALYST 151517 _|Professionals 68777 8 i 4 - - -
COMPUTER SYS ANALYST 1561617 _|Professionals 72397 6 i 5 - - -
COMPUTER SUPERVISOR 151117 _|Professionals 73820 2 2 - - -
COMPUTER SYS ANALYST 151517 _|Professionals 73820 1 i - - -
NETWORK SYSTEMS ANALYST 1561817 |Professionals 73820 1 i - - -
COMPUTER SUPERVISOR 151117 _|Professionals 77511 3 1 2 - - -
COMPUTER INFORMATION SYS 113217 _|Professionals 81204 1 i - - -
COMPUTER INFORMATION SYS 113217 _|Professionals 51386 1 i - - -
OPERATIONS MGR 111217 _|Professionals 85006 i i - - -
OPERATIONS MGR 111218 |Officials/Administrators 98052 1 i - - -
Total 62 42| 20 o0 o0 2 o 2|0 o o 1 1 3
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WORKFORCE ANALYSIS

Date: 1/1/2012 - 12/31/2012
Department: TRANSPORTATION Organizational Unit: MAINTENANCE
Al Employees MINORITY EMPLOYEES
MALES FEMALES Total M/F
i Job Group Pay Rate/ ASS Total ASS Total .

Job Title No. EEO-4 Category Salary Ttl M F B Bl AIJAN | H Male B ol AIJAN | H Fem Min
ADMINISTRATIVE AST 436113 |Technicians 27620 2 2 = - =
ADMINISTRATIVE AST 436113  |Technicians 28175 1 1 = - =
CUSTODIAN 998950 |Service/Maintenance 34231 4 2 2 - - -
CUSTODIAN 998950 |Service/Maintenance 34231 0 0 - - -
CUSTODIAN CREW LEADER 998952 |Service/Maintenance 36152 1 1 = - =
SERVICE COMBINTATION A 999101 |Service/Maintenance 36152 3 3 1 1 - 1
STOCKPERSON 992205 |Service/Maintenance 37116 1 1 - - -
FACILITY TECHNICIAN 998918 |Service/Maintenance 371186 2 2 = - =
ADMINISTRATIVE SPC 131915 |Professionals 37286 1 1 = - =
PUBLIC RELATIONS SPC 2733156 |Professionals 37630 1 1 = - =
PAINTER SIGN SHOP 998403 |Skilled Craft 380786 1 1 = - =
SERVICE COMBINTATION B 999102 |Service/Maintenance 38076 1 1 = - =
PAINTER SIGN SHOP 998403 |Skilled Craft 39037 1 1 = - =
MECHANIC/MACHINIST (MDT) 996311  |Skilled Craft 40959 7 7 = - =
MAINTENANCE CARPENTER 998612 |Skilled Craft 40959 5 5 1 1 - 1
MAINTENANCE CREW LEADER 998911 |Service/Maintenance 40959 1 1 = - =
WORKING SHOP FOREMAN 996307 |Skilled Craft 41920 2 2 = - =
PRODUCTION SERVICES SUPVIMGR. 511135 |Senvice/Maintenance 42939 1 1 = - =
COMPUTER SUPPORT SPC 151415 |Professionals 43390 1 1 - - -
PUBLIC RELATIONS SPC 273316 |Professionals 45155 1 1 = - =
COMMUNICATIONS TCG 492235 | Skilled Craft 46933 1 1 = - =
MECHANIC MAINTENANCE SUPM 491115 |Service/Maintenance 48438 2 1 1 - - -
COMPUTER SUPPORT SPECIALIST 151416 |Professionals 52067 1 1 = - =
BUSINESS OPERATIONS SUPERVISOR 131996 |Professionals 53102 1 1 = - =
COMMUNICATIONS TCG 492235 | Skilled Craft 55215 3 3 - - -
FINANCIAL SPECIALIST 132917 |Professionals 58005 1 1 = - =
ACCOUNTANT 132117  |Professionals 58162 1 1 = - =
ENGINEERING SUPERVISOR MGR 172016 |Professionals 62566 1 1 - - -
PROGRAM MGR 111917 |Professionals 66111 1 1 = - =
PROJECT FACILITATION SPECIALIST 131857 |Professionals 67400 4 4 = - =
PROJECT FACILITATION SPECIALIST 131857 |Professionals 70770 1 1 - - -
ELECTRONICS ENGINEER 172437 |Professionals 71451 1 1 = - =
PROGRAM MGR 111917 |Professionals 83755 2 2 = - =
ENGINEERING MGR. 119417 |Professionals 83755 2 2 - - -
OPERATIONS MGR. 111218 |Officials/Administrators 92634 1 1 = - =
OPERATIONS MGR. 111218 |Officials/Administrators 102256 1 1 = - =

Total 61 48 13 0 0 2l 0 2|1 0 0 0 0] - 2
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WORKFORCE ANALYSIS

Date: 1/1/2012 - 12/31/2012
Department: TRANSPORTATION Organizational Unit: MISSOULAJKALISPELL
All Employees MINORITY EMPLOYEES
Job G Pay Rate/ AS/ oS Total ASJFEMALES Total Total Wi
. ob Group ay Rate ota ota .

Job Title No. EEO-4 Category Salary Tt M F B Pl AAN | H Male B Pl Al/AN [ H Fem Min
ADMINISTRATIVE CLERK 439612  |Administrative Support 2110 4 1 3 -
CIVIL ENGINEERNG TECHNICIAN 173212 |Technicians 25212 2 2 -
CIVIL ENGINEERNG TCH 173213 |Technicians 27130 2 2 1 1 1
ADMINISTRATIVE AST 436113 |Technicians 27620 G 1 5 1 1 1
ADMINISTRATIVE AST 436113 |Technicians 28506 1 1 -
CIVIL ENGINEERNG TCH 173213 |Technicians 30002 7 6 1 -
PURCHASING TECHNICIAN 433613 |Administrative Support 31181 1 1 -
MOTOR VEHICLE SAFETY INSPECTOR 536554 |Protective Service 33763 1 1 -
CIVIL ENGINEERNG TCH 173214 |Technicians 35860 5 5 -
MAINTENANGCE TECHNICIAN | 899307 |Skilled Craft 36152 63 61 2 5 5 5
SERVICE COMBINTATION A 899101 |Service/Maintenance 36152 3 3 -
MAINTENANCE TECHNICIAN Il 999308 |Skilled Craft 37116 34 34 -
STOCKPERSON 992205 |Service/Maintenance 37116 2 1 1 -
MAINTENANCE TECHNICIAN Il 999309 |Skilled Craft 38076 9 9 1 1 1
SERVICE COMBINTATION B 999102 |Service/Maintenance 38076 1 1 -
SURVEYOR 171254  |Technicians 39029 1 1 -
MAINTENANCE TECH IV 999310 |Skilled Craft 39037 5 49 2 1 1 1
STRIPING MACHINE OPERATOR/DRIVER [ 998404 |Skilled Craft 39037 3 1 2 -
MOTOR VEHICLE SAFETY INSPECTOR 536554 |Protective Service 39330 g 6 2 -
VEGETATION & NOXIOUS WEED SPRAY H 998510 |Service/Maintenance 39998 2 2 -
ACCOUNTANT 132115 |Professionals 40391 1 1 1 1 1
MAINTENANCE CARPENTER 998612 |Skilled Craft 40959 3 3 -
MAINTENANCE CREW LEADER 998911 |Service/Maintenance 40959 2 2 -
MECHANIC/MACHINIST (MDT) 996311 |Skilled Craft 40959 16 16 -
STRIPING FOREMAN 998405 |Skilled Craft 40959 2 2 -
MOTOR VEHICLE SAFETY INSPECTOR 536554 |Protective Service 41296 4 4 -
WORKING SHOP FOREMAN 896307 |Skilled Craft 41920 2 2 1 1 1
CIVIL ENGINEERNG TCH 173215 |Professionals 42152 8 4 4 -
DESIGNER 173135  |Professionals 42152 3 2 1 -
CIVIL ENGINEERNG TCH 173215 |Professionals 42737 10 9 1 -
RIGHT OF WAY SPC 131975 |Professionals 43562 4 2 2 -
CONSTRUCTION TRADES WORKER SUP| 471115  |Skilled Craft 45656 21 19 2 -
MATERIALS LAB SPC 172715 |Professionals 46699 2 1 1 -
CIVIL ENGINEERNG SPC 172515 |Professionals 46836 2 1 1 -
CIVIL ENGINEERNG TCH 173215 |Professionals 46836 5 5 -
ENGINEERING CONTRACT SPECIALIST 172915 |Professionals 46836 1 1 -
PROJECT FACILITATION SPECIALIST 1318556  |Professionals 46836 1 1 -
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SURVEYOR 171255 |Professionals 46836 1 1
CONSTRUCTION TRADES WORKER SUP| 471115  |Skilled Craft 48060 6 B 1 1 1
HUMAN RESOURCE SPC 131776 |Professionals 48151 1 1
CONSTRUCTION TRADES WORKER SUP| 471115 | Skilled Craft 50463 3 3
RIGHT OF WAY SPC 131976 |Professionals 52275 2 1 1 1 1 1
MOTOR VEHICLE SAFETY INS 536555  |Protective Service 52932 1 1
ACCOUNTANT 132116 |Professionals 53317 1 1
COMPUTER SUPPORT SPECIALIST 151416  |Professionals 54507 1 1
COMMUNICATIONS TCG 492235 |Skilled Craft 56215 3 3
ENVIRONMENTAL SCIENCE SPECIALIST 1924156  |Professionals 55470 1 1
CIVIL ENGINEERNG SPC 1725156 |Professionals 56203 16 14 2
DESIGNER 173136 |Professionals 56203 1 1
ENGINEERING CONTRACT SPEC 172816  |Professionals 56203 1 1
PROJECT FACILITATION SPECIALIST 131856 |Professionals 56203 1 1
SURVEYOR 171256 |Professionals 56203 1 1
UTILITY ENGINEERING SPEC 173296 |Professionals 56203 1 1
CIVIL ENGINEERNG SPC 172516 |Professionals 59012 2 1 1
DESIGN ENGINEER 173146 |Professionals 59012 1 1
ENGINEERING CONTRACT SPEC 172816 |Professionals 59012 1 1
SURVEYOR 171256  |Professionals 59012 1 1
PROGRAM MANAGER 111816 |Professionals 61641 1 1
DESIGNER 173136 |Professionals 61821 2 2
ENGINEERING SUPERVISOR MGR 172016  |Professionals 62566 15 13 2
PROGRAM MGR 111817 |Professionals 62945 1 1
ENVIRONMENTAL ENGINEERING SPECIAL| 172556 |Professionals 63442 1 1
MOTOR VEHICLE INSPECTORS 536556 |Protective Service 63518 1 1
ENGINEERING SUPERVISOR MGR 172017 |Professionals 75380 2 2
ENGINEERING MGR 119417  |Professionals 83755 4 4
OPERATIONS MGR 111218 |Officials/Administrators 102256 1 1
Total 367 315 52 11 12 13
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WORKFORCE ANALYSIS

Date: 1112012 - 12/31/2012
Department: TRANSPORTATION OCrganizational Unit: MOTOR CARRIER SERVICES
Al Employees MINORITY EMPLOYEES
MALES FEMALES e
Job Title J"bhi'_"“p EEO-4 Category Pg“aﬁf_‘;‘?’ | M| F| B AF,Sl" AIAN | H L‘;ﬁi B AI;SI’ AVAN | H ;"eﬁ' Min
LICENSE PERMIT TCH 434313 |Technicians 27054 3 1 2 - - -
LICENSE PERMIT TCH 434313 |Technicians 29384 1 1 - - -
LICENSE PERMIT TCH 434313 [Technicians 29518 i i - - -
LICENSE PERMIT TCH 434314 |Technicians 32464 7 1 6 - - -
ADMINISTRATIVE AST 436114 |Technicians 32889 1 1 - - -
MOTOR VEHICLE SAFETY INS 536555 |Protective Senvice 34625 i i - - -
LICENSE EXAMINER SPECIALIST 131455 |Professionals 35504 1 1 - - -
MOTOR VEHICLE SAFETY INS 536555 |Protective Senvice 36356 1 1 - - -
BUSINESS DEVELOPMENT SPECIALIST | 121935 |Professionals 40229 i i - - -
MOTOR VEHICLE SAFETY INS 536555 |Protective Senvice 40395 7 7 - - -
INSTRUMENT CALIBRATION TECH 173334 |Technicians 41275 1 1 - - -
COMPUTER SUPPORT SPC 151415 |Professionals 43390 i i - - -
BUSINESS OPERATIONS SUPERVISOR | 131995 |Professionals 44252 1 1 - - -
COMPLIANCE SPECIALIST 131416 |Professionals 47020 1 1 - - -
COMPLIANCE SPECIALIST 131416 |Professionals 47408 i i - - -
ACCOUNTANT 132116 |Professionals 48470 1 1 - - -
MOTOR VEHICLE SAFETY INS 536555 |Protective Service 52932 1 1 - - -
PROGRAM MANAGER 111916 |Professionals 53899 i i - - -
OPERATIONS RESEARCH ANALYST 162316 |Professionals 53956 1 1 - - -
COMPUTER SYS ANALYST 151516 |Professionals 60331 1 1 - - -
REGULATORY PROGRAM MGR 111937 _|Professionals 77714 2 2 - - -
REGULATORY PROGRAM MGR 111937 _|Professionals 81804 1 1 - - -
OPERATIONS MGR 111218 |Officials/Administrators | 102256 1 1 - - -
Total 38 21 17| 0 0 0 o - |0 0o o o - -
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WORKFORCE ANALYSIS

Date: 1/1/2012 - 12/31/2012
Department: TRANSPORTATION Organizational Unit: PLANNING
Al Employees MINORITY EMPLOYEES
MALES FEMALES S

Job Title J"bhir_““p EEO-4 Category P""S"aﬁf_‘;e’r TH M | F | B Alf’l’f AVAN | H L‘:@ B Aj’f AVAN | H lgtril Min
ADMINISTRATIVE AST 436113 |Technicians 27620 1 1 - - _
ADMINISTRATIVE AST 436113 |Technicians 28906 1 1 - - -
STUDENT INTERN 957 |Administrative Support 30002 1 1 - - _
DESIGN TECHNICIAN 173133 |Technicians 30002 1 1 _ _ 3
CIVIL ENGINEERNG TCH 173213 |Technicians 30002 3 A - - _
CIVIL ENGINEERNG TCH 173214 |Technicians 32301 1 1 - - 3
ADMINISTRATIVE AST 436114 [Technicians 32889 1 1 - - _
TRANSPORTATION PLANNER 193535 |Professionals 33558 1 1 - - 3
PLANNING TCH 194614 |Technicians 33558 2 2 - - -
DESIGN TECHNICIAN 173134 |Technicians 35860 1 1 - - _
CIVIL ENGINEERNG TCH 173214 |Technicians 35860 1 1 _ _ 3
TRANSPORTATION PLANNER 193535 |Professionals 40335 6 DE - - _
CIVIL ENGINEERNG SPC 172515 |Professionals 42152 1 1 - - 3
DESIGNER 173135 |Professionals 42152 3 I - - _
TRANSPORTATION PLANNER 193535 |Professionals 44818 4 4 - - 3
ELECTRONIC REPAR TCG 492955 | Skilled Craft 44952 3 3 - - -
CIVIL ENGINEERNG SPC 172515 |Professionals 46836 2 T - - _
DESIGNER 173135 |Professionals 46826 4 4 - - -
TRANSPORTATION PLANNER 193535 |Professionals 47059 2 1 1 - - _
TRANSPORTATION PLANNER 193535 |Professionals 48403 1 1 - - 3
TRANSPORTATION PLANNER 193536 |Professionals 48403 14 5] o - 1 1 1
ENVIRONMENTAL SCIENGE SPG 192416 |Professionals 50056 1 1 - - 3
TRANSPORTATION PLANNER 193535 |Professionals 50149 1 1 - - -
TRANSPORTATION PLANNER 193536 |Professionals 53781 7 3| 4 - - _
TRANSPORTATION PLANNER 193536 |Professionals 55550 1 1 - - -
CIVIL ENGINEERNG SPC 172516 |Professionals 56203 5 I - - _
DESIGNER 173136 |Professionals 56203 5 3| 2 1 1 - 1
ENVIRONMENTAL SCIENCE SPC 192417 |Professionals 57689] 11 of 2 - - _
TRANSPORTATION PLANNING MANAGER | 193537 |Professionals 53084 3 A - - 3
ACCOUNTANT 132117 _|Professionals 58162 1 1 - - -
PROJECT FACILITATION SPECIALIST 131856 |Professionals 59012 1 1 - - _
CIVIL ENGINEERNG SPC 172516 |Professionals 59012 2 2 - - -
ELECTRONIC ENGINEER 172436 |Professionals 59543 1 1 - - _
CIVIL ENGINEERNG SPC 172516 |Professionals 50204 1 1 _ _ 3
COMPUTER SYS ANALYST 151516 |Professionals 60331 2 2 - - _
DESIGNER 173136 |Professionals 51821 4 3| 1 - - 3
DESIGNER 173136 |Professionals 63029 1 1 - - -
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CIVIL ENGINEERNG SPC 172517 |Professionals 64069 9 3 3
CIVIL ENGINEER PE 172537 |Professionals 64069 2 2
TRANSPORTATION PLANNING MAMAGER | 193537 |Professionals 64543 5 3 2
TRANSPORTATION PLANNER 193536 |Professionals 64947 1 1
CIVIL ENGINEERNG SPC 172517 |Professionals 67400 4 3 1
ENGINEERING SUPERVISOR MGR 172017 |Professionals 71611 2 2
ENVIRONMENTAL PROGRAM MGR 119717 |Professionals 72425 1 1
ENVIRONMENTAL ENGINEERNG 172557  |Professionals 72425 1 1
TRANSPORTATION PLANNING MANAGER | 193537  |Professionals 74140 1 1
ENGINEERING SUPERVISOR MGR 172017 |Professionals 75380 3 2 1
ENGINEERING SUPERVISOR MGR 172017 |Professionals 77765 1 1
PROGRAM MGR 111917 |Professionals 81804 4 3 1
PROGRAM MGR 111917 |Professionals 83648 1 1
ENGINEERING MGR 119417 |Professionals 83755 1 1
ENGINEERING MGR 119417 |Professionals 84216 1 1
OPERATIONS MGR 111218 | Officials/Administrators 102256 1 1
Total 139 g2 47
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NEW HIRES AGENCYWIDE

Female Male

. : Asian! | American| Total : : Asian/ | American] Total Grand

EEO-4 Job Category | White | Black | Hisp Pacific | Indian |Females White | Black | Hisp Pacific | Indian Males | Total
Administrative Support 13 13 20 1 21 34
OfficialsfAdministrators ] 1 1
Professionals 15 1 1 2 19 44 1 1 2 49 68
Protective Semvice 3 3 g ] 1
Semrice/Maintenance 3 3 4 1 g 8
Skilled Craft Workers 4 4 219 1 4 15 239 243
Technicians 18 1 3 22 38 1 i 40 b2
Total 56 0 z 1 5 64 333 1 4 5 20 363 427

TERMIMATIONS AGENCYWIDE
Female Male

: : Asian/ | American| Total : : Asian | American] Total Grand

| Y= | Black | Fhsp Pacific Indian |Females e ] = Pacific Indian Males Total
Administrative Support 10 10 14 1 15 25
Officials/Administrators ] ] 0
Professionals 17 17 v 1 1 1 40 57
Protective Senvice 1 1 ] g 6
Semnice/Maintenance 2 2 g q 1
Skilled Craft Workers 3 3 100 3 4 107 110
Technicians 16 1 1 18 34 34 52
Total 49 0 1 0 1 4| 199 0 1 4 b 210 261
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PROMOTIONS AGENCYWIDE

Female Male

. : Asian/ | American| Total . : Asian/ | American| Total Grand

EEO-4 Job Category | White | Black | Hisp Pacific | Indian |Females VWhite | Black | Hisp Pacific | Indian Males | Total
Administrative Support 4 4 0 4
OfficialsfAdministrators ] ] 0
Professionals 26 26 E5 1 5R 82
Protective Senvice 2 2 g g 1
Semnvice/Maintenance ] ] g 5
Skilled Craft Workers 2 2 g3 1 13 107 109
Technicians 12 12 23 1 24 36
Total 46 ] 0 0 0 46 185 ] 1 0 15 201 247

DEMOTIONS AGENCYWIDE
Female Male

: . Asian/ | American| Total : . Asian/ | American| Total Grand

EEO-4 Job Category | White | Black | Hisp Pacific | Indian |Females White [ Black | Hisp Pacific | Indian Males | Total
Administrative Support 0 0 0
OfficialsfAdministrators ] 1 1 1
Professionals G G 13 13 19
Protective Senvice ] ] ]
Semnvice/Maintenance ] ] 0
Skilled Craft Workers ] i 7 Fi
Technicians 2 2 12 1 13 15
Total 8 0 0 0 0 8 33 1 0 0 0 34 42
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Net Changes in Employment

AGENCY WIDE
Report Period: 1/1/2012 through 12/31/2012

Ethnic Categories ¥ AFRI. AMER./BLACKS AMER. INDJALSKN. NAT. HISPANIC/LATINOS

FEMALES

EEO CY | CY | Net " CY | CY [ Net % CY | Net %, CY CY | Net

Job Categories ¥ 2011 | 2012 | Diff. 2011 | 2012 [ Diff. 2012 | Diff. 2011 2012 | Diff.
OfficialAdministrators 0 0 0 | 0.0% 00% [ O 0 0 0 1 1 | 100.0%[ 18 -5.6%
Professionals 0 1 1 [1000%| 16 20 4 | 250% | 7 8 1 143% | 3 5 2 | 667% | 888 | 913 | 256 | 28% [ 252 | 262 | 10 | 40%
Technicians 1 1 0 | 00% | 4 i} 2 | 500%)| 0 1 1 |11000%] 4 3 1 | 250% | 204 | 193 | 11 | 54% | 94 | 92 | -2 | -21%
Protect Svc. Wrk(NS) 0 0 0 | 00% | 1 0 -1 |-1000%] 1 1 0 [00% ] O 1 1 |1000%| 87 | 92 | 5 | 57% | 12 | 14 2 | 167%
Admin Support 0 0 0 0.0% 2 2 0 0.0% 0 0 0 0.0% 0 0 0 00% | 28 33 5 | 179% | 26 26 0 0.0%
Skilled Craft Wrkrs. 1 1 0 | 00% | 55 | 56 1 18% | 0 1 1 |1000%] 3 3 0 | 00% | 822|827 | 5 | 08% | 2 20 | -1 | 48%
Svc /Maintenance 0 0 0 | 00% | 1 3 2 | 2000%| 1 1 0 [00% ] O 0 0 | 00% | 73 | 689 | 4 | 55%]| B 7 1 | 167%
ALL EMPLOYEES 2 3 1 | 500%]| 79 | &7 8§ | 101% | 9 12 3 |333%|[ 10 ] 15 5 [ 500% [ 2120 | 2144 | 24 | 11% | 414 | 424 | 10 | 24%
Employees who did not indicate a race/gender or listed as mull-racial were omited from calculasons
FY" 12 Perm FT Wrkirc FY'11 FY12 (#Gain/ - Loss) FY'11 FY'12 (+Gain/ - Loss)
FY* 11 Perm FT Wrkfrc Non-Minorities Females 414 424 10

100 "7 17

Minorities

(#Gain / - Loss)
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Employment Data as of December 31, 2012

ANNUAL SALARY
{In thousands 000}

JOB CATEGORIES

1. FULL-TIME EMPLOYEES (Temporary employees are not included)

HOH-HIZFAHIC ORIGIN

WHITE ELACE

HISZFAHIC

AZIANOF
FACIFIC
IZLAHDEFR:

AMERICAH

IMDIAH OF

ALAZKAN
HATIVE

HOH-HIZFAHIC ORIGIN

WHITE ELACE

FEMALE

HISZFAHIC

AZIANOFR
FACIFIC
IZLAHDER

AMERICAH

IMDIAH OF

ALAZKAN
HATIVE

F

K

1.50.1-15.9

2. 16.0-19.9

3. 20.0-24.9

4. 25.0-32.8

3. 33.0-429

6. 43.0-54.9

OFFICIALS
ADMINISTRATORS

7.55.0-69.9

8. 70.0 PLUS

—

14

9.50.1-159

10. 16.0-19.9

11. 20.0-24.9

Lol oo | o | e ) o e ) e ) o

12.25.0-32.9

o]

13. 33.0-42.9

-
-
-

b

41

14.43.0-54.9

243

145

L]

L

PROFESSIONALS

15. 55.0-69.9

429

336 1

80

16. 70.0 PLUS

138

107

29

] 1 Lo I~

17. 50.1-15.9

18. 16.0-19.9

18, 20.0-24.9

20.25.0-32.9

130

57 1

62

21.33.0-42.9

o
—

43

17

TECHNICIANS

22.43.0-54.9

]

23. 55.0-69.9

24.70.0 PLUS

25.50.1-15.9

26. 16.0-19.9

27.20.0-24.9

28. 25.0-32.9

28. 33.0-42.9

30. 43.0-54.9

-]

31. 55.0-69.9

PROTECTIVE SERVICES

32. 70.0 PLUS

41.50.1-15.9

42. 16.0-15.9

43. 20.0-24.9

44, 25.0-32.9

45. 33.0-42.9

46. 43.0-54.9

ADMMNISTRATIVE
SUPPORT

47. 55.0-69.9

48. 70.0 PLUS

S|o|o|lw|k|oloao|laomom|o|o|lo|o|o ]| oo
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1. FULL-TIME EMPLOYEES (Temporary employees are not included)

i

E FEMALE

E ANNUAL S'ALARY m HOH-HISFAHIC ORIGIH AZIANOF TP:LEI::T:: HOH-HISFAHIC ORIGIH AZIANOFR TP:LEI::T::

o (In thousands 000} (B-K) HISFAHIC | PACIFIC | o HISFAHIC | PACIFIC | o

g IZLAHDER HATIVE IZLAHDEFR HATIVE

D WHITE ELACE WHITE ELACE

= A E =} o E F [ H 1 J E
49 50.1-15.9 0

0 [50. 16.0-19.9 0

FAI51. 20.0-24.9 0

g 52.25.0-32.89 3 3

= £3.33.0-429 517 464 1 3 34 14 1

|54 43.0549 125 117 6 2

8 le5 550599 12 12
56. 70.0 PLUS 0

57, 50.1-15.9 0

E 58. 16.0-19.9 0

I 59. 20.0-24.9 0

—lg0. 250329 0

61 330420 66| 58 1 3

w62 43 0-54 9 3 2 1

E £3.55.0-59.9 0

=54 70.0 PLUS 0

65. TOTAL FULL TIME 1961|1504 3 10 7| 58| 359 0 4 3 13

[LINEZ 1 - 64)
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7]
w
E S MALE FEMALE
}lu_l ANNUAL SALARY | ColUmNS | o yce o orisim asiator | SEREA o s anc oRiGi asiaHoR | S
o< (In thousands 000} (B-K) HISFAHIC | FACIFIE | o HISPAHIC | FACIFIE
(] ISLAHDER HATIVE ISLAHDER HATIVE
E WHITE ELACE WHITE ELACK
= A E =3 o E F [ H 1 J K
2. OTHER THAN FULL-TIME EMPLOYEES
65. OFFICIALS/ADKNIN 0
67. PROFESSIONALS 21 9 11 1
68. TECHNICIANS 15 7 7 1
69. PROTECTIVE SERVICE 1 1
70. PARA-PROFESSIONAL 0
71. ADMIN. SUPPORT 28 8 19 1
72. SKILLED CRAFT 231 212 1 15 3
73. SERVICE/MAINTENANCE 4 2 2
74. TOTAL OTHER THAMN
FULL TIME
(LINES 66 - 73) 300 (239 ] 0O 0 1 15 | 42 0 1 1 1
me only
75. OFFICIALS/ADKNIN 1 1
75. PROFESSIONALS 62 39 1 1 1 2 14 1 1 2
77. TECHNICIANS 32 18 1 1 10 2
78. PROTECTIVE SERVICE 12 a 4
79. PARA-PROFESSIONAL 0
0. ADMIN. SUPPORT 0
81. SKILLED CRAFT 58 53 1 3 1
&2. SERVICE/MAINTENANCE 1 1
83. TOTAL HEW HIRES
{LINES 75 - 82) 166 | 118 | 1 4 1 7 29 0 1 1 4
75. OFFICIALS/ADKNIN 0
75. PROFESSIONALS b 5 1
77. TECHNICIANS a0 20 8 1 1
78. PROTECTIVE SERVICE 0
79. PARA-PROFESSIONAL 0
0. ADMIN. SUPPORT 34 20 1 13
81. SKILLED CRAFT 185 166 4 12 3
&2. SERVICE/MAINTENANCE 7 4 3
83. TOTAL HEW HIRES
(LINES 75 - 82) 262 (215 | 0 0 4 13 | 28 0 1 0 1

EECC FORM 154, FEB 57 (Previcus Editions are Obsolete)
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Job Category

DFfficial Administrators

2012 UTILIZATION ANALYSIS REFORT

Malexs

Females

Current # Workborce

Tr.rEH .00 556X 0.0z .00 1E.E7 000 o0 0o .o
015 OLE 1.7% 0.3% 33.5% 015 g 1B 02w
-1z Ll i -1 ¥z -0 3= -16_ B -_1=< -0 Bz -163x -0 2z
Under-utilized [esiha] ] I T [l T ) ] T ]
& Meeded to Reach Parit 1] 1] L] 1] 3 1] 1] 1] L]

FProfessional

Current # Waorkforce 947 EES 1 3 11 5 248 1] 2 a 3
TO.22% 0112 02 11624 0534 2619 000 02134 095 02
0.2 U 1.3 0.4 BB I 2 g 183 0.3
-1 -0 13 D25 0152 -26_ 43 -1 -0 63 0.9 0.0z

Under-utilized [esfhla] T T ] [} T M T J ]

% Meeded to Reach Parit 1 1 = 1] 250 1 1] -] 0
Current # 'w'ctrkfnrcel 206 07 1 2 4 o 26 1] 2 2 1

51.943¢ 0495 087 1943 .00 .76 000 14634 087 043
0.1 [ 1E2 0.8 5.5 0.0 2B 2.7 0.2
LUK o1z 032 -0 1183 0z 112« -1.7 < L
Linder-utilized [e=s/Mo] I Il ] T ] N s Il
& Meeded to Reach Parit 1] 1] 1] 2 24 1] 2 3 1]

FProtective Service

Current # Workforce 94 7a 1] 1 0 1 14 1] 1] 0 0
S2.98 .00 106 0.0z 1062 14809 000 o0 0o .o
0.z 1.1 2.0 [N 12.85 0.0 [ 2.4 [N
-0 3= -0 13 -g 0= 10sL e I 0= -0 3= -2 43 -0 12
Under-utilized [esfhla] T T T [} T M T T ]

% Meeded to Reach Parit

Administrative Support

Current # wWorkforce 35 ] 1] 1] o o 24 1] 1] 2 o
26. 71 000 000 000z .00 B8.57 000 000 .71 0.0z
0.2 [ 1024 0.4 [ o1 1.3 F0 I
-0 3= -0 B -1z B B_25 -1z -3 2. ¥ -4
nder-utilized [Yes/Mo] ] I Il ] ] ] ] ] Il
& Meeded to Reach Parit 1] 1] 1] 0 1] 1] 1] 1] 1]

Skilled Craft

Current # Workforce 888 a0g 1 3 55 1 13 1] 1] 1 0
90,995 0112 034 g9 011 245 000 o0 011 .o
0.2 283 4.2 0.2% 4.7 0.0 0o oz 0.0
-1z -2 2z 2. 0= -1 i LU 0.0z LN 0.0z

Under-utilized [Yesihla] ] A ] [l T [t} ] I ]

# Meeded to Reach Parin 1 19 L] 1 2 1] 1] 1 L]

Service/Maintenance

Current # Waorkforce T3 52 1] 1] 3 1 T 1] 1] u] u]
2493 000 000 4113 1375 9.5 000 000 0o .oz
0.z 1B 4 0.3% Je.4 I 2 155 .0 0LE2
L -1L63< 0_F= 105 -28 8 -1 o -3.0% -D_B=
Under-utilized [esihla] ] T T [} T [} A T ]
# Meeded to Reach Parity 1] 1 L1} 1] 21 1] 1 P L1}
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MDT compared the race/sex composition of its workforce, occupational category and job title to
that of the relevant labor market area utilizing the 2010 U.S. Census and the 2006-2010 American
Community Survey EEO Tabulation data. With the new census data that was just recently released
to the public, the labor market of our state has changed, and has had a direct effect on the
information detailed below. In performing the Utilization Analysis, the availability was calculated
utilizing the census data referenced above, by taking the specific number available per

category/demographic and dividing it by the total number in the specific job category.

To more fully achieve parity in all categories, MDT plans to continue increasing its collaboration
with institutes of higher education, job service centers, and particular minority organizations,

through the next year.

Officials/Administrators

Due to the updated census information, this job category shows underutilization in only one
category, white females. While this category is underrepresented by 3 white females, we have no
goals for Officials/Administrators. Vacancies occur rarely and we are not anticipating any openings

during the remainder of the current five year period.
Professionals

Due to the updated Census information, the professional job category shows underutilization in
several areas. The most significant is with white females, which are underrepresented by 26.4%, or
250 positions. MDT has set aggressive goals for white females during the current five year period.
Based in the expected number of vacancies during the AAP period of 5 years, MDT strives to add an

additional 25 white females.

Hispanic and Native American females are the next highest rate of underutilization. Native
American Females are currently underutilized by 0.9%, or 8 positions. Hispanic Females are
underutilized by 0.6%, or 6 positions. A review of the applicant flow shows MDT received only 9
applications from American Indian females, and only 6 applications from Hispanic females, out of
the total 2,115 received in the professional category. MDT must be proactive to increase the
number of applications received or parity will not be reached. MDT set the goal to add 5 Native
American females over the next 5 years and will continue to target employment resources that may

be able to assist in increasing the number of applications received.

Black and Hispanic males are both underrepresented by 1. MDT received 28 applications from
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Black Males and 11 applications from Hispanic males. Applications in both of these categories must

be increased in order to have the best chances of attaining parity.

Native American males are underrepresented by 2. In this job category, a total of 28 applications
were received from Native American males. MDT must be proactive to increase the number of

applications received or parity will not be reached.
Technicians

Technicians are most underrepresented in the areas of White females, needing 24 positions filled in
order to reach parity. White females submitted 691 applications, representing 46.44% of the total
received, while their availability in Montana is 53.5%. MDT must be proactive to increase the

number of applications received or parity will not be reached.

The Native American and Hispanic female categories are both underutilized, needing 3 and 2
respectively, to reach parity. A review of the applicant flow indicates that there were 24
applications from Native American females and 9 from Hispanic females, out of 1,488 submitted.
Applications in both of these categories must be increased in order to have the best chances of
attaining parity. These will likely continue to present difficult areas to meet parity, as the overall

availability for Native American females in Montana is 2.7% and 2.6% for Hispanic females.
Protective Services

Like the Technicians Job Category, Protective Services shows underutilization in the Native
American population. MDT would need to hire 8 Native American males, and 2 Native American
females, in order to achieve parity. In 2012, MDT hired 11 new positions in this job category. In that
same time period, only 4 applications from Native American males, and a single application from a
Native American female, were submitted. This represents approximately 4.14% of the applications
received for this specific job category for the 2012 year. The labor market indicates that there is a
total availability of 8.0% for Native American Males, and 2.4% for Native American females. MDT
no longer continues to project an increase in Native American representation in Protective Services
by 8 in the remainder of the 5 year plan. This will be an area where further affirmative actions must

be devised in order to better accomplish parity.

White females were also underutilized in this job category by 4%, which represents four positions.
In CY2012, 44 applications were submitted by White females for Protective Services positions,
representing 16.54% of the total received, while their total availability is 18. This shows that we are

doing a fairly good job of receiving a representative quantity of applications, and thus actions to
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identify and recruit qualified White females for these positions will be a focus through the next

year.

Administrative Support

This job category had been slightly underutilized in the Native American female workforce, but is

now at appropriate levels, which best reflect the state population we serve.
Skilled Craft

This category had been underutilized in Black males, Hispanic males, Native American males, Asian
males as well as white females, Hispanic females, and Native American females. Proactive efforts by

MDT and updated census information reflect significant accomplishments in the category.
Currently, only Hispanic males and White females are underutilized in this job category.

Underrepresentation for White females is 22, and for Hispanic males is 19. MDT received 80
applications from White females, and only 3 from Hispanic males, out of a total of 1332. The goal
for MDT continues to be aggressive in recruiting strategies which includes partnering with

employment sources representing females and minorities to increase the overall applicant pool.
MDT will continue to strive for the goals set out to reach parity in the 5 year plan

Service Maintenance

Service maintenance is underrepresented by 21 White females and 2 Native American females.

MDT received 7 total applications for vacancies from females in the service maintenance category,
six of which were White females and one of which was a Native American female. The availability of
White females in this job category is 38.4%, while the % of applications received by MDT was
4.05%. MDT expects to increase the number of White females in this category before the end of the
five year plan. Native American female availability in this category is 3.0%, and will be more

difficult to attain, but is possible.

This is an improvement on previous performance, but in order to reach the goals that have been
established, MDT needs to significantly increase efforts and resources to encourage minorities and
females to apply for vacancies in these positions. MDT is utilizing referral source listings and
engaging in other non-traditional recruitment processes to assist in increasing the applicant pool

for minorities and females.
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Applicant Flow/Four Fifth Rule Analysis

Applicant flow information indicates that MDT vacancy announcements attract very few minorities
and women. Applications received from minorities and women are well below those received from

white male applicants.

A total of one hundred fifty-nine applications were received from Native Americans. This
represents almost 3.07% of the total applications, which is less than the previous years in this five
year plan. Asians submitted 99 applications, which is a drastic improvement from the previous
report; Hispanics submitted 47, which is almost double the numbers from 2010, and Black

accounted for 64 applications, almost tripling the quantity since 2010.

The four-fifth rule analysis is used to determine if there is evidence of an adverse impact on any
racial/ethnic or gender groups. If any of these groups have a selection rate, promotion rate,

training rate, or termination rate of less than 80% (4/5) there may be evidence of adverse impact.

MDT conducted a four-fifth rule analysis on new hires, promotions, terminations, and demotions.
MDT did not have any layoffs or recalls during the 2012 calendar year, therefore analysis was not

necessary.

Because of the small number of minorities and women in our agency, some of the statistics might be
misrepresented. For example, if we have two Asian professionals and one is promoted, that
category has a promotion rate of 50%. This causes all other categories to show they were adversely
impacted. Although no other category was promoted at 50%, several categories had many
promotions. Therefore, adverse impact may not have occurred and MDT will consider these

circumstances on a case-by-case basis.
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APPLICANT FLOW CY2012

ales MONTH YTD
Mo CATEGORY Alf ASf | Al M. F- ALL| M-MIN| FMIN ALL
L 8 ASIPI| AN |Hisp . Pl AN |Hisp _Ihlll_r: 'Ihlll'llj R F-TTL TIL| TTL | TTL RN L TTL
Admin Support 1 - - 1 1 = = = 1 1
Official/Administratar - - - - = = = =
Professionals 152 1 3 1 1 89 3 ] 3 158 92 | 250 6 3 158 92 230
1 Protective Senvice 32 1 4 1 1 1 33 5 38 1 1 33 5 38
Semice/Maintenance 1 1 1 - 1 1 = 1 = 1
Skilled Craft Workers 43 2 1 3 46 - 46 3 = 46 = 46
Technicians 33 1 a1 2 4 2 1 8 34 89| 123 1 8 34 89 123
Totals 260 1 6 2 3 175 5 5 2 12 12 272 187 459 12 12 272 187 459
Admin Support 3 2 - 3 2 5 = = 3 3 6
Official/Administrator - - - - = = = = =
Professionals 155 2 ] 3 70 10 165 70| 235 16 3 323 162 485
2 Protective Senvice 15 3 2 3 18 2 20 4 1 51 7 58
Semice/Maintenance - - - - 1 = 1 = 1
Skilled Craft Workers 58 1 4 4 5 63 4 67 3 = 109 4 113
Technicians 131 3 2 4 3 27 1 2 14 3 145 32| 177 15 13 179 121 300
Totals 362 5 & 14 5 105 1 2 - 32 5 394 110 504 44 17 666 297 963
Admin Support 6 1 7 1 7 7 14 1 = 10 10 20
Official/Administrator - - - - = = = = =
Professionals 110 2 1 1 34 1 4 1 114 35| 149 20 4 437 197 634
3 Protective Semvice 15 1 5 1 16 5 21 5 1 67 12 79
Semice/Maintenance 12 2 1 2 14 1 15 3 = 15 1 16
Skilled Craft Workers 41 3 2 1 5 46 1 47 13 = 155 5 160
Technicians 178 3 3 5 105 1 11 2 189 107 | 296 26 15 368 228 596
Totals 362 [ & 10 153 = 1 1 24 K] 366 156 542 i3] 20| 1,052 453 | 1,505
Admin Support - - - 1 = 10 10 20
Official/Administrataor - - - - = = = = =
Professionals 128 4 1 45 2 1 5 3 133 48 | 181 25 7 570 245 815
4 Protective Senice 13 4 - 13 4 22 5 1 85 16 101
Semice/Maintenance 3 1 1 1 1 4 1 5 4 1 19 2 21
Skilled Craft Workers 45 1 2 3 3 48 3 51 16 = 203 8 211
Technicians a0 2 1 1 30 1 4 1 34 31 85 30 16 422 259 681
Totals 244 T 2 4 82 2 2 1 13 5 257 87 344 81 25| 1,309 540 | 1,849
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APPLICANT FLOW CY2012

ales emales MONTH YTD
Mo CATEGORY Alf ASf | Al M. F- ALL| M-MIN| FMIN ALL
L 8 ASIPI| AN |Hisp . Pl AN |Hisp 'Ihlll'rli 'Ihlll'l: R F-TTL TIL| TTL | TTL RN L TTL
Admin Support 1 - - 1 1 1 = 10 11 21
Official/Administratar - - - - = = = = =
Professionals 157 3 4 2 2 66 4 1 3 11 8 168 74 | 242 36 15 738 319 | 1,057
5 Protective Semvice 70 ] 1 1 14 2 7 2 77 16 a3 12 3 162 32 194
Semice/Maintenance 5 1 3 1 6 3 g 5 1 25 5 30
Skilled Craft Workers 131 13 10 13 146 10| 156 31 = 3449 18 367
Technicians (i) 1 4 2 26 1 1 1 7 3 72 291 11 37 19 494 288 782
Totals 428 9 8 M 3 120 5 2 [ M 13 469 133 602 122 38| 1,778 673 | 2,451
Admin Support - - - 1 = 10 11 21
Official/Administrator - - - - = = = = =
Professionals a0 4 2 2 29 1 8 1 58 30 a8 44 16 796 349 | 1,145
6 Protective Senvice 10 2 - 10 2 12 12 3 172 34 206
Semice/Maintenance 34 3 2 3 37 2 39 8 1 62 7 69
Skilled Craft Workers 73 1 5 1 2 7 82 2 84 38 = 431 20 451
Technicians 17 1 2 2 40 3 3 6 22 46 08 42 23 al6 334 830
Totals 186 6 4 12 1 75 1 5 - 23 [ 209 82 291 145 45| 1,987 755 | 2,742
Administrative Support - - - 1 = 10 11 21
Officials/Administrators - - - - = = = = =
Professionals 89 3 1 4 2 79 5] 10 6 a9 85 | 184 54 22 895 434 | 1,329
7 Protective Semvice 11 2 3 1 2 1 13 (7] 19 14 4 185 40 225
Semice/Maintenance 3 - 3 - 3 8 1 65 7 72
Skilled Craft Warkers 37 1 1 1 1 38 1 39 39 1 469 21 490
Technicians 34 1 79 1 1 2 1 4 35 83| 118 43 29 551 417 968
Totals 174 [ 1 ) 2 163 8 2 2 14 12 188 175 363 159 57| 2,175 930 | 3,105
Admin Support 7 - - 7 7 1 = 10 18 28
Official/Administrataor - - - - = = = = =
Professionals 73 1 2 1 1 43 1 1 5 2 78 45 | 123 59 24 073 479 | 1,452
8 Protective Semvice 14 2 4 2 16 4 20 16 4 201 44 245
Semice/Maintenance 6 1 1 7 - 7 9 1 72 7 79
Skilled Craft Workers 174 1 7 19 2 8 2 182 21| 203 47 3 651 42 693
Technicians 22 1 2 58 3 1 25 59 a4 46 30 576 476 | 1,052
Totals 289 2 3 9 5 1M 1 2 1 19 5 308 136 444 178 62| 2,483 | 1,066 | 3,549
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APPLICANT FLOW CY2012

ales emales MONTH YTD
Mo CATEGORY Alf ASI | Al M. F- ALL| M-MIN| FMIN ALL
w ASIPI| AN |Hisp w Pl AN |Hisp .T!II.IE 'Ihlll't M-TTL) F-TTL TTL| TTL | TTL M-TTL) F-TTL TTL
Admin Support 4 1 3 1 1 1 3 6 11 2 1 15 24 39
Official/Administrator 21 1 3 1] - 22 ) 28 1 = 22 ) 28
Professionals a7 1 2 2 29 2 2 7 4 74 33 | 107 [i]4] 28| 1,047 512 | 1,559
9 Protective Senice 7 2 - - 7 2 ] 16 4 208 46 254
Semvice/Maintenance 1 - - 1 - 1 9 1 73 7 an
Skilled Craft Workers 222 3 25 1 4 1 226 26 | 252 a2l 4 877 (it} 945
Technicians 33 1 2 34 3 3 4 36 38 74 49 34 612 514 | 1,126
Totals 355 2 8 3 101 6 3 - 16 10 Tk 111 482 194 72| 2,854 | 1177 | 4,001
Admin Support 21 ] 1 1 - 2 21 7 28 2 3 36 31 67
Official/Administrator 5] 5 - - 3 5 11 1 = 28 11 30
Professionals 144 3 3 2 69 3 4 2 13 13 157 82 | 239 79 41| 1,204 594 | 1,798
10 Protective Senvice 10 2 - - 10 2 12 16 4 218 48 266
Senice/Maintenance 5] - - 5 - 6 9 1 79 7 86
Skilled Craft Workers 130 ] 1 4 a8 - 138 4| 142 29 41 1,015 72 | 1,087
Technicians 37 31 1 1 - 2 37 33 70 49 36 649 347 | 1,196
Totals 354 5 9 3 116 [ [ 2 2110 375 133 508 215 89| 3,229 | 1,310 | 4,539
Admin Support 28 2 1 (7] 1 1 3 3 31 9 40 3 [i] 67 40 107
Official/Administrator - - - - - 1 = 28 11 39
Professionals 83 2 4 1 73 7| - 92 73| 165 86 41| 1,296 667 | 1,963
1 Protective Senvice - - - - - 16 4 218 48 266
Senice/Maintenance 34 1 1 2 4| - 38 - 38 13 1 117 7 124
Skilled Craft Workers 198 ] 3 1 ] 1 204 6| 210 63 2] 1,219 78 | 1,297
Technicians 72 2 2 168 10 2 i} 12 78 180 | 258 35 48 727 727 | 1,454
Totals 417 T 14 3 252 1 11 3 26 16 443 268 711 241 105 3,672 | 1,578 | 5,250
Admin Support 5 1 - - 5 1 6 5 6 72 41 113
Official/Administrator - - - - - 1 = 28 11 39
Professionals 73 7] 3 04 1 14 1 87 63 | 152 100 42 | 1,383 732 | 2,115
12 Protective Senice - - - - - 16 4 218 48 266
Senice/Maintenance 22 1 2| - 24 - 24 15 1 141 7 148
Skilled Craft Workers 25 3 7 3| - 28 7 35 [if:] 5 1,247 85 | 1,332
Technicians 19 1 1 1 12 30 - 22 12 34 58 43 749 739 | 1,488
Totals 144 7 10 1 84 1 = = 22 1 166 85 25 263 106 | 3,838 | 1,663 | 5,501
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The Applicant Flow detailed in the following pages reflects the statistics as they relate to individuals who applied and self-identified as
either having a disability or being a veteran. The information relating to this is confidential, but is being utilized internally to reflect, to

review policies and procedures, and to plan how we can continue to prevent any barriers to employment with this agency.

The MDT Affirmative Action Officer has collaborated with the ADA Coordinators and other individuals, in order to improve the tools for
tracking individuals who have self-identified as disabled or as a veteran. These tools are still in the developmental phase, and will need to
be reviewed following initial implementation, but will be detailed in the upcoming overall five year plan. One of the reasons this has
become a new focus, is that the Office for Federal Contractor Compliance has recently released new utilization goals for federal dollar
recipients, and while MDT is not bound to meet them, the agency plans to strive toward their attainment voluntarily. MDT plans to
continue working on this area of workforce tracking and planning, and ultimately have it translate into improved recruitment and hiring

of individuals that fit these criteria.

64| Page



APPLICANT FLOW ales emales MONTH YTD
MONTH CATEGORY Disabled | Vietnam Disabled | Vietnam Disabled | Vietnam| ALL Disabled | Vietnam| ALL
Disabled Vet Vet Disabled Vet Vet Disabled Vet Vet TTL Disabled Vet Vet TTL
Administrative Support - - - - = = = =
Officials/Administrators - - - - = = = =
Professionals 6 4 3 1 9 - 5 14 9 = 5 14
Protective Semvice 3 1 1 4 - 1 5 4 = 1 5
1 . -
Senice/Maintenance - - - - = = = =
Skilled Craft Workers 1 1 - - 1 1 = = 1
Technicians 3 1 3 1 6 1 1 3 6 1 1 8
Totals 13 1 ] T = 2 20 1 T 28 20 1 T 28
Administrative Support - - - - = = = =
Officials/Administrators - - - - = = = =
Professionals 5 1 ] 1 & 1 8 15 15 1 13 29
Protective Semvice 2 1 2 - 1 3 6 = 2 8
2 . X
Senvice/Maintenance - - - - = = = =
Skilled Craft Workers 3 1 2 3 1 2 6 4 1 2 7
Technicians 3 2 1 8 2 1 11 14 3 2 19
Totals 18 4 12 1 = = 19 4 12 35 39 5 19 63
Administrative Support 1 1 - - 1 1 = = 1
Officials/Administrators - - - - = = = =
Professionals 5 4 2 7 - 4 11 22 1 17 40
3 Protective Semice 1 1 - - 1 7 = 2 9
Senvice/Maintenance 2 - - 2 2 = = 2 2
Skilled Craft Workers 1 1 1 - 1 2 5 1 3 9
Technicians 9 1 ] 9 1 9 19 23 4 11 38
Totals 16 1 15 3 = 1 19 1 16 36 58 b 35 99
Administrative Support - - - - 1 = = 1
Officials/Administrators - - - - = = = =
Professionals 9 ] 9 - 3 17 31 1 25 57
4 Protective Semnice 1 1 - - 1 8 = 2 10
Senvice/Maintenance - - - - = = 2 2
Skilled Craft Workers 1 1 1 - 1 2 6 1 4 11
Technicians 2 4 2 - 5 7 25 4 16 45
Totals 13 = 13 = = 1 13 = 14 27 1 ] 49 126
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APPLICANT FLOW ales emales MONTH YTD
MONTH CATEGORY Disabled | Vietnam Disabled | Vietnam Disabled | Vietnam| ALL Disabled | Vietnam| ALL
Disabled Vet Vet Disabled Vet Vet Disabled Vet Vet TTL Disabled Vet Vet TTL
Administrative Support - - - - 1 = = 1
Officials/Administrators - - - - = = = =
Professionals 11 4 3 14 - 4 18 45 1 29 73
5 Protective Semvice 4 1 1 5 - 1 6 13 = 3 16
Senice/Maintenance - - - - = = 2 2
Skilled Craft Workers 3 3 - - 3 9 1 4 14
Technicians 6 4 6 - 4 10 31 4 20 55
Totals 24 = 9 4 = = 28 - 9 37 99 3] 58 163
Administrative Support - - - - 1 = = 1
Officials/Administrators - - - - = = = =
Professionals 3 3 - - 3 48 1 29 78
6 Protective Semvice - - - - 13 = 3 16
Senvice/Maintenance 2 2 - - 2 2 = 2 4
Skilled Craft Workers 2 1 2 - 1 3 11 1 5 17
Technicians 1 1 1 2 - 1 3 33 4 21 58
Totals 8 = 2 1 = = 9 - 2 11 108 b 60 174
Administrative Support - - - - 1 = = 1
Officials/Administrators - - - - = = = =
Professionals 6 2 5 6 2 5 13 54 3 34 91
7 Protective Semice 4 4 - - 4 17 = 3 20
Senvice/Maintenance 1 1 - - 1 3 = 2 5
Skilled Craft Workers 6 1 & - 1 7 17 1 & 24
Technicians 6 2 3 1 9 - 3 12 42 4 24 70
Totals 23 2 B 3 = 1 26 2 9 37 134 8 69 211
Administrative Support - - - - 1 = = 1
Officials/Administrators - - - - = = = =
Professionals 6 3 1 7 - 3 10 61 3 37 101
8 Protective Semnice 2 2 4 - - 4 21 = 3 24
Senvice/Maintenance - - - - 3 = 2 5
Skilled Craft Workers 3 1 2 5 - 1 6 22 1 7 30
Technicians 2 1 1 3 1 - 4 45 5 24 74
Totals 13 1 4 6 = = 19 1 4 24 153 9 73 235
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APPLICANT FLOW ales emales MONTH YTD
MONTH CATEGORY Dizabled | Vietnam Disabled | Vietnam Disabled | Vietnam| ALL Disabled | Vietnam| ALL
Dizabled Vet Vet Dizabled Vet Vet Dizabled Vet Vet TTL Dizabled Vet Vet TTL

Administrative Support 1 1 - - 1 2 = = 2
Officials/Administrators 5 1 5 - 1 & 5 = 1 5]
Professionals 2 1 3 1 3 1 3 7 o4 4 40 108

9 Protective Semice 1 1 - - 1 22 = 3 25
Semice/Maintenance - - - - 3 = 2 5
Skilled Craft Workers 4 2 10 3 1 7 2 11 20 29 3 18 50
Technicians 4 4 1 5 - 4 9 50 5 28 a3
Totals 16 3 18 [ = 1 22 3 19 44 175 12 92 279

Administrative Support 1 1 - - 1 3 = = 3
Officials/Administrators 1 2 1 2 - 2 4 7 = 3 10
Professionals 5 2 2 5 2 2 9 69 6 42 117

10 Protective Semnvice 3 3 - - 3 25 = 3 28
Semvice/Maintenance - - - - 3 = 2 5
Skilled Craft Workers 4 4 1 5 - 4 9 34 3 22 59
Technicians 3 3 - - 3 53 5 28 86
Totals 17 2 8 2 = = 19 2 8 29 194 14 100 308

Administrative Support 1 - - 1 1 3 = 1 4
Officials/Administrators - - - - 7 = 3 10
Professionals 4 4 3 7 - 4 11 76 6 46 128

1 Protective Semnvice - - - - 25 = 3 28
Senvice/Maintenance 1 2 1 - 2 3 4 = 4 ]
Skilled Craft Workers 11 1 7 11 1 7 19 45 4 29 78
Technicians 9 1 3 7 1 16 1 4 21 69 6 32 107
Totals 25 2 16 10 = 2 35 2 18 55 229 16 118 363

Administrative Support - - - - 3 = 1 4
Officials/Administrators - - - - 7 = 3 10
Professionals 4 1 4 - 1 5 a0 6 47 133

12 Protective Semnvice - - - - 25 = 3 28
Senice/Maintenance 1 1 - - 1 5 = 4 9
Skilled Craft Workers 4 1 1 5 - 1 & 50 4 30 34
Technicians 1 1 1 - 1 2 70 6 33 109
Totals 10 = 3 1 = = 11 = 3 14 240 16 121 3
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PERSONNEL ACTIVITY ANALY SIS CY2012

68| Page

- E‘ [ OR
g E ﬂmi"'it‘f oY ees ' a
G oia e -] Black| ASIPI| AVAN | Hisp | Black| ASIPI| AVAN | Hisp
w Applications 39 27 12 1
_E' Mew Hires 1 1 1
% [|Promotions ]
.'_E' Terminations 0
E |Trainin 254 183 &1 1
© [Total 0 0 0 3 0 0 0) 0
w |Applications 2115 1383 732 28 33 28 11 2 25 g 5
E |Mew Hires 68 49 19 1 1 2 1 1 2 1
-2 Promotions g2 55 25 1
_§ Terminations 57 40 17 1 1 1
2 |Training 2531 1330 851 g 18 g8 13 4 20 g
& otal 4853 3408 1445 34 53 a0 26| 2 30 )| 12|
° Applications 1488 749 738 13 17 19 g 8 g 24 g
£ |Mew Hires g2 40 22 1 1 3 1
& |Promotions L] 24 12 1
£ |Terminations 52 34 13 1 1
E Training 562 328 234 4 10 3 4 4 5
Total 2200 1175 1025 17 17 Ky 13 [i] 13 32 16
Applications 266 218 48 7 P 4 3 1 1 P
- g Mew Hires 11 ] 3
E 2 |Promotions 11 g 2
-E E Terminations 6 5 1
o % |Trainin 1128 963 165 14 12
Total T 16 4 15 0 1 1 2
Applications 113 72 41 1 2 2 1 3 2
£ & |New Hires 34 21 13 1
_E & |Promotions 4 4
<L 2 |Terminations 25 15 10 1
Training 47 32 15 1 1
Total 223 140 a3 1 2 5 0 1 3 3 0
= Applications 1332] 1247 85 5 g 54 3 4 1
Ep Mew Hires 243 238 4 4 15 1
S 3 [Promotions 108 107 2 13 1
2 5 |Terminations 110 107 3 3 4
E = Trainin 2598| 2567 3 2| 208 5 1
Total Ll 15 292 10 0 0 5 1
~ |Applications 148 141 7 1 1 11 b 1
E Mew Hires 8 5 3 1
% Promotions = =
2 |Terminations 11 ] 2
£ [Trainin 262|238 7 21 5
®  |Total g g 1 22| 17 2 0 0 1 0
Applications L B 66 55 61 118 29 9 38 41 18
|New Hires 5 54 1 5/ 20 4 0 1 5 2
2 |Promotions | ; 0 ol 15 1 0 0 0 0
2 |Terminations i ) 0 4 i 1 0 0 1 1
Training 188 8 9 55| 280 34 0 8 26 10




APPLICATION OF FOUR-FIFTH RULE AMALY SIS
Personnel Transactions Category: NEW HIRES

Report Period: 11112012 o 1213112012

mc;tggunr O O = IE O T . . 4 Cl
ADD - o Date TEmT T .
White Males 3574 333 5.32% 0.55 <.80 L
Black Males 35 1 1.82% 0.1 <.80 L
Hispanic Males 28 4 14.259% 0.84 =80 N
Asian/Pacific Males G2 5 2.05% 0.48 =80 L
American Indian Males 118 20 16.95% 1.00 =80 N
White Females 1558 36 3.59% 029 <.80 L
Black Females 5 0 0.00% 0.00 <80 L
Hispanic Females 18 2 11.11% 0.91 =80 N
Asian/Pacific Females 38 1 283% 022 <80 L
American Indian Females 41 5 12.20% 1.00 =80 N
Total Males r 3837 353 §.45% 1.00 =80 N
Total Females 1664 64 3.85% 0.41 <.80 L
Personnel Trangactions Category: TERMINATIONS |

Report Period: 11112012 o 123112012

_ 4/5 Rule
Total Tut_al _ NHumber Retention H:'itlﬂ L 0% of Adverse
B L Workforce L Retained Rate L Base of Impact
on Rate
Base
White Males 1942 1859 1743 80.75% 0.90 =80 M
Black Males 3 0 3 100.00% 1.00 =80 M
Hizpanic Males 11 1 10 90.91% 0.9 =80 N
Agian/Pacific Males 12 4 ] 66.67% 0.67 <.60 Y
American Indian Males 79 5] 73 892.41% 0.92 =80 N
White Females 450 4% 401 89.11% 0.89 =80 N
Black Females 0 0 0 0.00% 0.00 <.60 NIA
Hispanic Females ] 1 5 83.33% 0.83 =80 N
Asian/Pacific Females 4 0 4 100.00% 1.00 =80 N
American Indian Females 15 1 14 93.33% 0.93 =80 N
Total Males 2047 210 1837 89.74% 1.00 =80 N
Total Females 475 51 424 89.26% 0.59 =80 N
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Personnel Transactions Category: DEMOTIONS

Report Period: 10112012 to 1213172012
_ 4/5 Rule
Total Total Humber Retention R:atm L 0% of Adverse
B L Workforce Actions Remaining Rate Lo Base of Impact
Rate
Base
White Males 1942 33 1909 58.30% 058 =80 N
Black Males 3 1 2 BE BT 0.67 =30 A
Hizpanic Males 11 0 11 100.00% 1.00 =80 M
Asian/Pacific Males 12 0 12 100.00% 1.00 =80 M
American Indian Males 79 0 79 100.00% 1.00 =80 N
White Females r 450 gl a42]  98.20% 098 = 80 N
Black Females 0 0 0 0.00% 0.00 <80 NIA
Hispanic Females 6 0 5] 100.00% 1.00 =80 N
Asian/Pacific Females 4 0 4 100.00% 1.00 =80 N
American Indian Females 15 0 15 100.00% 1.00 =80 N
Total Males I ool 34l 2013]  98.34%| 1.00 - 80 N
Total Females 475 8 457 58.32% 1.00 =80 N
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Four-Fifth Rule Application by Job Category

Time Period:

1112012

to

12131/2012

Job Categol

: OFFICIALS/ADMINISTRATORS

Total

Male

Female

White
e

Female

Black
Male

Female

Male

Hispanic

Female

Asian American

Male

Fem

ale

American Indian
Female

Male

Job Category: PROFESSIONALS

Total

White

Black

Hispanic

Asian American

American Indian

Male Female Male Female Male Female Male Female Male Female Male Female
1383 11 b 33 25 28 9
49 19 44 15 1 0 1 1 1 1 2 2
3.54% 2.60% 3.43% 217% 3687% 0.00% 9.09%| 16.67% 3.03% 4 00% T14%| 22.22%
1.00 0.73 0.15 0.10 0.16 0.00 0.41 0.75 014 0.18 0.32 1.00
=80 < 80 < 80 < 80 = 80 < 80 < 80 =80

M

Job Category: TECHNICIAN

Total

Male
749

Female

White

Black

e Female Male Female

Y

Y

Hispanic

Male
9

Female
9

Y

Asian American

Male

Fem

ale
9

Y

M

American Indian
Male Female

40

1

1

0

5.34% 2.98% 5.60% 2.60% 0.00% 0.00%| 11.11%| 11.11% 0.00% 0.00% 5.26%| 12.50%
1.00 0.56 0.44 0.21 0.00 0.00 0.89 0.89 0.00 0.00 042 1.00
= 80 < 80 = 80 = 80 = 80 < 80 = 80

M

Job Categol

: PROTECTIVE SERVICES

White

M

Hispanic

Male

M

Female

Asian American

Male

Y

Fem

ale

American Indian
Female

Male

218 202 3 2 1 4 1

3 3 3 3 0 0 0 0 0 0 0 0

3.67% 6.25% 3.96% 6.82% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%

0.59 1.00 0.58 1.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00

< 80 = 80 < 80 =80 < 80 < 80 < 80 < 80 =.80 < 80 < 80 = 80
Y M N M Y N Y Y N Y Y N
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Four-Fifth Rule Application by Job Category

Time Period:

1112012

to

12131/2012

Job Categol

: ADMINISTRATIVE SUPPORT

Total

Male

Female

Male

White

Female

Black
Male

Female

Hispanic
Male Female

Asian American

Male

Female

American Indian

Male

Female

Job Category: SKILLED CRAFT

Total

Male

Female

Male

White

Female

Black
Male

Female

Hispanic
Male Female

Asian American

Male

Female

1 1 0 0 2 3 2 2
13 20 13 0 0 0 0 0 0 1 0
2917%| 31.71%| 29.85%| 37.14% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%| 50.00% 0.00%
0.92 1.00 060 0.74 0.00 0.00 0.00 0.00 0.00 0.00 1.00 0.00
= 80 = 80 < 80 < 80 < 80 = 80 < 80
Y Y Y

American Indian

Male

Female

1247 1179 5 3 B 0 A4 4
239 4 219 4 0 0 1 0 4 0 15 0
19.17% 4 71%] 18.58% 5.00% 0.00% 0.00%| 33.33% 0.00%| 6EGTY% 0.00%| 27.78% 0.00%
1.00 0.25 0.28 0.03 0.00 0.00 0.50 0.00 1.00 0.00 0.42 0.00
= 80 < 80 = 80 < 80 < 80 < 80 < 80 = 80 = 80 = 80 < 80

M Y Y Y M Y

Job Categol

: SERVICE MAINTENANCE

Total

Male

Female

White

Male

Female

Black

Male Female

1

Hispanic
Male Female

Asian American

Male

Female
0

American Indian

Male

Female

0

0

3.65%| 42.86% 3A7%| A0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 5.09% 0.00%
0.08 1.00 0.06 1.00 0.00 0.00 0.00 0.00 0.00 0.00 0.18 0.00
< 80 = 80 = 80 = 80 < 80 < 80 < 80 = 80 < 80 = 80 < 80 < 80

Y M Y M Y Y Y Y Y Y Y Y
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- Four-Fifth Rule Application by Job Category

Time Period:

11112012

to

1213112012

Job Catego

Total
Female

Male

: OFFICIAL SIADMINISTRATORS

Male

White
Female

Male

Black

Female

Hispanic
Male

Female

Male

Asian American

Female

Male

American Indian

Female

15 14 3 0 0 1 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0 0
14 3 14 3 0 0 1 0 0 0 0 0
100.00%| 100.00%| 100.00%| 100.00% 0.00% 0.00%] 100.00% 0.00% 0.00% 0.00% 0.00% 0.00%
1.00 1.00 1.00 1.00 0.00 0.00 1.00 0.00 0.00 0.00 0.00 0.00
=80 =80 =80 =80 < 80 < 80 =80 < 80 < 80 < 80 < 80 < 80

M M M M M MiA

Job Category: PROFESSIONALS

Total
Female

Male

White
Male Female

Black

Male

Female

Hispanic
Male

Female

Asian American

Male

Female

American Indian

Male

Female

100.00%

100.00%

100.00%

100.00%

1.00

0.99

0.95

0.94

1.00

1.00

1.00

0.92

1.00

=80

=80

=80

=80

=80

=80

=80

=80

=80

Job Category: TECHNICIAN

Total

Male

Fem

ale

Male

White
Female

M

Male

Black

Female

Hispanic
Male

M

Female

Asian American

Male

M

Female

American Indian

Male

M

Female

148 112 141 104 1 0 2 4 0 1 4 3
34 20 34 18 0 0 0 1 0 0 0 1
114 92 107 a6 1 0 2 3 0 1 4 2
77.03%| 8214%| 75.89%| 82.69%| 100.00% 0.00%] 100.00%| 75.00% 0.00%] 100.00%]| 100.00%| G66.67%
0.94 1.00 0.76 0.83 1.00 0.00 1.00 0.75 0.00 1.00 1.00 0.67
=80 =80 < 80 =80 =80 < 80 =80 < 80 < 80 =80 =80 < 80

M M Y M M /A, M Y MIA, M M Y
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- Four-Fifth Rule Application by Job Category

Time Period:

11112012

to

1213112012

Job Catego

: PROTECTIVE SERVICES

Total
Female

Male

Male

White
Female

Male

Black

Female

Male

Hispanic

Female

Male

Asian American

Female

Male

American Indian

Female

84 15 a3 15 0 0 1 0 1 0 0 0
5 1 5 1 0 0 0 0 0 0 0 0
80 14 [k 14 0 0 1 0 1 0 0 0
94.12%| 93.33%| 93.98%| 93.33% 0.00% 0.00%] 100.00% 0.00%)] 100.00% 0.00% 0.00% 0.00%
1.00 0.99 0.94 0.93 0.00 0.00 1.00 0.00 1.00 0.00 0.00 0.00
=80 =80 =80 =80 < 80 < 80 =80 < 80 =80 < 80 < 80 < 80

M M M M M MiA M MiA

Job Category: ADMINISTRATIVE SUPPORT
Total
Female

Male

Male

White

Female Male

Black

Female

Male

Hispanic

Female

Male

Asian American

Female

Male

American Indian

Female

Job Category: SKILLED CRAFT

Total

Male

Fem

ale

Male

White
Female

Male

Black

Female

Male

Hispanic

Female

Male

Asian American

Female

0 0 0 0 0 0 1 2

0 0 0 0 0 0 1 0

0 0 0 0 0 0 0 2

0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%| 100.00%

0.52 1.00 0.39 0.71 0.00 0.00 0.00 0.00 0.00 0.00 0.00 1.00

< 80 =80 < 80 < 80 < 80 < 80 <. 80 <. 80 <. 80 < 80 < 80 =80
|

American Indian

Male

Female

982 23 915 22 59 1
114 3 107 3 0 0 0 0 3 0 4 0
868 20 808 19 1 0 3 0 1 0 h5 1
88.39%| 86.96%| 88.31%| 86.36%| 100.00% 0.00%] 100.00% 0.00%] 25.00% 0.00%] 93.22%| 100.00%
1.00 0.93 0.88 0.86 1.00 0.00 1.00 0.00 0.25 0.00 0.93 1.00
=80 =80 =80 =80 =80 < 80 =80 < 80 < 80 < 80 =80 =80

M M M M M /A, M MIA, Y MIA, M M




75| Page

- Four-Fifth Rule Application by Job Category

Time Period:

1112012

to

1213112012

Job Catego

: SERVICE MAINTENANCE

Total

Male

Female

Male

White
Female

Male

Black

Female

Male

Hispanic

Female

Male

Asian American

Female

American Indian

Male

Female

75 71 g 0 0 0 1] 1 0 3 1]
9 2 9 2 ] 0 1] ] ] ] 0 ]
66 [ 62 7| 0 0 0 a 1 0 3 a
88.00%] V7. 78%| 87.32%| V7.78% 0.00% 0.00% 0.00% 0.00%] 100.00% 0.00%| 100.00% 0.00%
1.00 0.588 0.87 0.78 0.00 0.00 0.00 0.00 1.00 0.00 1.00 0.00
=80 =80 =80 <80 <80 < 80 < 80 = 80 =80 < 80 =80 = 80

M | I A LA, MIA M [SA, I




TOTAL TRAININGS ATTENDED -- PARTICIPANT ANALYSIS

Female Male

EEO-4 Job Category White Black Hisp ngcr.l(/; Arlr;](ej:;:r?n Fgrﬁgles White  Black | Hisp Q::;?H(/; Am?j::r?n I\;g}i ?_3[2?
Officials/ Administrators 81 0 0 0 0 81 183 0 0 0 0 183 264
Professionals 622 0 5 4 20 651 1,786 5 13 18 58 1,880 2,531
Technicians 316 0 4 4 4 328 311 4 3 0 10 328 656
Protective Service 165 0 0 0 0 165 937 0 12 14 0 963 1,128
Administrative Support 31 0 0 0 1 32 14 0 0 0 1 15 47
Skilled Cratft 2,566 0 0 0 1 2,567 2,354 0 5 2 206 2,567 5,134
Service/Maintenance 7 0 0 0 0 7 209 0 0 21 5 235 242
Total Count 3,788 0 9 8 26 3,831 5,794 9 33 55 280 6,171 10,002
TOTAL MINORITIES = 420 4.2%

TOTAL FEMALES = 3,831 38.3%

The graph above depicts the training data that was tracked during the 2012 calendar year. The graph details the number of training events that were
attended. This information does not deliver what we need in order to make any inferences into potential disparities or barriers. Performance
management, corrective actions, and even department changes can all affect the individuals who need to attend training, and how many trainings may

be needed, and thus this data is of no real value.

The MDT Affirmative Action Officer will be looking into ways we can better capture relevant training data, in order to be able to better understand and
improve our workforce. This will be a coordinated effort between Civil Rights, Information Technology, Human Resources, and State of Montana

Department of Administration personnel. These new tools will be detailed and included in next year’s new overall Affirmative Action Plan.
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Complaint Analysis

MDT has developed and implemented civil rights complaint procedures for employees and
applicants to file allegations of discrimination to an impartial body. Any employee of MDT may file a
formal complaint with anyone who is that individuals superior at the agency, or with MDT Civil

Rights, at any time.

The MDT EEO/Affirmative Action Office (Civil Rights Bureau or CRB) has overall responsibility for

the process. Other MDT staff may be assigned responsibilities at the discretion of the Director.

The MDT Civil Rights Bureau administers and updates the process for both communicating the
availability and options in regards to EEO/Labor complaints, conducts investigations, participates
in various reporting expectations, and participates in the review and updating of various relevant

policies, procedures, and alternative resolutions.

The complaint procedures are distributed to all employees. They also can be found on the STA’s

intranet in addition to being posted at each agency location and office throughout the state.

Formal complaint procedures outline the process for conducting an investigation into the
complaints. These procedures include outlined timelines for various stages in the process. In
addition, the procedures instruct the complaining individual on the various steps that will be taken
to include, but not limited to, interviewing witnesses; reviewing hard copy information (such as
personnel files, training records, safety records, and other disciplinary actions); gathering any other
information related to the complaint, and completing a detailed written report to include a finding

of “cause” or “no cause” along with recommendations for relief as appropriate.

Also included in the procedures are other avenues for complainants to file a complaint, such as with
the State Human Right Bureau and the EEOC. Employees have the ability to file a complaint with
any entity of their choosing, at any time. A strong statement with regard to retaliation against any
individual filing or participating in a complaint is also addressed in the procedures, along with

sanctions for any person found guilty of retaliation.

The following is the EEO Complaint Analysis Report for the calendar year 2012. MDT received a
total of 9 civil rights-related complaints: two age-related; two sex-related; one race-related; one
retaliation. Three of the cases were filed directly with the Montana Human Rights Bureau. No

trends or areas of concern were identified.
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EEO Complaint Analysis

EEO COMPLAINT ANALYSIS REPORT

Agency Filed With

Investigating

StatusfComments Entity

Disability

National
Paolitical
Retallation

Religion
Sex
Harassment

1|Conditions of Employment A | F 1/6/2012 Investigation Found Mo Cause MDT Civil Rights
2|Conditions of Employment A | F 1/6/2012 X Investigation Found No Cause MDT Civil Rights
3|Harassment Complaint A | M| 4302012 X X Investigation Found Cause MDT Civil Rights
4|Retaliation A | M| 8/28/2012 K |Investigation Found Cause MDT Civil Rights
5|Hiring A | M [ 10/31/2012 X Investigation Found Mo Cause MDT Civil Rights
6|Conditions of Employment A | M| 12772012 X Investigation Found No Cause MDT Civil Rights
7|Conditions of Employment UM 6/21/2012 X Voluntary Resolution MT Human Rights
&|Conditions of Employment U |F 10/31/2012 X Investigation Found No Cause MT Human Rights
9|Conditions of Employment D|F 1172072012 X Investigation Found Mo Cause MT Human Rights

Legend
A = White
B = Black
C = Hispanic
D = Asian
E = American Indian
U = Unknown Race

Case number 7 resulted in a work accommodation, not a disability accommodation, providing for changes to the individuals office space

and flexibility in hours worked.

Case numbers three and four are related. An employee made an offensive statement to other members of the unit and the unit filed a
complaint. The investigation found cause that the statement violated MDT policy and corrective action was taken with the employee. The
employee then subjected one complainant to several significant adverse actions. The investigation found cause that the employee

retaliated against one of the complainants and further corrective actions were taken.

78| Page



Goal Setting

MDT conducted a utilization analysis in the overall five year plan. This analysis outlines when there
are fewer minorities or females in a specific job category than would be expected given the
workforce availability in the labor market. The following information represents how MDT

determined the goals in the underutilized categories for the years covered in this AAP (2009-2014).

Officials

White Females
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

S uU1o N

Because of the small number of officials (18) in our workforce and nonexistent turnover, MDT has

not set any goals for the five year period.

Professionals

Hispanic Males

Number of Underutilized 4
Number of Anticipated Vacancies 15
Number of years planned to reach ultimate goal 5
Annual Placement goal 1

Native American Males

Number of Underutilized 3
Number of Anticipated Vacancies 15
Number of years planned to reach ultimate goal 5
Annual Placement goal 1

Asian Males

Number of Underutilized 2
Number of Anticipated Vacancies 15
Number of years planned to reach ultimate goal 5
Annual Placement goal 1

White Females

Number of Underutilized 34 (-13 from 2010 annual update)
Number of Anticipated Vacancies 15

Number of years planned to reach ultimate goal 5

Annual Placement goal 10
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Hispanic Females
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Native American Females
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Asian Females
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Technicians

Native American Males
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Asian Males
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Native American Females
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Asian Females
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal
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Protective Service

Native American Males
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Native American Females
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Administrative Services

Hispanic Females
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Native American Females
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Skilled Craft

Black Males
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Hispanic Males
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Native American Males
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal
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White Females
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Black Females
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Hispanic Females
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Native American Females
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Service/Maintenance

Hispanic Males
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Native American Males
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

White Females
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Hispanic Females
Number of Underutilized
Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal

Native American Females
Number of Underutilized
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Number of Anticipated Vacancies
Number of years planned to reach ultimate goal
Annual Placement goal
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STA 5 Year Projected Goals

Job Category Numerical Goals Ma—'eSFem—aleS‘
|

Official Administrators

Professional 1 1 1 10 1 1 1

Technicians 2 1

Protective Service Goals FY 2009 2 1
Para-Professionals

Administrative Support

Skilled Craft 1 1 1 3 1
Service/Maintenance 1 1 1 1 1

VETES Females ‘

|

Job Category Numerical Goals

Official Administrators

Professional 1 1 1 10 1 1 1

Technicians 2 1 1 1

Protective Service Goals FY 2010 2 1
Para-Professionals

Administrative Support 1 1
Skilled Craft 1 1 1 3 1 1 1
Service/Maintenance 1 1 3 1 1

Job Category Numerical Goals

Official Administrators

Professional

Technicians

Protective Service Goals FY 2011

Para-Professionals

Administrative Support

Skilled Craft 1 1 3

Service/Maintenance
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STA 5 Year Projected Goals

Job Category Numerical Goals iElies Females ‘
|

Official Administrators

Professional 1 10 1 1

Technicians 2

Protective Service Goals EY 2012 2

Para-Professionals

Administrative Support

Skilled Craft 2 1 3

Service/Maintenance

VETES Females

|
|

Job Category Numerical Goals

Official Administrators

Professional 10 1 1

Technicians 2

Protective Service Goals FY 2013 2

Para-Professionals

Administrative Support

Skilled Craft 2 1 3

Service/Maintenance
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Goal Analysis

MDT continues to make progress in attaining the goals outlined in the current five-year Affirmative Action Plan, and plans to attain all of
the CY2013 job category goals. The agency met the CY2012 goals in all job categories except Native American males, in both the
Technician and Protective Service categories, and a Hispanic male in the Skilled Craft category. However, with the incorporation of the
most up-to-date census information there are various areas of our workforce that are deserving of a renewed focus in regards to attaining
parity. Particular focus will be paid to better utilizing: White females in the Professional, Technician, Skilled Craft, and
Service/Maintenance categories; Native American males in the Protective Services job Category; Native American females in the

Professional, Technician, and Protective Services categories; Hispanic males in the Skilled Craft job category.

MDT has successfully increased the number of minority applications the agency receives, and plans to continue the outreach,

collaboration, and utilization of referral source listings, in order to ensure the continued increase.

MDT has reviewed and updated quite a few policies and procedures to strengthen and improve our recruitment, training, job mobility,
equal opportunity commitments, and nondiscriminatory environment during 2012. The review of MDT policies and procedures will

continue on an ongoing basis.

MDT is currently organizing a core team of diverse individuals, from throughout the ranks of the agency, to help begin developing the next

overall five-year Affirmative Action Plan.

MDT has been a hub of evolution lately. The agency has a new Director, a new deputy Director, a new Human Resource Administrator, a
new Civil Rights Bureau Chief, a new Affirmative Action Officer, and a relatively new FHWA Montana Division Civil Rights counterpart.
The culmination of these changes has had many ramifications, which can be particularly seen in the agency’s renewed focus on its civil
right-related programs delivery. MDT has made many great strides in the area of workforce development to achieve the goals of the
current five-year Affirmative Action Plan, and hopes to continue to produce positive results. The new leadership also is excited to begin

taking a deep look from the foundation up, at how we fulfill our federal civil right- related obligations.
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Over the course of the next two years, the Affirmative Action Officer has been instructed by the Director to thoroughly review every aspect
of how we delivery our Affirmative Action-related programs and to help ensure each program is given the best opportunity to exceed all
expectations. This ‘organic’ review will encompass everything including: information gathering, data storage, IT system interfaces, report
generation, external activities, internal activities, and all of the current strengths and opportunities for improvement, in regards to the

agency’s Affirmative Action and Civil Rights activities.

GOAL S NOT ATTAINED EXPLANATION

GOAL NOT ATTAINED

ORGANIZATIONAL UNIT: Agency wide

EEQ JOB CATEGORY: Technicians

GOAL DESCRIPTION: Increase job category representation by one Native American male.

GOOD FAITH EFFORT 5: Multiple job fairz and referral source listings were utiized. Postions were advertized throughout the state.

REASOMN(5) GOAL NOT MET: Low application submission rate, and diffecult availability .

PROPOSED CORRECTIVE MEASURES: Based on the Utilization Analysis, MOT is currently appropriately utiized in this specific area. No corrective action is suggested at this time.

GOAL NOT ATTAINED

ORGANIZATIONAL UNIT: Agencywide

EEQ JOB CATEGORY: Protective Services

GOAL DESCRIPTION: Increase job category representation by two Native American males.

GOOD FAITH EFFORT 5: Multiple job fairs and referral source listings were utiized. Posttions were advertized throughout the state.
REASOMN(5) GOAL NOT MET: Low application submission rate, and not a high percentage of position openings.

PROPOSED CORRECTIVE MEASURES: Waork directhy with Protective Services Leadership & HR specialist to dveleop a custom recruitment plan.

GOAL NOT ATTAINED

ORGANIZATIONAL UNIT: Agencywide

EED JOB CATEGORY: Skilled Craft

GOAL DESCRIPTION: Increase job category representation by one Hispanic male.

GOOD FAITH EFFORT 5: Multiple job fairs and referral source listings were utiized. Positions were advertized throughout the state.

REASON(S5) GOAL NOT MET.: Low availability (2.2%) and only three applications received.

PROPOSED CORRECTIVE MEASURES: Expand referral source listings, diversify locations of position advertisements, consider more proactive affirmative actions to achive goals.



Calendar Year 2012 Projected Goals

Job Cateqory

lled Craft

cefflaintenance

Calendar Year 2012 Actual Attainment
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Time Period Covered:
EEOQ-4 Category: OFFICIALS/ADMINISTRATORS From: 01/01/2012 To: 12/31/2012

Items

Total Total Total LELE e
Male | Female Min B ASIPI | AVAN | Hisp B ASI/PI | AVAN | Hisp
3 0 0 0 0 ] 0 0 1] 1]

Mumber of Employees at Start of Period

Percent of Female/Minority in Job Group

Job Group Availability Rate

Underutilized for Females/Minorities (check box)
Ultimate % Goal for Females/Minorities in Job
Group 41.9%
Actual # of Employees at End of Period

MNet increase and Met Decrease

Actual % of Female/Minority in Job Group at End
of Period

e L [P | =

[=}]

-

Time Period Covered:
EEO-4 Category: PROFESSIONALS From: 01/01/2012 To: 12/31/2012

Items

Total Total Total LELE e
Male | Female Min B ASIPI | AVAN | Hisp B ASI/PI | AVAN | Hisp
262 26 0 5 9 2 0 2 7 1

Mumber of Employees at Start of Period

Percent of Female/Minority in Job Group

Job Group Availability Rate

Underutilized for Females/Minorities (check box)
Ultimate % Goal for Females/Minorities in Job
Group 62.2% 86.7% 5.5%
Actual # of Employees at End of Period

MNet increase and Met Decrease

Actual % of Female/Minority in Job Group at End
of Period

e L [P | =

[=}]

-

[es)

B - Blacks/African American

ASIPI - Asian American/Pacific Islander
AlAM - American Indian/Alaskan Mative
Hizp - Hispanic
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EEO-4 Category: TECHNICIANS

Time Period Covered:
From: 01/01/2012 To: 1213172012

EEO-4 Category: PROTECTIVE SERVICE

Time Period Covered:
From: 01/01/2012 To: 1213172012

1 2 3 4
ltems Total Total Total Male Female
Total Male | Female Min ASIPI | AUAN | Hisp ASIPI | AUAN | Hisp

1|{Number of Employees at Start of Period 213 119 94 9 0 0 1
2|Percent of Female/Minority in Job Group 44 1% 4.2%
3|Job Group Availability Rate 60.0% 0.1%
4|Underutilized for Females/Minorities (check box) Y M
5|Ultimate % Goal for Females/Minerities in Job

Group 60.1% 60.0% 0.1%
6|Actual # of Employees at End of Period 92 13 0 1 2
7|Met increase and Net Decrease -2 4
&|Actual % of Female/Minority in Job Group at End

of Period

B - Blacks/African American

ASIPI - Asian American/Pacific Islander
AIAM - American Indian/Alaskan Mative
Hisp - Hispanic
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1 2 3 4
Items Total Total Total Male Female
Total Male | Female Min ASIPI | AUAN | Hisp ASIPI | AUAN | Hisp

1{Number of Employees at Start of Period 89 77 12 2 1 0 0
2|Percent of Female/Minority in Job Group 13.5% 2.2%
3|Job Group Availability Rate 21.8% | 124%
4|Underutilized for Females/Minorities (check box) Y Y
S|Ultimate % Goal for Females/Minorities in Job

Group 34.2% 218% | 124%
6|Actual # of Employees at End of Period 14 2 1 0 0 0
7|Met increase and Net Decrease 2 0
8|Actual % of Female/Minority in Job Group at End

of Period




EEO4 Category: ADMINISTRATIVE SUPPORT

Time Period Covered:
From: 01/01/2012 To: 12/31/2012

1 2 3 4
Items Total Total Total Male Female
Male |Female Min ASIPl | AVAN | Hisp ASIPI | AVAN | Hisp

1{Number of Employees at Start of Period 4 26 2 0 0 0 2
2|Percent of Female/Minority in Job Group 86.7% 6.7%
3|Job Group Availability Rate 68.2% 5.9%
4|Underutilized for Females/Minorities {check box) N M
5|Ultimate % Goal for Females/Minonties in Job

Group 75.1% 68.2% 6.9%
6|Actual # of Employees at End of Period 26 2 0 0 0 2
7|Met increase and Met Decrease 0

Actual % of Female/Minority in Job Group at End

of Period

EEO-4 Category: SKILLED CRAFT WORKERS

Time Period Covered:
From: 01/01/2012 To: 12/31/2012

1 2 3 4
Items Total Total Total Male Female
Total Male |Female Min AS/PI | AUAN | Hisp ASIPI | AUVAN | Hisp

1|Mumber of Employees at Start of Peried 881 560 21 59 0 a4 0 1
2|Percent of Female/Minority in Job Group 2.4% 6.7%
3|Job Group Availability Rate 52% 7.3%
4|Underutilized for Females/Minorities (check box) hd Y
5|Ultimate % Goal for Females/Minorities in Job

Group 12.5% 5.2% 7.3%
6|Actual # of Employees at End of Period 20 61 1 55 0 1
7|Met increase and Met Decrease 2
8|Actual % of Female/Minority in Job Group at End

of Period

B - Blacks/African American

ASIPI - Asian American/Pacific [slander
AAM - American Indian/Alaskan Mative
Hisp - Hispanic
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Time Period Covered:

EEO-4 Category: SERVICE/MAINTENANCE From: 01/01/2012 To: 12/31/2012
1 2 3 4
lErs Total Total Total Ll R E
Total Male | Female Min B ASIPI | AUAN | Hisp B ASIPl | AIAM | Hisp
MNumber of Employees at Start of Period 7h 69 6 2 0 1 1 0 0 0 0 0

Percent of Female/Minority in Job Group

Job Group Availability Rate

Underutilized for Females/Minarities (check box)
Ultimate % Goal for Females/Minorities in Job
Group b5.5%
Actual # of Employees at End of Period

MNet increase and Met Decrease

Actual % of Female/Minority in Job Group at End
of Period

[ R e

o

=

[==]

Time Period Covered:

All EEQ-4 Categories From: 01/01/2012 To: 12/31/2012
1 2 3 4
Items Total Total Total Male Female
Total Male | Female Min B ASIPI | AUAN | Hisp B ASIPl | AIAM | Hisp

1{Mumber of Employees at Start of Period 414 100 2 7 68 G 0 . 11 4
2|Percent of Female/Minarity in Job Group 18.6% 4.5%
3|Job Group Availability Rate 46.8% 8.9%
4{Underutilized for Females/Minorities (check box) Y ¥
5{Ultimate % Goal for Females/Minorities in Job

Group 46.8% 8.9%
6{Actual # of Employees at End of Period 424 117 3 8 73 10 0 4 14 5
7[{Met increase and Met Decrease 17|
8|Actual % of Female/Minority in Job Group at End

of Period

B - Blacks/African American

ASIPI - Asian American/Pacific Islander
ALAM - American Indian/Alaskan Mative
Hisp - Hispanic
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Appendix A - EEO Policy Update

MDT*X

Montana Department of Transportation
Human Resources

Policy #3-0630.1 April 2, 2012
Revised: June 19, 2012

NON-DISCRIMINATION - EQUAL EMPLOYMENT OPPORTUNITYADDENDUM

POLICY AND OBJECTIVES

The Montana Department of Transportation (MDT) is committed to equal opportunity,
nondiscrimination, and harassment prevention in all aspects of employment and in programs,
services, and activities offerad to the public. This policy establishes procedures to promote
prompt and equitable resolution of discimination complaints. This policy also establishes the
minimum requirements for implementing and maintaining an equal opportunity (EQ) program
that promotes compliance with:

(a) federal laws and regulations prohibiting illegal discrimination including the Genetic
Information Nondiscrimination Act of 2008 [(GINA);

(b) the Montana Human Rights Act, Title 49, MCA,;

(c) the Governmental Code of Fair Practices, Title 49, chapter 3. MCA.

(d) the Governor's Executive Order 41-2008, Equal Employment Opportunity,
Nondiscrimination, and Harassment Prevention; and

(e) the Administrative Rules of Montana ARM, Title 2, Chapter 21, subchapter 40, Equal
Employment Opportunity, Nondiscrimination, and Harassment Prevention Policy;

f) MDT-MHRB Conciliation Agreement dated February 15, 2007 (MHRB Case #
0061011899)

DEFINITIONS/ ACRONYMS

BFOQ is a bona fide occupational qualification which provides a legal exception to what
would otherwise be a discriminatory employment practice.

Cause Finding is a conclusion by the investigator that illegal discimination has occurred.

Complainant is a person who files a complaint. Complaints may be filed by or on behalf of
permanent, temporary, shori-term, seasonal, and contracted employees as well as by
applicants for employment.
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Mon-discrimination — Equal Employment Opportunity Addendum
MODT Policy #3-0030.1

Revised: June 19, 2012

Page 2 of 12

Complaint is a statement by or on behalf of one or more employees or job applicants who
are members of a protected class and who have been aggrieved by discriminatory or
retaliatory conduct.

CRB is the Civil Rights Bureau of the Montana Department of Transportation.

Discrimination or Discriminatory Conduct is defined as treating an employee or
applicant differently because of protected status.

Equal Opportunity (EQ) is non-discrimination under Title V1 of the 1964 Civil Rights Act in
all programs, services, and benefits offerad by the Montana Department of Transportation
(MDT).

Equal Employment Opportunity (EEQ) is non-discrimination under Title Vil of the 1964
Civil Rights Act in employment at MDT.

Hostile Work Environment is created by acts or omissions directed toward one or more
members of a protected class. The conduct must be so severe and pervasive that it alters
conditions of employment and creates a working environment that is so infolerable that a
reasonable person would consider voluntary termination as the only reasonable alternative.

Inappropriate Behaviors are unwelcome, offensive, negative, derogatory, insulting,
deprecating, or belittling behaviors directed toward one or more members of a protected
class or referencing the protected class as a whole. Stereotyping based upon membership
in a protected class is also inappropnate behavior.

Manager is any MDT employee who exercises supervisory authonty over another MOT
employee.

No Cause Finding is a conclusion by the investigator that discnmination has not occurred.
Preponderance of the Evidence is the greater weight of evidence.

Protected Class refers to those groups of persons who are protected from discrimination
by law.

VIOLATIONS
Employees who violate this policy are subject to discipline, up to and including termination of
employment under AEM Title 2, chapter 21, subchapter 65, Discipline Policy.

EQUAL EMPLOYMENT OPPORTUNITY (EEO) AND NONDISCRIMINATION

MDT managers shall not tolerate discrimination or harassment based on an individual's race,
color, national origin, age, physical or mental disability, mantal status, religion, creed, sax,
sexual onentation, political beliefs, genetic information, veteran's status, culture, social ongin or
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Mon-discrimination — Equal Employment Opportunity Addendum
MDT Palicy #3-0630.1

Revised: Junes 19, 2012

Page 3 of 12

condition, ancestry, or retaliation. Likewise, MDT management shall not tolerate discrimination
or harassment because of a person's marnage to or association with individuals in one of the
previously mentioned protected classes.

MDT managers may use a bona fide occupational qualification (BFOQ) where the reasonable
demands of a position require a distinction based on age, physical or mental disability, martal
status, sex, religion, or national origin. A BFOQ is a legal exception to an otherwise
discnminatory hiring practice. Exceptions are sinctly construed, as provided in 49-2-303,
MCA, and the burden rests with the agency to demonstrate the exemption should be granted.
BFOQs may not be based on race or color.

To promote a work and customer service environment free from discrimination, managers
shall:
(a) base hinng decisions on individual competencies and qualifications;
(b) promote an inclusive work environment where individuals are afforded every
opportunity to reach their fullest potential;
(c) recognize individual differences as a key element of organizational and team
SLCCEeSS;
(d) treat individuals with dignity and respect; and
(e) value the rights of all persons to benefit from equal access to employment and
programs, services, and activities offered to the public.

MDT managers who observe behaviors that may be viewed as discriminatory shall stop the
behavior and notify the Civil Rights Bureau (CRB).

RESPONSIBILITIES
CRB shall:
(a) penodically review and update equal opportunity (ECQ) standards, guidelines, and
administrative processes and procedures;
maintain an effective EC program;
provide annual utilization analysis reports;
provide EEO analyses, reports, and technical assistance to department staff;
recommend strategies to promote diversity and overcome potential barriers to
employment;
design and develop equal opportunity training;
)} manage the department’s EEQ and EOQ programs by:
1. training employees on EEOQ and EO;
2. assisting employees and managers with resolving EEO issues;
3. conducting internal investigations; and
4. developing written EEO action plans;
(h) appoint an ADA Coordinator responsible to:
1. train employees on the ADA, disability awareness, and reasonable
accommeodations;
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Nen-discrimination — Equal Employment Opportunity Addendum
MDT Policy #3-0630.1

Revised: June 19, 2012

Page 4 of 12

2. conduct self-evaluations to assess accessibility of programs, services, and
activities; and
3. assist with reasonable accommodation requests;
(i) retain electronic records for all jobs recording the sex, race, and ethnic group of
employees and applicants as provided in 49-2-102, MCA, and the Uniform
Guidelines on Employee Selection Procedures (1978);

CRB and HR are responsible to:
a) provide a copy of this policy to all employees;
b) provide EO and harassment prevention training to all new employees within 90
days of hire; and
c) maintain sign-in sheets to allow HR. to document all training.

MDT Managers, in consultation with CRB staff, are responsible to:

a) upon request, provide reasonable accommodations unless doing so would create
an undue hardship,

1. in consultation with the ADA Coordinator, for qualified individuals with
disabilities; and

ii. in consultation with CRB staff, for applicants and employees based on their
religious practices;

b) post the state's EO policy poster and complaint-resolution procedures, including
contact information for the MOT EEO officer (CRB Chief) and ADA coordinator, in
areas frequented by employees and the public;

c) arrange for EO and harassment prevention refresher training for all employees
every two years or more frequently as needed,;

d) maintain sign-in sheets or other tracking to allow HR to document all training in the
employee’s personnel file;

e) monitor the workplace for inappropnate actions and, if disciminatory actions are
observed, stop the behavior and notify the Civil Rights Bureau (CRB). A policy
violation includes managers who allow discnimination to occur or fail to take
appropniate action to correct inappropnate behavior, including discrimination or
harassment; and

f) promptly notify CRB if they receive a complaint or become aware of allegations of
discrimination or harassment, regardless of their perception of the validity of the
complaint.

COMPLIANCE WITH THE FEDERAL GENETIC INFORMATION NONDISCRIMINATION
ACT OF 2008 {GINA)
To comply with GINA, which prohibits discrimination based on genetic information with respect
to employment or state-sponsored group health plans, MDT managers may not:
(a) request, require, or purchase genetic information about employees or their family
members; or
(b) use genetic information to:
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Men-discrimination — Equal Employment Cpportunity Addendum
MDT Policy #3-0630.1

Revised: June 19, 2012
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(1)  discnminate against an individual in hinng, termination of employment,
compensation, terms, conditions, or privileges of employment;

(1) make decisions about admission to apprenticeship and training programs,
including on-the-job training;

(m) limit, segregate, or classify an individual;

(iv) fail or refuse to refer an individual for employment;

(v) deprive an individual of employment opportunities; or

(vi) acquire health insurance or set premiums under the group health plan.

Requests for genetic information include, but are not limited to:
(a) conducting Internet searches on individuals in a way that is likely to result in
obtaining genetic information;
(b) knowingly or purposefully listening to third-party conversations or searching an
individual's personal effects for the purpose of obtaining genetic information; and
(c) requesting information about an individual's current health status in a way that is
likely to result in obtaining genetic information.

To avoid inadvertently receiving genetic information, MDT representatives who request
medical information as part of an employment-related medical exam or a medical certification
in response to a request for sick leave, a leave qualifying under the Family Medical Leave Act,
or a reasonable accommodation request under the Amencans with Disabilities Act, shall
include the following statements verbatim in their written request for medical information:

(a) "The Genetic Information Mondiscrimination Act of 2008 (GINA) prohibits employers
and other entities covered by GINA Title Il from requesting or requiring genetic
information of employees or their family members. To comply with this law, we ask
you not to provide any genetic information when responding to this request for
medical information.”

(b) "Genetic information, as defined by GINA, includes an individual's family medical
history, the results of an individual's or family member's genetic tests, the fact that
an individual or an individual's family member sought or received genetic services,
and genetic information of a fetus carried by an individual or an individual's family
member or an embryo lawfully held by an individual or family member receiving
assistive reproductive services.”

(c) “Genetic test means an analysis of human DNA, RNA, chromosomes, proteins, or
metabolites that detects genotypes, mutations, or chromosomal changes.”

MDT managers may not ask probing questions of an individual if they inadvertently leamn of a
health condition of an applicant, employee, or the health condition of a family member. Probing
questions include, but are not limited to, asking the individual whether other family members
have the condition or whether the individual has been tested for the condition. These
questions are likely to result in the acquisition of genetic information.
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MOT representatives possessing genetic information about an employee shall maintain the
information as confidential in compliance with ARM Title 2. chapter 21, subchapter 66,
Employee Records Management Policy.

HARASSMENT

Harassment, including sexual harassment, consists of, but is not limited to, oral, written, or
electronic communications (for example, voice mails, e-mails, text messages, or other social
networking tools) in the form of repeated and unwelcomed jokes, slurs, comments, visual
images, or innuendos based on a protected class. Even mutually agreeable behavior, or
behavior accepted between two or more people, can be offensive to others; for this reason it is
prohibited in the workplace.

Sexual harassment is a form of discrimination that includes unwelcome verbal or physical
conduct of a sexual nature when:
(a) submission to the conduct is implicitly or explicitly made a term or condition of
employment;
(b} submission to or rejection of the conduct is used as the basis for an employment
decision affecting the individual; or
(c) the conduct has the purpose or effect of unreasonably interfering with an individual's
work performance or creating an intimidating, hostile, or offensive working
environment.

MDT managers may not tolerate any behavior that negatively focuses on a protected class.
MDT managers who observe behaviors that could be viewed as discrimination or harassment
shall stop the behawvior and notify CRB.

RETALIATION

MDT managers may not retaliate or allow, condone, or encourage others to retaliate against
any customer, applicant, or current or former employee for engaging in protected activity by
opposing unlawful discriminatory practices, filing a discrimination complaint or participating in a
discnmination proceeding, including testifying in court. MDT managers who become aware of
retaliation shall inform CREB who shall advise management on the appropriate course of action.

MOT will not tolerate retaliation against employees who engage in protected activity. Any act
of retaliation may result in disciplinary action up to and including termination.

INITIATING AN INTERNAL COMPLAINT

MDT employees are encouraged to attempt to resolve the problem, when circumstances
permit, through discussions with the individual accused of the disciminatory behavior. This is
not a requirement. Attempts to resolve issues informally should begin as soon as possible
after the first alleged offense.

MOT employees/managers shall encourage employees, applicants, clients, and customers
who believe they have been discnminated against or harassed to contact the CRE. All MDT
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employees have the nght to contact the CRB in Helena headquarters at any time they choose
without following their usual chain of command and should do so if anything in this policy is
unclear.

Complaints may be verbal or in writing. Any MDT employee wishing to file a formal intemal
discnmination complaint may do so. To allege discnmination an employee must report the
discriminatory conduct by making a wrtten or verbal complaint within 180 days of the alleged
incident.

The complaint can be filed with any member of the MDT Civil Rights Bureau, the immediate
manager, or any MOT manager who i1s not involved in the act or omission alleged in the
complaint. The manager must then promptly report the complaint to the CRB. Failure by the
manager to report a complaint may result in disciplinary action, up to and including termination
of employment.

Complainants are encouraged to use either:
(a) the Department of Administration’s complaint form found at
hitp.//hr. mt.gov/hrpp/policies.mcpx; or
(b) MDT's complaint form found at
hitp.//imdtinfo.mdt.mt.gov/civilnghts/docs/complaintproc.pdf. Complaints from MDT
staff on the DOA form will be referred to CRB.

For complaints not submitted on a complaint form, the CEB or MDT manager receiving the
complaint shall obtain and document the following information:
(a) name, address, and phone number(s) of the complainant(s);
(b) date(s), time(s), and location(s) of the alleged discriminatory behavior or conduct;
(c) name(s), if known, of the accused(s);
(d) description of the behavior or conduct that resulted in an alleged viclation;
(e) whether the alleged discrimination was based on a protected class; and
(f) names of potential witnesses who may have heard or ocbserved the alleged
discriminatory conduct or behavior.

MDT managers who receive a complaint or become aware of allegations of discnmination or
harassment shall promptly notify CRB, regardless of their perception of the validity of the
complaint.

The CRB Chief shall determine who shall meet to discuss the appropriate course of action.
The discussion must focus on measures to stop the alleged behavior, alternative dispute
resolution methods, a review of the investigative process, and, if needed, management's role
in the process.

If the CRB Chief determines an internal investigation would be inappropnate because of a

potential conflict, the CRB Chief may request assistance from the State Human Resources
Division or other outside source. When necessary, the MDT Director, Deputy Director, or the

99| Page



Non-discrimination — Equal Employment Opportunity Addendum
MODT Policy #3-0630.1

Revised: June 19, 2012

Page B of 12

Human Resources Division Administrator may elect to have someone other than CRB staff
conduct discrimination investigations. District Administrators may be requested to assign a
District staff person fo assist the investigating team with District investigations.

CRE shall coordinate the investigation with the appropnate parties. Any employee filing a
complaint or providing information to the investigator must provide accurate and truthful
information that MOT can rely upon if the proceedings advance to a contested case hearing or
trial. Making a false claim will not be tolerated and may result in disciplinary action up to and
including termination of employment.

INVESTIGATING A COMPLAINT

The investigator chosen by the CRB Chief shall begin an investigation within five working days
after the CRB Chief receives the complaint. The CRB will be responsible for monitoring the
investigation process from the time the complaint is filed until the investigation is completed.

During their respective interviews, the investigator shall separately explain the following to the
complainant and accused:
(a) the investigation process;
(b) what retaliation is and that it is unacceptable behavior; and
(c) confidentiality expectations and conseguences of discussing the complaint with
anyone other than the investigator, management, union representative, or legal
counsel.

The investigator shall:

(a) inform management of the investigation and provide updates as requested;

(b) gather evidence to determine a "cause” or "no cause" finding based upon a
preponderance of the evidence standard;

(c) coordinate as necessary with MDT legal counsel throughout the investigation and
provide a final draft to MDT legal counsel for review 5 days prior to issuing the final
report and prior to signatures;

(d) provide updates to the complainant and accused upon request; and

(e) issue a final report to the CRB Chief within sixty (60) calendar days of CRB's receipt
of the complaint, unless an extension is necessary for legitimate business reasons
(e.g., completion of interview process, gathenng documentation, etc.)

Either party may get updates from the investigator upon request. The updates shall not note
specific details or names of individuals.

If a complainant thinks the complaint is not being investigated in an appropriate and timely
manner, s/fhe may report that fact to any management personnel. Any management personnel
receiving a report that a discrimination investigation is not being conducted in an appropriate
and timely manner must promptly report that information to the MDT Director, MDT Deputy
Director, or Chief Counsel for MDT.
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Failure to conduct an investigation in a proper and timely manner, interference with an
investigation, failure to cooperate with an investigator, or making a false statement to an
investigator may result in disciplinary action, up to and including termination.

The investigator’s role ends after the CRB Chief's sign off on the investigation report.

POST-INVESTIGATION ACTIONS

After receiving the final report, the CRB Chief shall promptly notify appropriate management
and the complainant of the findings of the investigation using an appropnate form. The CRB
Chief shall schedule a meeting to discuss the findings with the appropnate Manager(s), Legal
Counsel, and Human Resources. The appropriate manager shall inform the respondent of the
outcome.

In the case of a cause finding, the appropriate MDT manager shall:

(a) take appropriate disciplinary action, if necessary, according to the ARM Title 2
chapter 21, subchapter 65, Discipline Policy;

(b) advise the complainant that corrective action to stop the behavior has been taken,
but not disclose the details or nature of disciplinary action;

(c) reemphasize that retaliation is unacceptable behavior; and

(d) contact the complainant after the investigation is completed to ensure the behavior
has stopped, and no retaliation has occurred, and report such findings back to CRB.

In the case of a no cause finding, the appropriate MDT manager shall contact the
complainant after the investigation is completed to ensure the complainant has not
experienced retaliation, and report back to CRB.

If the manager does not report after the investigation is completed, CRB shall contact the
manager to find out how the issue was resolved. At 180 calendar days, CRB shall ask the

manager whether the investigation file may be closed.

The report shall be shared with the appropnate manager. The manager will be responsible for
carrying out any recommendations or appropriate disciplinary action resulting from the
investigation. Failure by the manager to do so may result in disciplinary action, up to and
including termination of employment.

CRB staff shall be responsible for tracking these timeframes.

CONFIDENTIALITY REQUIREMENTS
CRB shall make every attempt to protect the privacy of individuals involved in the complaint
process; however, individual privacy cannot be guaranteed.

Employees involved in the complaint process (e.g., complainant, accused, witnesses, etc.)

may not discuss the complaint or investigation with anyone other than management, CRB
staff, the human resources manager, investigator, union representative, or legal counsel.
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Discussing the complaint or investigation with individuals who do not have an official need fo
know may result in disciplinary action under ARM Title 2, chapter 21, subchapter 55,
Discipline Policy. The CRB shall maintain the investigative report and supporting documents
in a secure and confidential case file separate from the regular employee file.

TRACKING AND REPORTING INTERNAL COMPLAINTS

CRB shall track internal complaints using the Complaint Tracking Sheet located on the State
Human Resources Division website: hitp://hr mt.gov/hrpp/policies. mcpx. CRB shall provide
quarterly summaries of internal complaints to the State Human Resources Division no later
than the fifteenth day of each quarter.

The report must include:
(a) the total number of complaints;
(b) whether the complainant and accused was an employee, customer, or client;
(c) the protected class or basis of the complaint;
(d) the reason for complaint (for example, employment-related, denied access to a
program or service, or inappropriate comment); and
(e) the outcome of the complaint.

The report is for tracking purposes only and may not include confidential information such as
names of individuals involved.

The State Human Resources Division and CRB shall collect and analyze the data to:
(a) assess program effectiveness;
(b) develop or modify existing policies, procedures, and guides; and
(c) promote compliance with applicable laws, regulations, and policies.

INITIATING AN EXTERNAL COMPLAINT
In addition to the internal complaint process, complaints may be filed with the following
agencies:
(a) Montana Human Rights Bureau (HRB), 1625 11th Avenue, P.O. Box 1725 Helena,
MT 59624-1728, (406) 444-2884, (800) 542-0807, TTY (406) 444-0532; or email
http:/ferd.dli.mt.gov/humannght'hrhome.asp; or
(b) United States Equal Employment Opportunity Commission (EEQC)
Federal Office Building, 909 First Avenue, Suite 400, Seattle, WA 98104-1061
Phone: 1-800-669-4000, Fax: 206-220-6911, TTY: 1-800-669-6620 or email

WWW_880C.QoV.
Jurisdiction may vary based on the nature of the complaint. For example, neither the HRE nor

the EEOC considers complaints based on sexual onentation, culture, social origin or condition,
or ancestry.
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Note: External complaints must be filed with HRB or EEOC and is the employee’s
responsibility.

The HRB or EEOC must receive the complaint within 180 days of the alleged incident or when
first discovered. If the complainant uses the internal complaint process, they will have 300
days from the alleged incident to file a complaint with the HRB or EECC.

Montana Department of Transportation
ADAISD4 Notice of Nondiscrimination

The Montana Department of Transportation [MDT] does not discriminate on the basis of
disability in admission to its programs, services, or activities, in access to them, in treatment of
individuals with disabilities, or in any aspect of their operations. The MDT also does not
discniminate on the basis of disability in its hinng or employment practices.

This notice is provided as required by Title Il of the Americans with Disabilities Act of 1990 and
the Section 504 of the Rehabilitation Act of 1973. Questions, complaints, or requests for
additional information regarding the ADA and Section 504/ Coordinator may be forwarded to:

Alice Flesch, ADA Coordinator

(406)444-9229 (voice) or 1-800-335-7592 (TDD)
Montana Relay - 711

P.O. Box 201001

2701 Prospect Avenue

Helena, MT 59620-1001

Office hours: Monday - Friday 8:00 A.M. — 5:00 P.M.

This notice is available from the ADA Coordinator in large print, on audio tape,
and in Braille upon request.
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ACKNOWLEDGMENT FORM

| hereby acknowledge receipt of the Montana Depariment of Transportation’s Mon-
Discnmination Equal Employment Opportunity Addendum Policy (#3-0630.1). | am aware
it is my duty to read and understand the policy. | am also aware that failure to comply with
the policy is cause for disciplinary action, up to and including termination.

Employee’'s Printed Name Employee ID No.  Date

Employee’s Signature Location

Submit this form to your MDT Human Resource Specialist.
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MONTANA DEPARTMENT OF TRANSPORTATION
HUMAN RESOURCES POLICY

Policy #3-0801 January 25, 2012

TRAINING POLICY

PURPOSE, OBJECTIVES

The Montana Department of Transportation (MDT) is committed to creating an organizational
culture that encourages growth and continuous leaming opportunities. The purpose of this
policy is to promote and provide training and development opportunities for MDT employees.

The objectives of MDT's Training program are:

Support employee development that promotes continuous leaming opportunities that are
cost effective and aligned to the goals of the department.

Evaluate training to measure quality, effectiveness and promote confinuous improvement.

Increase awareness of opportunities by offering and marketing training events across the
state.

Provide equal opportunity to employees to participate in training and development
programs. Participation will not be granted or denied on the basis of race, sex, creed,
color, national origin, sexual onentation, age, disability, religion, political belef or marital
status.

PROCEDURES

Approval for Training:

Training is a privilege, not a nght. Documenting requests and approvals or denials is
recommended, if the supervisor denies training, a reason should be provided to the
employee.

The level of commitment of MDT resources in training vanes and the costs and benefits to
the agency will be considered. Budgetary considerations may restnct participation in some
training programs.

Consideration must include the ability to provide comparable training opportunities to all
employees.
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Training Records:

+ The Workforce Planning Bureau will maintain records of all training taken by MDT
employees.

s A class roster must be signed by employees to receive credit for instructor-led courses.
Instructors are responsible for submitting rosters to the Workforce Planning Bureau in a
timely manner (within one week of class, whenever possible.)

s Completion of on-line classes will be confirmed through Information Services Division (ISD)
reports or printed certificates. To receive training credit, copies of certificates must be
given to the Workforce Planning Bureau.

s Employees are recommended to track and penodically check their training records,
especially if professional licensing is dependent on completed training.

Evaluation:

+ Once a course has been completed, employees will be asked to complete a course
evaluation. These evaluations will be anonymous and will be used to measure the quality
and effectiveness of the course.

Tuition Assistance:
+ |s not addressed in this policy, please refer to policy #3-0806.

RESPONSIBILITY

Supenvisors and their employees should work together to formulate an employee’s Individual
Development Plan as part of the annual performance management cycle. The intent is to
identify training needs to help improve the employee’s competence in their current position.
Career progression is available for many positions (please refer to individual occupational
advancement policies).

COMPENSATION FOR TIME IN TRAINING

Supenrvisors may adjust an employee’s work hours to accommeodate training schedules.
Depending on the training, a supervisor may approve use of annual leave or compensatory
time or if the training is mandatory and MDT-sponsored, permit an employee to receive regular
pay. If the employee is required to fake training, the employee must be paid regular wages if
training occurs during the employee’s work hours. If required training goes beyond the
employee’s work hours, they must be paid overtime or allowed to accrue compensatory time,
whichever is appropnate.

When employees are seeking licensure, time spent in studying or testing activities must be
performed on the employee’s personal fime. While licensure is required for specific positions,
it is the employee’s choice to seek and compete for those positions. MDT does not pay for the
employee’s study time, travel time, prepare time, or testing time for licensure examinations.
Employees must perform these activities on their personal or approved leave time.
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REQUIRED TRAINING

TRAINING WHO HOW OFTEN
Civil Rights All employees 2 hours every 2 years
New Employes All new employees Within 90 days of hire
Orientation includes ethics, safety

traiming and general

orentation
MNew User Computer All new, rehired and Within 14 days of start
Ornentation returning employees date
Standards of Conduct— | All employees Every 3 years
Ethics Refresher Training
Driver Training All employees who drive | Every 3 years

state vehicles. Defensive
or advanced driving
training meets this
requirement

CPR All employees who work | Every 2 years
in areas not reasonably
accessible to medical
facilities

First Aid All employees who work | Every 2 years
in areas not reasonably
accessible to medical
facilities

Blood bome Pathogens | All employees reasonably | Annually
expected to be exposed
to blood or body fluids

Job or task specific All employees assigned Prior to job or task
safety training. to perform those specific | performance without
tasks. direct supervision.
Refresher training as
required.
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MDTH

Montana Department of Transportation

Policy # 3-0165.1 Date: December 7, 2012

Addendum to Recruitment and Selection Policy

Montana Depariment of Transportation (MDOT) is committed to attracting and retaining a highly
qualified workforce based on competencies and job related qualifications in accordance with the
Department of Administration’s (DOA) Recruitment and Section Policy #3.0165

http-//hr. mt.gov/contenthrpp/docs/Policies/MOM/RecruitmentandSelectionPolicy2.21.3701.

MDT's policy is to conduct open recruitment for all permanent vacancies, to provide applicants with
a reasonable opportunity to learn about, to apply for and to be considered fairly for positions when
recruitment is conducted, and to select employees on the basis of merit and job-related
qualifications. MDT will take affirmative action to equalize employment opportunities at all levels of
agency operations where there is evidence of bamers to employment for those groups of people
who have traditionally been denied equal employment opportunity.

All MDT employees are protected from retaliation for opposing any discriminatory practice, filing
an internal complaint, andior initiating an external administrative or legal proceeding, or testifying
in or participating in any of the above mentioned activities.

Applicants who test for a position and fail any part of the selection process will not be retested if
the position is not filled and is re-advertised using the same testing materials, within six (B)
months after failing the test. MDT has no obligation to produce new testing matenals for
subsequent selection processes for the same position.

A temporary employee may be hired through a competitive recruitment process, although this is
not required. Temporary employees returning in successive years are not required to submit an
application provided he or she is in good standing with the Department as documented on his or
her prior year performance appraisal with a rating of “Meets” or "Exceeds” expectations. A
returning temporary employee who did not work the previous year must submit an application.
The District or Division Administrator may waive further steps in the recruitment process.

All employees involved in a recruitment and selection process are:

» totreat all applicant information with utmost confidentiality.

» torepresent MDT in a progressive and professional manner;

# to streamline all recruitment efforts in order to administer the most effective and efficient
processes;

» to ensure the integrity of the process while meeting the highest standards of ethical conduct.
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Equal Employment Opportunity

MOT is firmly committed to providing Equal Employment Opportunities. Discrimination in
employment occurs when an employment decision or recruitment practice acts as a barrier or
disadvantage to a member of a protected group and cannot be shown to be legitimately job-
related. Discrimination can take the form of disparate treatment, which is treating an applicant or
employee differently because of the person’s race, color, national origin, sex, sexual orientation,
religion, creed, age, marital status, mental or physical disability or political beliefs; or adverse
impact which is setting job qualifications with business needs in mind which in practice are not
effective in attaining the business's purpose and have an adverse impact on members of a
protected class.

Definitions

Hybrid Seniority Rule - in comparing two or more qualified employees, both seniority and ability
must be considered, and where the difference in length of service in the union is relatively
insignificant and there is a relatively significant difference in ability, then the ability factor should
be given greater weight; but where there is a relatively substantial difference in seniority and
relatively litle difference in abilities, then length of service should be given greater weight. The
Hybnd Seniority Rule shall only be utilized for MPEA selections.

Job Class - job classes identify groups of positions based on similanty of duties performed,
responsibilities assumed, and complexity of work. See Mont. Code Ann. § 2-18-202. Classes
include a class series or occupational title and a pay band. For example, Civil Engineer Specialist,
band 7, describes a specific occupation, civil engineering, at a given level of work, band 7.

Lateral Transfer — The transfer of an employee from one position to another in the same job class
that does not result in a promotion without a competitive process or a demotion.

Minimum Qualifications — Minimum qualifications (MQs) are the basic competencies needed to
perform the job adequately on the first day of employment. MQs include the education and
experience leading to successful job performance.

Permanent Employee - an employes assigned to a position designated as permanent and who
has successfully completed his/her probationary period.

Permanent Status - means the status an employes attains after satisfactorly completing an
appropriate probationary period, Mont. Code Ann. § 2-18-101.

Reasonable Accommodation - adjustments made in the selection process, work environment or in
the way business is customarily done to enable a qualified individual with a disability to enjoy
equal employment opportunities.

Seasonal Employee - an employee assigned to a position designated as seasonal. Mont. Code
Ann. § 2-18-101(22) defines “seasonal employee” as a permanent employee who is designated
by an agency as seasonal, who performs duties interrupted by the seasons, and who may be
recalled without the loss of nghts or benefits accrued duning the preceding season.
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Selection Committee - For senior management positions (Bureau Chief and above), the selection
committee must consist of at least one member from outside the division/district in which the
vacancy belongs.

Short-term Worker - a worker hired by an agency for an hourly wage established by the hiring
manager for a short duration, which does not exceed 90 working days in a continuous 12-month
period. A short-term worker may be hired without a competitive selection process; however slhe
is not eligible for permanent status without a competitive selection process. A short-term worker
is not eligible to eamn the leave, holiday benefits, or group insurance benefits. See Mont. Code
Ann. § 2-18-101(23).

Student Intern - a person who has been accepted in or is currently enrolled in an accredited
school, college, or university and is hired directly by an agency in a student intern position. A
student intern is not eligible for permanent status nor eligible to become a permanent employee
without a competitive selection process. A student intem is not eligible to eamn the leave, holiday
benefits or the group insurance benefits. See Mont. Code Ann. § 2-18-101(24).

Although student interns are not considered state employees, MDT will advertise, competitively
interview and select for all intern positions.

Substantially Equal Qualifications - the qualifications of two or more persons among whom the
public employer cannot make a reasonable determination that the qualifications held by one
person are significantly better suited for the position than the gqualifications held by the other
person(s). Substantially equally qualified doesnt mean that two or more applicants are exactly
equal. [t means a range in which the applicants stack up to be substantially equal in qualifications
for the job. That range may differ for each job. Qualifications include job-related competencies.
See Mont. Code Ann. § 39-30-103(7).

Temporary Employee - an employee hired for a limited duration, not to exceed 12 months.
Temporary employees are not eligible to achieve permanent status without going through a
selection process for a permanent position. See Mont. Code Ann. § 2-18-101(26).

Training Assignment - a period of employment created at the agency’s discretion to enable an
otherwise acceptable candidate to qualify for a position by obtaining additional expenence,
education and/or training and acquiring the necessary knowledge, skills and abilities. If a training
assignment is utilized, it must be done in accordance with the State’s Broadband Pay Plan Policy,
#03-0501. Training assignments may not last more than one year, unless otherwise specified in
an agency's collective bargaining agreement.

If the employee does not satisfactorly complete the training assignment, the agency may:

# return the employee to the position held before the training assignment;

s assign the employee to another position for which the employee is qualified;

» extend the training assignment up to one additional year; or

» discharge the employee, in compliance with the Discipline Handling Policy, ARM 2.21 6505 et
seq., or Probation Policy, MOM 11l {3-0170).
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Alternative actions

Any recruiting and selection actions outside of this policy must have administrative approval. The
hirng supervisor must submit a written justification for the action, it shall comply with federal and
state policies and laws and receive approval from each of the following indwviduals: District or
Division Administrator, the Human Resources Administrator and the Director.

When applicable, MDT's Recruitment and Selection Policy will comply with negotiated collective
bargaining agreements.

Questions regarding this policy should be directed to the MDT Human Resources Administrator.
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MDTA

Montana Department of Transportation
Human Resources Policy

Policy #3-0186 Date: July 20, 2012

Motor Carrier Services Enforcement Officer
Advancement Policy

PURPOSE

This policy provides for advancement of a Motor Carner Services (MCS) Enforcement
Officer when they have met and maintained all requirements for the next higher level
and for placement of individuals new to the position. Placement of an individual at an
appropriate occupation level is based on the individual's qualifications irrespective of
the individual's prior length of service with the Montana Department of Transportation.
Advancement under this policy is based upon successful job performance of the work
assigned, maintaining required cerifications and with expectations of achieving at
least the minimum gualifications required for the next higher level. Promotion or
transfer is not based upon race, sex, age, religion, national origin, disability, marital
status, political beliefs or any other factor that would be in violation of federal and state
civil nghts law.

DEFINITION

PROBATIONARY EMPLOYEE: In accordance with the MDT/MPEA Supplemental
agreement Section O, number 6. “Article 12, Section 1 of the MPEA Master Agreement,
and 2213807, ARM does not apply to MCS Officers. All new MCS 1 Officers, including
those who have attained permanent status in an agency and who transfer to the
Department of Transportation, MCS, must serve a probationary period of at least six
months from the date of appointment. An additional probationary period of three months
will be served upon successful completion of the Law Enforcement Academy.”

POLICY
QUALIFICATIONS:

This policy applies to employees in the following classification Motor Vehicle Safety
Inspectors, #536554 and titles: Officer |, Officer Il and Corporal. Officer | Requirements:

Knowledge of law, legal codes, court procedures, precedents, government regulations,
execufive orders, agency rules, and the democratic political process. Knowledge of English
language, principles and methodology of law enforcement. Knowledge of principles, and
methods of the commercial motor carmer industry. Provide quality customer service and
effective written and wverbal communication. Skilled in attention to detail, analyzing
situations, investigations, interviewing a wvanety of people, possesses -effective
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interpersonal skills using tact and diplomacy, provides accurate recordkeeping , active
listening, cntical thinking, and maintaining confidentiality.

In accordance with 7-32-303(5) (a) MCA, incumbent must attend fraining as required to
become a peace officer. Additionally, an entry level officer must successfully complete a
minimum of three months of on the job training, a twelve week Basic Law Enforcement
course at the Montana Law Enforcement Academy (MLEA) and five advanced level
commercial vehicle inspection courses for drivers, wvehicles, hazardous matenals
transportation, cargo tanks and other bulk packaging, incumbent must successfully pass
all training in order to advance. The supervisor or designated authorty will review
progress reports and notify the incumbent of successful completion.

This training can usually be completed within one year however, due to course
availability there are occasions when it can take longer. Incumbents must meet,
demonstrate, and consistently maintain the qualifications for Officer | in order to qualify for
promotion to Officer II.

Officer Il Requirements:

Successfully complete all Officer | requirements, maintain officer performance standards
and the Commercial Vehicle Safety Alliance (CVSA) Inspection certification criteria.
Obtains when eligible, and maintains a Basic Law Enforcement ceriificate issued by the
Public Safety Officer Standard of Training Council (POST).

Failure to maintain any certification will result in a reduction of pay to Officer | salary level.
Failure to maintain the POST Basic certificate will result in the inability to be employed as
an MCS Enforcement Officer.

Corporal Requirements:

In order to progress to Corporal rank, the Officer Il must:

» Serve three continuous years as an MCS Officer Il. This requirement may be waved
at the discretion of MCS Management, upon review of work history and
performance.

s Complete and maintain all MCS Officer Il requirements
Successfully pass a comprehensive general knowledge test
Maintain performance standards and CWVSA Inspection certification critena.

Corporals must be willing to paricipate in special assignments as assigned. These
assignments may include but are not limited to field training assignments, concentrated
enforcement efforts around the state or outreach activities. Corporals are encouraged to
pursue additional levels of training in their areas of interest such as fuel tax evasion,
hazardous matenals, vehicle size, weight, and safety enforcement.

Failure to meet all of the above requirements will result in the loss of Corporal status,

insignia, and pay reduction to Officer Il rank. Failure to maintain any certifications will
result in pay reduction to Officer | rank.
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In accordance with MT statute 7-32-303(5) (a) MCA, failure to maintain the POST Basic
certificate will result in the inability to be employed as an MCS Enforcement Officer

Employee’s responsibility:

The incumbent must be able to maintain certifications in order to maintain rank structure.
In addition, the employee’s progress through the career ladder is based on the pace of the
on the job training and the availability of MLEA and vehicle safety training.

Supervisors responsibilities

It is the Region Captain’s responsibility fo formulate and review work objectives with each
Officer and maintain a file of the Officer's progress.

It is the Officer's responsibility to provide documentation to their supervisor demonstrating
they are meeting their work objectives.

It is the Officer's responsibility to actively participate in the performance appraisal process
and the on-going performance management oversight conducted by their supenvisor.

PROCEDURES

When an MCS Officer attains eligibility for advancement according to this policy, the
Region Captain will submit a memo to the Enforcement Bureau Chief recommending
advancement. The Enforcement Bureau Chief and MCS Division Administrator will review
advancement recommendation on a case by case basis and submit a recommendation to
the Human Resources Division.

The memo will include the effective date of each accomplished requirement and a request
for career ladder advancement to the next rank and pay structure. The effective date of the
promotion will be the beginning of the pay period in which the final requirements for
advancement were met.

Salary advancements will be commensurate according to the current classification and pay
plan rules.

Questions concerning this policy should be directed to the Human Resources Division
Administrator.

The MCS Supervisor will monitor and register required training for the staff. Officers are
also expected to use their own initiative to meet their qualifications to the next level and
submit to their supervisor a request to attend appropriate training.

Special Circumstances:

It is recognized that this policy cannot cover every work or classification need within the
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organization. Mothing in this policy shall preclude management from reclassifying
employees in their present positions to classification that reflects the duties being
performed.

Patrol and Sergeant Positions are competitive positions and are not included in this career
ladder.
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