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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  

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


      
 
 

4 | P a g e  
 
 

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.  

 

 

  

Montana Department of Transportation

February 25, 2013
# = Position 

Number

Department outline
Governor

Steve Bullock
 

Director

Michael T Tooley
10001

Deputy Director

Pat Wise
26015

Billings District 

Stefan Streeter
59001

Aeronautics 

Debbie Alke
04001

Motor Carrier 

Services 

Duane Williams
22038

Missoula District 

Ed Toavs
51009

Butte District 

Jeffrey Ebert
53013

Maintenance 

 Jon Swartz 
41002

Highways and 

Engineering

Dwane Kailey
51009

Great Falls District 

Doug Wilmont 

(Acting)
55003

Administration 

Larry Flynn
20001

Glendive District 

Shane Mintz
57006

Rail, Transit & 

Planning 

Lynn Zanto
05035

Transportation 

Commission

5 members appointed 

by the Governor
 

Aeronautics Board

9 members appointed 

by the Governor
 

Information Services 

Mike Bousliman
81001

Internal Audit

Vickie Murphy
15001

Legal Services

Timothy Reardon
12001

Public Information

Lori Ryan
17001

Human Resources 

Brent Rabe
14004

Civil Rights 

Patti McCubbins
5004
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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.  

 

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. 

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

 Compliance Review 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    0 

Number of show cause notices issued.      0 

Number of show cause notices rescinded     0 

Number of show cause actions still under conciliation and unresolved 0 

Number of follow-up reviews conducted     0 

 

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. 

Training 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.   

 Of the 12 trainees placed, 3 were on Indian Reservation projects.  

 Of the 3 placed on the Indian Reservations, all 3 completed the training.   

 Of the 12 total trainees, minorities accounted for 4 of the training positions, females made 

up 7, and 2 trainees were minority females. 

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

continue training during the 2013 construction season.   
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Contractor EEO Compliance  

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: 

  

 

 

  

 

 

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.  

 Classification 
Total 

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 

Classification 
Total 

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% 
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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.   

http://www.mdt.mt.gov/
http://www.mt.gov/employment
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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 

http://mdtinfo.mdt.mt.gov/jobs/video/intranet_job_posting.html
http://mt.gov/statejobs/default.mcpx
http://www.mdt.mt.gov/jobs/interviewing.shtml
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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.  

 

Policy and Procedure Updates  

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 
during 2012:Advancement | Career Ladders 

Revised Author Type 

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 

http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0183.pdf
http://mdtinfo.mdt.mt.gov/policies/docs/policies/3-0186.pdf
http://mdtinfo.mdt.mt.gov/policies/docs/policies/4-0110.pdf
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Classification/Pay Revised Author Type 

  Natural Resource Energy Development Impact 11/26/12 State Policy 

Drug/Alcohol/Tobacco Use Revised Author Type 

3-0131 Smoke-Free Buildings and Vehicles 01/25/12 MDT Policy 

Equal Employment Opportunity Revised Author Type 

3-0604 Reasonable Accommodations & Equal Access Policy 12/07/12 MDT Policy 

  Reasonable Accommodations and Equal Access Policy Manager Fact 

Sheet 

02/01/12 State Fact 

Sheet 

3-0630.1 Non-discrimination EEO Addendum 06/19/12 MDT Policy 

Ethics Revised Author Type 

3-0180.1 Addendum to Ethics Model Policy 04/02/12 MDT Policy 

  Conflict of Interest Annual Disclosure Form 04/02/12 MDT Form 

Expenses Revised Author Type 

3-0122 Allowable Expenses Policy  10/17/12 MDT Policy 

Labor Management Relations Revised Author Type 

MPEA MPEA Master Agreement 07/30/12 DOA Contract 

  MPEA MOU 07/22/12 MDT Memo 

Leave Revised Author Type 

3-0309.1 FMLA Policy Addendum 10/17/12 MDT Policy 

3-0310.1 Addendum to Sick Leave 07/20/12 MDT Policy 

3-0325 Holiday Policy Addendum 04/02/12 MDT Policy 

Miscellaneous Revised Author Type 

  Employee Exchange/Loan 08/12 State Guide 

  Working For Other Agencies 10/03/12 MDT Guide 

  Student Intern 03/12 State Fact 

Sheet 

30181.1 Professional Dues, Licensing & Certification Fees Policy Addendum 10/17/12 MDT Policy 

Performance Management Revised Author Type 

3-0115.1 Performance Management and Evaluation Policy Addendum 02/21/12 MDT Policy 

Recruitment & Selection Revised Author Type 

3-0165.1 Recruitment & Selection Policy Addendum  12/07/12 MDT Policy 

  Recruitment and Selection Manual 12/07/12 MDT Manual 

Training Revised Author Type 

3-0801 Training Policy 01/25/12 MDT Policy 

Working Hours & Conditions Revised Author Type 

3-0175 Paid Time for HealthCare and Benefits Division Sponsored Events 09/06/12 State Policy 

3-0218 Rest Breaks 07/20/12 MDT Policy 

3-0220 Alternate Work Schedules Policy  10/17/12 MDT 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.   

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
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Workforce Analysis 

Agency Workforce Overview  
 

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% 

Total Labor Force  by Occupational Categories* 

 
 

EEO-4 Job Category 

 

White 

Female 

 

Black 

Female 

 

Hispanic 

Female 

 

Asian 

Female 

American 

Indian 

Female 

 

Total 

Females 

 
White 

Male 

 
Black 

Male 

 
Hispanic 

Male 

 
 

Asian Male 

 

American 

Indian Male 

 
 
Total Males 

 
Total Labor 

Force 

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            12,020 

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 

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

 Availability % 

  Minorities by Racial  Category 

EEO-4 Job Category  

Total 

Females 

 

Total 

Minorities 

 
Black 

 
Hispanic 

 
Asian 

 

American 

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% 

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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Agency-wide Analysis 
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Workforce Analysis by Title and Division 
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New Hires / Terminations 
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Promotions / Demotions 
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Net Changes in Employment 
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Employment Data as of December 31, 2012 
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Utilization Analysis
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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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Veteran and Disabled Monthly Applicant Flows 

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. 
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TOTAL TRAININGS ATTENDED -- PARTICIPANT ANALYSIS 

  

  Female Male 

EEO-4 Job Category White Black Hisp 
Asian/ 
Pacific 

American 
Indian 

Total 
Females 

White Black Hisp 
Asian/ 
Pacific 

American 
Indian 

Total 
Males 

Grand 
Total 

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 Craft 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 

                            

  Number Percent                       

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. 



      
 
 

77 | P a g e  
 
 

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 
 

  

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.
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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    2 
Number of Anticipated Vacancies   0 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     0 
 

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    7   
Number of Anticipated Vacancies   15 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     1 

 
Native American Females 

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

 
Asian Females 

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

Technicians 

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

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

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

 
Asian Females 

Number of Underutilized    1  
Number of Anticipated Vacancies   5 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     1 
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Protective Service 

Native American Males 
Number of Underutilized    11  
Number of Anticipated Vacancies   6 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     2 

 
Native American Females 

Number of Underutilized    1  
Number of Anticipated Vacancies   6 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     1 
 

Administrative Services 

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

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

Skilled Craft 

Black Males 
Number of Underutilized    1  
Number of Anticipated Vacancies   18 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     1  

Hispanic Males 
Number of Underutilized    8  
Number of Anticipated Vacancies   18 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     1      

 
Native American Males 

Number of Underutilized    12 
Number of Anticipated Vacancies   18 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     1 
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White Females 

Number of Underutilized    11 
Number of Anticipated Vacancies   18 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     3 

 
Black Females 

Number of Underutilized    2  
Number of Anticipated Vacancies   18 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     1 

 
Hispanic Females 

Number of Underutilized    2  
Number of Anticipated Vacancies   18 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     1 

 
Native American Females 

Number of Underutilized    1 
Number of Anticipated Vacancies   18 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     1 

 
Service/Maintenance  

Hispanic Males 
Number of Underutilized    1  
Number of Anticipated Vacancies   10 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     1 
 

Native American Males 
Number of Underutilized    1  
Number of Anticipated Vacancies   10 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     1 
 

White Females 
Number of Underutilized    3  
Number of Anticipated Vacancies   10 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     3 

 
Hispanic Females 

Number of Underutilized    1  
Number of Anticipated Vacancies   10 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     1 

 
Native American Females 

Number of Underutilized    2 



      
 
 

83 | P a g e  
 
 

Number of Anticipated Vacancies   10 
Number of years planned to reach ultimate goal 5 
Annual Placement goal     1 
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STA 5 Year Projected Goals 

Job Category Numerical Goals 
Males Females 

White Blacks Hisp AI/AN AS/PI White Blacks Hisp AI/AN AS/PI 

  

Official Administrators 

Goals FY 2009 

                    

Professional     1 1 1 10   1 1 1 

Technicians       2         1   

Protective Service       2         1   

Para-Professionals                     

Administrative Support                     

Skilled Craft   1 1 1   3   1     

Service/Maintenance     1 1   1   1 1   

            

Job Category Numerical Goals 
Males Females 

White Blacks Hisp AI/AN AS/PI White Blacks Hisp AI/AN AS/PI 

  

Official Administrators 

Goals FY 2010 

                    

Professional     1  1 1 10   1 1 1 

Technicians       2  1       1  1 

Protective Service       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 
Males Females 

White Blacks Hisp AI/AN AS/PI White Blacks Hisp AI/AN AS/PI 

  

Official Administrators 

Goals FY 2011 

                    

Professional     1     10   1 1   

Technicians       2             

Protective Service       2             

Para-Professionals                     

Administrative Support                     

Skilled Craft     1 1   3         

Service/Maintenance                     
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STA 5 Year Projected Goals 

Job Category Numerical Goals 
Males Females 

White Blacks Hisp AI/AN AS/PI White Blacks Hisp AI/AN AS/PI 

  

Official Administrators 

Goals FY 2012 

                    

Professional     1     10   1 1   

Technicians       2             

Protective Service       2             

Para-Professionals                     

Administrative Support                     

Skilled Craft     2 1   3         

Service/Maintenance                     

            

Job Category Numerical Goals 
Males Females 

White Blacks Hisp AI/AN AS/PI White Blacks Hisp AI/AN AS/PI 

  

Official Administrators 

Goals FY 2013 

                    

Professional           10   1 1   

Technicians       2             

Protective Service       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.  
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Appendix A – EEO Policy Update 
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Appendix B – Training Policy Update 
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Appendix C – Recruitment and Selection Policy Update 
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Appendix D – MCS Advancement Policy Update 
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