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KANSAS DEPARTMENT OF TRANSPORTATION 
EXTERNAL CIVIL RIGHTS PROGRAM UPDATE 

 
 
I. Organization and Structure  
 
A.  Civil Rights Administrator and Staff 
 
The Kansas Department of Transportation (KDOT) External Civil Rights Programs are centralized in 
KDOTôs Office of Civil Rights (OCR).  The OCRôs Civil Rights Administrator is responsible for compliance 
monitoring for Title VI of the 1964 Civil Rights Act (Title VI) by all of KDOT, all Sub Recipients, and all 
KDOT Contractors; compliance monitoring for the Disadvantaged Business Enterprise (DBE) Program; 
contract compliance by highway contractors; and investigations concerning wage compliance with Davis 
Bacon and related acts. 
 
There has been a change in the staffing in the OCR.  Mike Smith, the Internal EEO Officer, who 
previously reported to OCR, now reports to the Bureau of Personnel Services. He will continue to perform 
the duties of the internal EEO Officer and ADA Coordinator for the agency. There have not been any 
changes to the external EEO staffing.   
 
 
Current Staffing: 
 
All positions are 100 percent dedicated to the OCR. 
 
Doria Watson, Civil Rights Administrator 
Debra Hepp, Program Consultant II and Title VI Coordinator 
Robyn Dudney, Program Consultant I Districts 2 and 4 
Deb Dillner, Program Consultant I Districts 3, 5 and 6 
Charles Dilliehunt Jr., Program Consultant I District 1 
Kate Craft, Senior Administrative Assistant 
 
B.  District and Division Personnel 
 
District and Division staff helps to assure compliance as well.  They serve as the daily eyes and ears in 
the field for EEO compliance.  Title VI coordinators are in various Bureaus and in each District to assist 
locally with monitoring and education concerning Title VI.  Inspectors conduct Davis Bacon wage rate 
Interviews on their projects to monitor compliance.   
 
Training 
 
Training attended by OCR staff: 
 

¶ 12/21/10 ñOuch ï That Stereotype Hurtsò training provided by KDOT, OCR staff (Doria, Mike, Debra, 
Deb, Kate & Charles) 

¶ 3/23/11 FTA EEO Webinar (Debra) 

¶ 3/30/11 TEAM FTA DBE Report Module Training (Debra) 

¶ 5/17/11 ñOuch ï That Stereotype Hurtsò training provided by KDOT (Robyn) 
 
II. Compliance Procedures 
 
The current procedures for Contract Compliance Reviews are outlined in the approved Contractors EEO 
Compliance Manual published in 2008 and available on the KDOT website at the following address:    
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http://www.ksdot.org/divadmin/civilrights/pdf/EEO_Contract_Compliance_Manual.pdf 
 

 
III. Accomplishments for 10-1-2010 through 8-11-11 
 
Regular Project Compliance Review Program: 
 
The goal for FFY 2011 was to conduct 21 compliance reviews.  The information to date is as follows:  It is 
expected that compliance reviews will be conducted on 17 different firms by the end of the fiscal year.   
  

¶  Of the firms reviewed, 5 were found to be in compliance.6 firms entered into a Voluntary Correction 
Action Plan (VCAP) to address minor, fixable problems to bring them into compliance; and 

¶ KDOT expects to  review 6  by the end of the fiscal year 
     
IV. Area-wide plans/Hometown and Imposed 
 
Not applicable 
 
V.  Contract Sanctions 
 
The procedures for contract sanctions are outlined in required provision 11-15-96-R4.  No sanctions were 
imposed in FFY 2011. 
 
VI. Complaints 
 
During FFY 2011 no discrimination complaints were filed against contractors. 

 
VII. External Training Programs, including supportive services   
 
Trainee Program: 
 
KDOT manages a construction trainee program.  KDOTôs Construction and Maintenance staff assigns 
trainees to NHS and non-NHS projects excluding M and C jurisdiction projects that are $6,000,000 or 
more, 150 days or more in length and are one of the following work types: Bridge Replacement, Grading 
and Surfacing, Grading Bridge and Surfacing, Pavement Recycle or Bridge.   
 
The current procedures for the Trainee Program are outlined in the KDOT Trainee Handbook which was 
revised in 2004 and is available on the KDOT website at: 
 
 http://www.ksdot.org/divadmin/civilrights/pdf/KDOT_Trainee_Handbook.pdf 
 
During the FFY 2011, 17 trainees completed the training and graduated from the Trainee Program.  
Currently, there are 45 active trainees on highway construction projects across the state of Kansas.   The 
trainee report for period 10-1-2010 through 8-22-2011 is at the end of the External Civil Rights section of 
this document.  Through May 2011lettings, 24,280 trainee hours were assigned. 
 
The On the Job Training  Supportive Services Program for Northeast Kansas is operated by the Young 
Womenôs Christian Association (YWCA) Career Assistance Network (CAN). The Wichita, central Kansas 
region is served by KANSEL (Kansas School for Effective Learning).  These programs are currently 
funded with ARRA funds from FHWA as well as KDOT funds.  
 
  

http://www.ksdot.org/divadmin/civilrights/pdf/EEO_Contract_Compliance_Manual.pdf
http://www.ksdot.org/divadmin/civilrights/pdf/KDOT_Trainee_Handbook.pdf
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VIII. Disadvantaged Business Enterprise Program 
 
The current procedures for the Disadvantaged Business Enterprise Program are outlined in the KDOT 
Disadvantaged Business Enterprise manual which is available on the KDOT website at: 
 
http://www.ksdot.org/divadmin/civilrights/pdf/DBEPROGRAMMANUAL.pdf 

 
DBE Payment Reviews: 
 
During FFY 2011, a goal was set to review three (3) was for payment reviews.  Payment reviews are 
generally undertaken when there is a concern either expressed by Disadvantaged Business Enterprises, 
field staff or others concerning the appropriateness of payments from contractors to DBE firms for 
committed goal work.  One payment review was completed for FFY 2011 with no deficiencies noted for 
the contractor. 

 
DBE construction contracts let in FFY 2011 (10/1/10 through 7/20/11) 
 

$72,766,875 Total construction awards 100.00% 

$3,966,000 Total assigned DBE goal 5.45% 

$1,572,933 Total committed to Minority Men 2.16% 

$4,777,253 Total committed to White Women 6.57% 

$1,045,771 
Total committed to Minority 

Women 
1.44% 

$7,395,957 Total committed to DBEôs 10.16% 

 
 
DBE Supportive Services Program is delivered for KDOT to DBE firms by CBIZ Accounting, Tax and 
Advisory Services.  CBIZ is a for-profit firm with offices across Kansas.  They provide one-on-one and 
small group training and assistance for the DBE firms requesting assistance to set up accounting 
software, document financial status to increase bonding capacity, etc.  Workshops are provided to train 
DBE firms on various business strategies to increase profitability and strengthen the firmôs standing.  This 
program is currently funded through a competitive grant application for discretionary funds from FHWA as 
well from KDOT funds. 
  
 
IX. Liaison 
 
KDOTôs OCR established a DBE Advisory Committee in 2010.    The committee agreed to meet quarterly 
at the KDOT Headquarters office.  The group consists of current Kansas certified DBEs as well as other 
approved KDOT contractors. The committee is not tasked with setting policies, however, they are asked 
to provide input and insight on the  impact of certain policies as well as suggestions for improving the 
DBE program.  Due to inclement weather this past winter, two meetings were cancelled.  However, the 
committee has met twice since the last reporting period and will be meeting in September 2011.  
 
 
X. Innovative Programs 
 

¶ KDOT and the OCR received On the Job Training / Supportive Services (OJT/SS) funding from 
FHWA for a Summer Training Institute (STI).  The institute selected for this project was Donnelly 
College, Kansas City, Kansas.  The mission of STI is to foster  educational initiatives designed to 
prepare students (particularly minorities and women) to become an important part of the 

http://www.ksdot.org/divadmin/civilrights/pdf/DBEPROGRAMMANUAL.pdf
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transportation workforce of the 21
st
 century by focusing on science, technology, engineering and 

mathematics through curriculum development and other enrichment activities. 
 

¶ KDOT received funding for a Construction Career Expo which was held September 20, 2011 at the 
Kansas Expo Center in the Exhibition Hall.  The event was geared toward minority students and 
females.  One thousand two hundred forty-five (1245) students were in attendance.  All middle and 
high school in Topeka Public School District (TPS) was represented, Capitol City High School, Hope 
Academy as well as the Kickapoo Nation School were in attendance.  There were thirty-three (33) 
contractors represented with 15 different pieces of heavy construction equipment. The goal of the 
Expo was to expose and inspire the students to consider   highway construction as a potential career. 
The students were able to experience interactive hands-on construction activity. 

 

¶ KDOT contracted PROPIO (language line) to provide interpreting services.  PROPIOôs services will 
improve real-time access to Agency programs and services for individuals with limited English 
proficiency.   
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Summary of FFY 2011 Accomplishments       
 

¶ Compliance review:  Seventeen contractors have been identified by KDOT for reviews during FFY 
2011.  

 

¶ Royal Valley Construction Career Day: Staff from KDOTôs OCR organized a Construction Career Day  
on November 22, 2010 for approximately eighty 4

th
 grade students.   Hands-on construction related 

activities and heavy highway construction equipment displays were provided.  Royal Valley has a 
large percentage of Native American students. 

 

¶ Scott Magnet School Career Day:  Staff from KDOTôs OCR spoke on April 13, 2011 about various 
professions and careers at KDOT to 240 3

rd
 & 4

th
 grade elementary students, the majority of whom 

were minority students. 
 

¶ East Topeka Construction Career Day:  Staff from KDOTôs OCR organized this event which was held 
May 10, 2011, for approximately 150 minority youth and their parents.  All activities focused on 
highway construction.  Local contractors and organizations were also involved.  Parents had the 
opportunity to visit with minority recruiters from KDOT. 

 

¶ Congresswoman Lynn Jenkins Government Contracting Fair for Small Businesses at the Topeka and 
Shawnee County Public Library:  At this event, staff from OCR and Procurement offered assistance to 
companies interested in doing work with or for KDOT.  This event was held on May 18, 2011.  
Materials provided included DBE certification and application process information.   

 

¶ Training Program: KDOT currently has a total of 45 trainees enrolled in the program and has 
assigned 24,280 trainee hours through August 22, 2011.   

 

¶ DBE Review: KDOTôs OCR has completed one DBE Payment Review on contractor Venture. 
 
 

 

KDOT Goals for FFY 2012 

¶ Complete twenty one (21) compliance reviews 
 

¶ Complete three (3) DBE payment reviews 
 

¶ Assign 15,000 trainee hours 
 

¶ Conduct a Construction Career Day at the Kansas Expo Center. As part of the career day plans, 
KDOT, KDOT hopes to increase the participation of minority students in Shawnee County and 
surrounding areas. 
 

¶ Conduct Summer Transportation Institute through Donnelly College summer 2012 targeting upper 
level high school females and minorities.    
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KDOT TRAINEE COUNT SUMMARY 

 

DATA ON TRAINEES FOR 10/01/2010   THROUGH 8/22/2011    

No. trainees in program on 

10/01/2010: 

 

10/01/2010 

New trainees  

enrolled 

No. trainees  

dropped out 

No. trainees completed 

program 

No. trainees remaining in 

program on 08/22/2001: 

 

08/22/2011 

Non-Minority Minority Non-Minority Minority Non-Minority Minority Non-Minority Minority Non-Minority Minority 

M F M F M F M F M F M F M F M F M F M F 

     0 5 28 1 0 4 31 1 0 0 1 1 0 3 14 0 0 6 38 1 

34 36 2 17 45 

 

  

 

 

 

 
 

No. Trainees Inactive 

Non-Minority Minority 

M F M F 

0 0 6 0 

6 
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Standard U.S. Department of Transportation Title VI 
Assurances 
 

The State of Kansas (hereinafter referred to as the ñRecipientò) HEREBY AGREES THAT as a condition to 
receiving any Federal financial assistance from the Department of Transportation and Federal programs including  
the Federal Highway Administration, Federal Transit Administration and Federal Aviation Administration, it will 
comply with Title VI of the Civil Rights Act of 1964, 78 Stat. 252, 42 U.S.C. 2000d-42 U.S.C. 2000d-4 (hereinafter 
referred to as the Act), and all requirements imposed by or pursuant to Title 49, Code of Federal Regulations 
(CFR), Department of Transportation Sub Title A, Office of the Secretary, Part 21, nondiscrimination in Federally-
Assisted Programs of the Department of Transportation-Effectuation of Title VI of the Civil Rights Act of 1964, 
Title 23 Code of Federal Regulations, Part 200, Title VI Program and Related Statutes ï Implementation and 
Review Procedures (hereinafter referred to as the Regulations) and other pertinent nondiscrimination authorities 
and directives, to the end that in accordance with the Act, Regulations, and other pertinent nondiscrimination 
authorities and directives, no person in the United States shall, on the grounds of race color, or national origin, 
sex (23 USC 324), age (42 USC 6101) disability/handicap (29 USC 790) and low income status (Executive Order 
12898) be excluded from participation in, be denied the benefits of, or be otherwise subjected to discrimination 
under any program or activity for which the Recipient receives Federal financial assistance from the Department 
of Transportation, including the Federal Highway Administration, Federal Transit Administration and Federal 
Aviation Administration, and HEREBY GIVES ASSURANCE THAT it will promptly take any measures necessary 
to effectuate this agreement. This assurance is required by Title 49 Code of Federal Regulations, subsection 
21.7(a)(1) and Title 23 Code of Federal Regulations, section 200.9(a)(1) of the Regulations, copies of which are 
attached.  
 
More specifically and without limiting the above general assurance, the Recipient hereby gives the following 
specific assurances with respect to its Federal-Aid Highway, Transit and Aviation Programs: 

 
1. That the Recipient agrees that each ñprogramò and each ñfacility as defined in 49 CFR 

subsections 21.23(e) and 21.23(b) and 23 CFR 200.5(k) and (g) of the Regulations, will be (with 
regard to a ñprogramò) conducted, or will be (with regard to a ñfacilityò) operated in compliance 
with all requirements imposed by, or pursuant to, the Regulations. 
 

2. That the Recipient shall insert the following notification in all solicitations for bids for work or 
material subject to the Regulations and made in connection with the Federal-Aid Highway, Transit 
and Aviation and, in Programs adapted form in all proposals for negotiated agreements: 

 
The State of Kansas  in accordance with Title VI of the Civil Rights Act of 1964, 78 Stat. 252, 42 U.S.C. 2000d to 
2000d-4 and Title 49, Code of Federal Regulations, Department of Transportation, Sub Title A, Office of the 
Secretary, Part 21, Nondiscrimination in Federally assisted programs of the Department of Transportation and 
Title 23 Code of Federal Regulations, Part 200, Title VI Program and Related Statutes, issued pursuant to such 
Act, hereby notifies all bidden that it will affirmatively insure that in any contact entered into pursuant to this 
advertisement, disadvantaged business enterprises will be afforded full opportunity to submit bids in response to 
this invitation and will not be discriminated against on the grounds of race, color, or national origin, sex, age, 
disability/handicap and low income status in consideration for an award. 

 
3. That the Recipient shall insert the clauses of Appendix A of this assurance in every contract 

subject to the Act and the Regulations. 
 

4. That the Recipient shall insert the clauses of Appendix B of this assurance, as a covenant 
running with the land, in any deed from the United States effecting a transfer of real property, 
structures, or improvements thereon, or interest therein. 
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5. That where the Recipient receives Federal financial assistance to construct a facility, or part of a 

facility, the assurance shall extend to the entire facility and facilities operated in connection 
therewith. 
 

6. That where the Recipient receives Federal financial assistance in the form, or for the acquisition 
of real property or an interest in real property, the assurance shall extend to right to space on, 
over or under such property. 
 

7. That the Recipient shall include the appropriate clauses set forth in Appendix C of this assurance, 
as a covenant running with the land, in any future deeds, leases, permits, licenses, and similar 
agreements entered into by the Recipient with other parties: (a) for the subsequent transfer of 
real property acquired or improved under Federal-Aid Highway, Transit or Aviation Programs; and 
(b) for the construction or use of or access to space on over or under real property acquired, or 
improved under Federal-Aid Highway, Transit or Aviation Programs. 
 

8. That this assurance obligates the Recipient for the period during which Federal financial 
assistance is extended to the program, except where the Federal financial assistance is to 
provide, or is in the form of, personal property, or real property or interest therein or structures or 
improvements thereon, in which case the assurance obligates the Recipient or any transferee for 
the longer of the following periods: (a) the period during which the property is used for a purpose 
for which the Federal financial assistance is extended, or for another purpose involving the 
provision of similar services or benefits; or (b) the period during which the Recipient retains 
ownership or possession of the property. 
 

9. The Recipient shall provide for such methods of administration for the program as are found by 
the Secretary of Transportation or the official to whom he delegates specific authority to give 
reasonable guarantee that it, other recipients, sub-grantees, contractors, subcontractors, 
transferees, successors in interest, and other participants of Federal financial assistance under 
such program will comply with all requirements imposed or pursuant to the Act, the Regulations 
and this assurance.  
 

10. The Recipient agrees that the United States has a right to seek judicial enforcement with regard 
to any matter arising under the Act, the Regulations, and this assurance. 

 
THIS ASSURANCE is given in consideration of and for the purpose of obtaining any and all Federal grants, loans, 
contracts, property, discounts or other Federal financial assistance extended after the date hereof to the Recipient 
Department of Transportation under the Federal-Aid Highway, Transit and Aviation Programs and is binding on it, 
other recipients, sub-grantees, contractors, subcontractors, transferees, successors in interest and other 
participants in the Federal-Aid Highway, Transit and Aviation Programs. The person or persons whose signatures 
appear below are authorized to sign this assurance on behalf of the Recipient. 

 
Dated  June 10, 2011 
         Debra L. Miller 
      Secretary of Department of Transportation 
      State of Kansas 
Attachments: Appendices A, B, C 
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                                                                                                                                       APPENDIX A 
 
During the performance of this contract, the contractor, for itself, its assignees and successors in interest 
(hereinafter referred to as the ñcontractorò) agrees as follows: 
 

(1) Compliance with Regulations:  The contractor shall comply with the Regulations relative to the 
nondiscrimination in Federally-assisted programs of the Department of Transportation 
(hereinafter, ñDOTò) Title 49, Code of Federal Regulations, Part 21, and the Federal highway 
Administration (hereinafter ñFHWAò) Title 23, Code of Federal Regulations, Part 200 as they may 
be amended from time to time, (hereinafter referred to as the Regulations), which are herein 
incorporated by reference and made a part of this contract. 

 
(2) Nondiscrimination:  The Contractor, with regard to the work performed by it during the contract, 

shall not discriminate on the grounds of race, color, or national origin, sex, age, 
disability/handicap and low income status in the selection and retention of subcontractors, 
including procurements of materials and leases of equipment. The contractor shall not participate 
either directly or indirectly in the discrimination prohibited by 49 CFR, section 21.5 of the 
Regulations, including employment practices when the contract covers a program set forth in 
Appendix B of the Regulations. 

 
(3) Solicitations for Subcontractors, Including Procurements of Materials and Equipment:  In 

all solicitations either by competitive bidding or negotiation made by the contractor for work to be 
performed under a subcontract, including procurements of materials or leases of equipment, 
reach potential subcontractor or supplier shall be notified by the contractor of the contractorôs 
obligations under this contract and the Regulations relative to nondiscrimination on the grounds of 
race, color, or national origin, sex, age, disability/handicap and low income status. 

 
(4) Information and Reports:  The contractor shall provide all information and reports required by 

the Regulations or directives issued pursuant thereto, and shall permit access to its books, 
records, accounts, other sources or information, and its facilities as may be determined by the 
(Recipient) or the FHWA, FTA or FAA to be pertinent to ascertain compliance with such 
Regulations, orders and instructions. Where any information required of a contractor is in the 
exclusive possession of another who fails or refuses to furnish this information the contractor 
shall so certify to the (Recipient), or the FHWA, FTA or FAA as appropriate, and shall set forth 
what efforts it has made to obtain the information. 

(5) Sanctions for Noncompliance:  In the event of the contractorôs noncompliance with the 
nondiscrimination provisions of this contract, the (Recipient)shall impose such contract sanctions 
as it or the FHWA, FTA or FAA may determine to be appropriate, including, but not limited to: 
 

a. Withholding of payments to the contractor under the contract until the contractor 
complies, and/or 

b. Cancellation, termination or suspension of the contractor, in whole or in part. 
(6) Incorporation of Provisions: The contractor shall include the provisions of paragraphs (1) 

through (6) in every subcontract, including procurements of materials and leases of equipment, 
unless exempt by the Regulations, or directives issued pursuant thereto.  

The contractor shall take such action with respect to any subcontractor procurement as the (Recipient) or the 
FHWA, FTA or FAA may direct as a means of enforcing such provisions including sanctions for noncompliance: 
Provided, however, that, in the event a contractor becomes involved in, or is threatened with, litigation with a 
subcontractor or supplier as a result of such direction, the contractor may request the (Recipient) to enter into 
such litigation to protect the interests of the (Recipient), and, in addition, the contractor may request the United 
States to enter into such litigation to protect the interests of the United States. 
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APPENDIX B 

A. The following clauses shall be included in any and all deeds effecting or recording the transfer of 

real property, structures or improvements thereon, or interest therein from the United States. 

(GRANTING CLAUSE) 
NOW, THEREFORE, the Department of Transportation, as authorized by law, and upon the condition that the 
(Recipient) will accept Title to the lands and maintain the project constructed thereon, in accordance with 
K.S.A.68-401 et Seq. the Regulations for the Administration of the Department of Transportation, and also in 
accordance with and in compliance with all requirements imposed by or pursuant to Title 49, Code of Federal 
Regulations, Department of Transportation, Sub Title A, Office of the Secretary, Part 21, Nondiscrimination in 
federally assisted programs of the Department of Transportation and Title 23 Code of Federal Regulations, Part 
200, Title VI Program and Related Statues (hereinafter referred to as the Regulations) pertaining to and 
effectuating the provision of Title VI of the Civil Rights act of 1964 (78 Stat. 252; 42 U.S.C. .2000d to 2000d-4), 
does hereby remise, release, quitclaim and convey unto the Kansas Department of Transportation all the right, 
Title and interest of the Department of Transportation in and to said lands described in Exhibit ñAò attached hereto 
and made a part hereof.  
 
(HABENDUM CLAUSE) 
 
TO HAVE AND TO HOLD said lands and interests therein unto Kansas Department of Transportation and its 
successors forever, subject, however, to the covenants, conditions, restrictions and reservations herein contained 
as follows, which will remain in effect for the period during which the real property or structures are used for a 
purpose for which Federal financial assistance is extended or for another purpose involving the provisions of 
similar services or benefits and shall be binding on the Kansas Department of Transportation, its successors and 
assigns. 
 
The Kansas Department of Transportation, in consideration or the conveyance of said lands and interests in 
lands, does hereby covenant and agree as a covenant running with the land for itself, its successors and assigns, 
that (1) no person shall on the grounds of race, color, or national origin, sex, age, disability/handicap and low 
income status, be excluded from participation in, be denied the benefits of, or be otherwise subjected to 
discrimination with regard to any facility located wholly or in part on over or under such lands hereby conveyed [,] 
[and)*(2) that the Kansas Department of Transportation shall use the lands and interests in lands and interests in 
lands so conveyed, in compliance with all requirements imposed by or pursuant to Title 49, Code of Federal 
Regulations, Department of Transportation, Sub Title A, Office of Secretary, Part 21, Nondiscrimination in 
federally assisted programs of the Department of Transportation ï Effectuation of Title VI of the Civil Rights Act of 
1964, Title 23 Code of Federal Regulations, Part 200, Title VI Program and Related Statutes ï Implementation 
and Review Procedures, and as said Regulations may be amended [,] and (3) that in the event of breach of any of 
the above-mentioned nondiscrimination conditions, the Department shall have a right to reenter said lands and 
facilities on said land, and the above described land and facilities shall thereon revert to and vest in and become 
the absolute property of the Department of Transportation and its assigns as such interest existed prior to this 
instruction.* 
 
 
 
*Reverter clause and related language to be used only when it is determined that such a clause is necessary in order to 
effectuate the purposes of Title VI of the Civil Rights Act of 1964. 
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                                                                                                                                              APPENDIX C 
 
The following clauses shall be included in all deeds, licenses, leases, permits, or similar instruments 
entered into by the Kansas Department of Transportation pursuant to the provisions of Assurance 7(a). 
The (grantee, licensee, lessee, permitee, etc., as appropriate) for himself, his heirs, personal 
representatives, successors in interest, and assigns, as a part of the consideration hereof, does hereby 
covenant and agree [in the case of deeds and leases add ñas a covenant running with the landò] that in 
the event facilities are constructed, maintained, or otherwise operated on the said property described in 
this (deed, license, lease, permit, etc.) for a purpose for which a Department of Transportation program or 
activity is extended or for another purpose involving the provision of similar services or benefits, the 
(grantee, licensee, lessee, permitee, etc.) shall maintain and operate such facilities and services in 
compliance with all other requirements imposed pursuant to Title 49, Code of Federal Regulations, 
Department of Transportation, Sub Title A, Office of the Secretary, Part 21, Nondiscrimination in 
Federally-assisted programs of the Department of Transportation ï Effectuation of Title VI of the Civil 
Rights Act of 1964, Title 23 Code of Federal Regulations, Part 200, Title VI Program and Related Statutes 
ï Implementation and Review Procedures, and as said Regulations may be amended.  
[Include in licenses, leases, permits, etc.]* 
That in the event of breach of any of the above nondiscrimination covenants, Kansas Department of 
Transportation shall have the right to terminate the [license, lease, permit, etc.] and to re-enter and 
repossess said land and the facilities thereon, and hold the same as if said [licenses, lease, permit, etc.] 
had never been made or issued. 
[Include in deed.]* 
That in the event of breach of any of the above nondiscrimination covenants, Kansas Department of 
Transportation shall have the right to reenter said lands and facilities thereon, and the above described 
lands and facilities shall thereupon revert to and vest in and become the absolute property of Kansas 
Department of Transportation and its assigns. 
The following shall be included in all deeds, licenses, leases, permits, or similar agreements entered into 
by Kansas Department of Transportation pursuant to the provisions of Assurance 7(b). 
The (grantee, licensee, lessee, permitee, etc., as appropriate) for himself, his personal representatives, 
successors, in interest, and assigns, as a part of the consideration hereof, does hereby covenant and 
agree (in the case of deeds, and leases add ñas a covenant running with the landò) that (1) no person on 
the ground of race, color or national origin, sex, age, disability/handicap and low income status shall be 
excluded from participation in, denied the benefits of, or be otherwise subjected to discrimination in the 
use of said facilities, (2) that in the construction of any improvements on, over or under such land and the 
furnishing of services thereon, no person on the ground of race, color, or national origin, sex, age, 
disability/handicap and low income status, shall be excluded from participation in, denied the benefits of, 
or otherwise be subjected to discrimination, (3) that the (grantee, licensee, lessee, permitee, etc.) shall 
use the premises in compliance with all other requirements imposed by or pursuant to Title 49, Code of 
Federal Regulations, Department of Transportation, Sub Title A, Office of the Secretary, Part 21, 
Nondiscrimination in Federally-assisted programs of the Department of Transportation ï Effectuation of 
Title VI of the Civil Rights Act of 1964, Title 23 Code of Federal Regulations, part 200, Title VI Program 
and Related Statuses ï Implementation and Review Procedures, and as said Regulations may be 
amended. 
[Include in licenses, leases, permits, etc.]* 
*Reverter clause and related language to be used only when it is determined that such a clause is necessary in order 
to effectuate the purposes of Title VI of the Civil Rights Act of 1964.  

That in the event of breach of any of the above nondiscrimination covenants, Kansas Department of 
Transportation shall have the right to terminate the [license, lease, permit, etc.] and to reenter and 
repossess said land and the facilities thereon, and hold the same as if said [license, lease, permit, etc.] 
had never been made or issued. 
[Include in deeds]* 
That in the event of breach of any of the above nondiscrimination covenants, Kansas Department of 
Transportation shall have the right to reenter said land and facilities there-on, and the above described 
lands and facilities shall thereupon revert to and vest in and become the absolute property of Kansas 
Department of Transportation and its assigns. 
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* Reverter clause and related language to be used only when it is determined that such a clause is necessary in order 
to effect        the purposes of Title VI of the Civil Rights Act of 1964. 
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Preface 

 
 

The Kansas Department of Transportation (KDOT) will make every effort to 
seek out and eliminate discrimination in the Agencyôs internal and external 
transportation programs.   Our internal vision is to develop and maintain a 
productive, quality, and diverse workforce. This plan is to promote 
continuous improvement toward the goal of Equal Employment Opportunity 
(EEO). 
 
EEO requires equal treatment with regard to all terms and conditions of 
employment. 
 
Affirmative Action (AA) includes outreach, hiring, promotion, retention, and 
training initiatives and actions. AA also includes performing an analysis to 
determine whether the efforts to correct imbalance have been effective.  
 
Race and gender conscious actions are permissible and may be warranted 
when they represent a narrowly tailored remedy to known discrimination.  
Prior to undertaking race or gender conscious actions, accurate data 
should indicate that race/gender neutral methods have been unable to 
redress disparity.  Even when representation of protected group individuals 
within KDOT is generally consistent with availability in Kansas, there are 
opportunities for continuous improvement in specific locations and job 
families, and in the range of methods utilized to achieve organizational 
parity. 
 
The EEO/AAP planning process involves Executive Managers, District 
Engineers, Senior Managers, the Bureau of Personnel Services, and the 
Civil Rights program managers, in the establishment of EEO/AAP goals 
and/or strategies for their units, as well as providing overall guidance and 
support for the direction of Civil Rightsô programs within KDOT.  All 
managers have a responsibility to make decisions on the basis of merit and 
strategic Agency goals and undertake AA with regard to recruitment and 
selection of qualified individuals.  
 
Supervisors are directed to be proactive in seeking out, and remedying 
behaviors that might reasonably be considered harassing or discriminatory.  
This includes an examination of individual practices and decisions to 
eliminate those processes that may disparately impact one or more 
protected groups. 

 
        
 
           
            
       Deb Miller 

         Secretary of Transportation 
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KANSAS DEPARTMENT OF TRANSPORTATION 
STATEMENT OF EMPLOYMENT POLICY 

October 11, 2011 
It is Agency policy that all personnel actions related to the Kansas classified service within 

Kansas Department of Transportation (KDOT) are based on merit and fitness to perform the work 
required and that all individuals have equal opportunity for employment, and freedom from discrimination 
and harassment. In addition, it is my policy that KDOT treat current and prospective employees fairly.  
The Agency strives to have a quality and diverse work force. 
 

MERIT - KDOT shall comply with the Kansas Civil Service Act. Kansas Statute Annotated 
75-2925 provides "All personnel administration actions regarding employees in the state classified 
service shall be made without regard to race, national origin or ancestry, religion, political affiliation, or 
other non-merit factors. Personnel administration actions shall be based on merit principles and fitness 
to perform the work required and shall provide fair and equal opportunity for public service.ò  
 

EQUAL EMPLOYMENT OPPORTUNITY - KDOT shall comply with Title Vll of the Civil Rights 
Act of 1964, the Pregnancy Discrimination Act, the Equal Pay Act, the Age Discrimination in 
Employment Act (ADEA), the Civil Rights Act of 1991, and the Americans with Disabilities Act (ADA) and 
ADA Amendments Act of 2008 (ADAAA).  Title VII prohibits employment discrimination based on race, 
religion, color, sex, or national origin. The ADA and ADAAA prohibit discrimination on the basis of 
disability and require efforts to reasonably accommodate qualifying disabilities. The (ADEA) and Kansas 
ADEA prohibit discrimination based upon age over the age of 40.  The Genetic Information 
Nondiscrimination Act (GINA) provides protection based on an individualôs genetic information, and 
Executive Order 07-24 adds sexual orientation and gender identity to the groups protected from 
discrimination and harassment.  
 

PROHIBITION OF SEXUAL HARASSMENT - KDOT prohibits sexual harassment. Sexual 
harassment is defined as any unwanted, deliberate, or repeated sexual behavior (including comments, 
gestures, or touching) when submission to such conduct is made either explicitly or implicitly a term or 
condition of employment; submission or rejection of such conduct is used as the basis for employment 
decisions; or when an action interferes with an individual's work performance by creating an intimidating, 
hostile or offensive environment.  

 
RESPONSIBILITIES AND REMEDIES - Managers shall make a continuing effort to identify and 

eliminate any discrimination, including sexual harassment, in KDOTôs programs and activities.  Agency 
personnel are responsible for behaving in a manner consistent with the laws, rules, regulations, and 
agency policy governing EEO, ADA, and sexual harassment and to report discrimination. Any current or 
prospective employee who has a complaint concerning an employment practice is encouraged to follow 
the agency procedures specified in the Kansas Department of Transportation Standard Operating 
Manual (S.O.M.) and may contact the EEO Officer listed below at anytime for the purpose of discussing 
problems and obtaining policy guidance. 

 
COMPLAINTS OF DISCRIMINATION - The Agency has implemented policies and procedures 

to achieve compliance with all appropriate employment discrimination laws.  Complaints are processed 
in accordance with the S.O.M. guidelines.  S.O.M. 2.4.2 defines discrimination and sexual harassment 
and indicates that complaints of discrimination may be filed utilizing the S.O.M. 2.5.2 ñGrievancesò, 
grievance procedure.  S.O.M. 2.4.4 outlines the procedure for filing complaints under the Americans with 
Disabilities Act.   Questions may be directed to: Mike Smith, EEO Officer, Bureau of Personnel Services, 
700 SW Harrison, 3

rd
 Floor, Topeka, KS  66603-3754, Work - Telephone 785-296-4137, Cell: 785-220-

6621 and Email - EEOoffic@ksdot.org 

 
           
            
       Deb Miller 

To Be Posted On All Bulletin Boards     Secretary of Transportation 
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Changes During the Past Year in the Agency 
and Internal Civil Rights Program 

 

¶ By Executive Order, the Kansas Governor moved personnel-related activities and functions for the 
state to the Kansas Department of Administration, including KDOTôs internal EEO Officer. However, 
the EEO duties of KDOTôs incumbent EEO Officer remained the same.  KDOT is the EEO Officerôs 
sole customer, and the EEO Officer maintains the same lines of contact with KDOT.  

 

¶ Improved hiring data collection processes were implemented allowing the Agency to track where 
applicants exit during the hiring process.  In conjunction with this effort, methods were put in place to 
obtain race and gender data for all applicants interviewed in person.  
  

¶ Pre-screening processes have been modified by the formation of the advertising content committee.  
The committee,  which consists of a district engineer, one or more recruiters from BPS, and KDOTôs 
HR Attorney, reviews the stated and advertised essential and  preferred qualifications for each 
position. The goal is to eliminate any preferred criteria, particularly for entry-level positions, that are 
not necessary. It is anticipated that this initiative will furthering   the goal of broadening the eligible 
applicant pool. 

   

¶ An agency-wide process now emphasizes that for entry-level and trainee positions ñpast experienceò 
should not be the determining factor for hiring or used to screen out applicants. Other factors, such as 
ñtrainability,ò ñreliability,ò and ñcommunication skillsò should be emphasized especially for entry-level 
and trainee positions.  
  

¶ Another new program identifies trains and places an EEO representative on all job interview panels.  
The EEO representatives are voting members on the interview panels. They are charged with 
monitoring the interview process in an attempt to identify factors which may have an adverse impact 
on one or more groups of applicants. 
  

¶ An in-house exit interview process has been updated and is now    more comprehensive in regard to 
the type and nature of the information to be obtained.   A personal follow-up on exit interviews has 
dramatically improved the amount and quality of information acquired. 

 

¶ At the direction of the HR director, the exit interview process is now managed by KDOTôs EEO 
Officer. 

 
Agency Summary for the FY 2012 AAP  
 
Prorated Census 2000 data continues to be the Civilian Labor Force (CLF) data utilized for the majority of 
the Affirmative Action Plan (AAP).  Impact analysis continues to be based upon the most accurate data 
available using an non-prorated Census 2000 figure for the ñSummary of Impact Analysisò section of the 
Plan.   
 
The agency continues to prorate minority data and the prorated data from March 31, 2010, used for the 
production of this Plan, indicates that the Agency, consisting of 2745.41 employees was underutilized by 
10.34 women and 184 minorities.  Previously the proration involved computation based on a 3.78% total 
minority population increase that occurred between the 1990 to 2000 census, and projected forward on a 
per year basis. This year some newer statewide data became available, which indicated that the actual 
growth rate of minorities between the 2000 and the 2010 Census was actually 2.5%.  That figure now 
being used has again been divided to an annual rate of 0.25% per year and, is prorated forward from the 
2000 Standard Occupational Classification (SOC) code data for the eleven years since Census 2000 
occurred.  Once the 2010 census data becomes available for the Agency, a comparison in the change of 
actual agency figures will be used for proration.     
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The Agency continues to see minor fluctuations in minority population within specific work units.  The core 
Civilian Labor Force (CLF) data used for the plan is derived from Census 2000.  Changes also occur from 
year-to-year due to the quantity of the various job titles in each unit that were filled on the Plan cut-off 
date.  
 
Core data is supplied by the Kansas Department of Administration and is provided for each Division and 
District.  The data is derived from the census crosswalk which computes availability based upon the 
Standard Occupation Classification (SOC) codes, prorating the figures by available civilian labor force for 
each position type within a specific EEO Category found in the unit being examined.   
 
With regard to female underutilization, the current shortfall of 10.34 FTEôs can easily be attributed to 
position title changes in a few job classifications.  Inaccurate targets exist in the field Public Service 
Administrator I and II job titles in the districts.  The Highway Maintenance Supervisor (HMS) and 
Superintendent (HMSPT) titles had been accurately utilized at the time of the 2000 Census.  That title 
would have continued to be an accurate reflection of the civilian labor pool for those jobs for the 10 year 
life of the census.  When those previous job titles were changed to the Public Service Administrator (PSA) 
job family, the cross-walk automatically associated the revised SOC associated to that title to computation 
of availability.  The HMS and HMSPT titles had been in a straight line of job family progression in the 
group seven - Skilled Trades ï EEO with similar available populations.  The change to the PSA job title 
resulted in a disjointed line of progression.  Specifically 2.30% female Skilled Trades labor force was 
trying to work into the 25.69% agency female supervisory target that resulted from the use of the PSA 
classifications (though they represent the same supervisory maintenance positions).  Almost all of the 
Districtôs PSA positions are those highway maintenance supervisory positions.  KDOT knows that it would 
be inappropriate to attempt to promote 2.30% of the Agency labor force population into 25.69% of the 
management positions in the Division of Operations.  KDOT is currently at 2.76% women in the Skilled 
Trade EEO grouping in operations and is likely above the overall organizational parity with regard to 
women based upon the appropriate census data. 

 
Recruitment and Selection ï Bureau of Personnel Services 

  
Several new selection processes were requested by KDOTôs EEO Advisory Board that were approved 
and implemented in conjunction with the Bureau of Personnel Services and Agency Executive 
Leadership.   

¶ Improved Hiring Data collection techniques were implemented which will allow the Agency to track 
where in the hiring process each applicant exits. . Race and gender data for all applicants who 
participated in an in-person interview will be recorded.   

¶ Pre-screening Processes were reevaluated.  A specific dedicated group has been tasked with 
examining the appropriateness of essential and preferred qualifications for each position. The goal is 
to try to eliminate certain screening criteria utilized at the time of selection which are not necessary in 
forecasting success in a particular position, or that are likely to adversely impact  applicants  with 
protected group membership.   

¶ Prescreening Based on Prior Experience was Eliminated for Entry Level Positions.  Interview 
teams are being encouraged to focus on the traits of applicant, which may indicate that   an applicant 
would be more e successful than not in the positions for which they are applying.  

¶ EEO Representatives were trained for participation in the interview process and to mentor 
interviewers with regard to non discriminatory interview questions and techniques.   Representatives 
are voting member on all interview panels. 

¶ A new In-House Exit Interview Process has been developed and implemented. It is much more 
comprehensive with regard to the percentage of interviews acquired and the amount and types of 
data collected. 

 
With the passage of the T-Works Transportation Bill, the Agency again needed to begin filling vacant 
positions.  One of the first positions approved and filled was the Diversity Recruiter position in BPS.  
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Tammy Torrez, who was previously selected to fill the position, took a lateral transfer to the Agency 
Employment Officer position.  The position was reopened and filled.  Marisol Romo is now the Diversity 
Recruiter for KDOT.  Marisol brings excellent community contacts to the position.  
 
The Diversity Recruiter position continues to work at increasing opportunities for women and minorities at 
KDOT.  The following is a list of existing programs and initiatives currently being utilized.  Because of the 
nature of the work, the programs and initiatives are s fluid and meant to develop further over time. 
  

¶ Explorer Youth Program -   The KDOT Minority Explorer Program is a work-study program designed 
with Topeka USD 501 Schools in mind.  The Minority Explorer Program promotes KDOTôs 
commitment to building a diverse workforce by attracting gifted and diverse youth to experience a 
work environment that is focused on transportation. 

o KDOT has identified internship needs where both the agency and the students will benefit from a 
student internship program.  The program is designed to host the interns at the Headquarters 
office.  

o The school and Program Administrators select the students who will participate in this career 
exploration or on-the-job training program.  The students who participate are selected based on 
factors that the school and KDOT believe are marks of a ñgood studentò, that being, reliability, 
dependability, good attendance, and above-average grades.  It is from this collection of students 
that interns are selected for the program positions. 

o This program is intended for Senior Level students.  Students will typically have class in the 
mornings and then afternoons are available for students to participate in KDOT Internships.  
Students generally work 10 hours per week. 

 

¶ Professional (community) Development ï KDOT has partnered with the Kansas School for 
Effective Learning (KANSEL) in Wichita and the Y.W.C.A. Career Assistance Network (Y.C.A.N.) in 
Topeka programs to assist in the instruction programs that help participants learn how to meet the 
needs of employers in the heavy construction industry.  The programs also give participants personal 
growth opportunities that will hopefully empower them to reach higher professional goals.   

 

¶ Recruitment needs ïKDOTôs Diversity Recruiter travels to each of the agencyôs six districts to meet 
Area Engineers, Human Resource Professionals and other supervisors to assess their recruitment 
needs.  The Diversity Recruiter targets specific areas/sub areas to learn the challenges and needs 
that are germane to communities within the districts, and then assesses the challenges and develop 
recruitment plans for those areas.       

 

¶ Outreach - The Diversity Recruiter will continuously seek new ways to reach out to diverse 
communities throughout the state and communicate the benefits of employment with KDOT.  This 
position has and will continue to take part in events, such as local Chamber of Commerce and small 
business network events to create a wide association of professional and community associates.  In 
addition, the Diversity Recruiter will also work diligently to increase the number of local educational 
institution contacts.  

 

¶ Youth programs ï Research and develop new community partnerships that will engage youth to 
explore Science, Technology, Engineering, and Math (STEM) programs in their schools.  This can be 
achieved by introducing youth to what KDOT does in its bureaus and divisions and how the Agency 
truly affects the state as a whole.  Mentoring and other youth collaboration programs are intended to 
foster interest in engineering, transportation and heavy construction industries.   

 

¶ EEO ï The diversity recruiter sits on the EEO Advisory Board. 
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Those procedures were not in place to capture the improved data listed on the following page during the 
first quarter covered by this Plan.   

 
Snapshot of hiring June 30, 2010 thru September 30, 2010 

HEADINGS Tot WM BM HM APIM NAM WF BF HF APIF NAF Min. Wom. 

% Total Applications  1105 47.24% 2.35% 2.53% 0.81% 0.81% 40.54% 3.26% 1.81% 0.36% 0.27% 12.22% 46.24% 

%Hired  22 77.27% 0.00% 9.09% 0.00% 0.00% 13.64% 0.00% 0.00% 0.00% 0.00% 9.09% 13.64% 

%Who Took Themselves out of 
the Running  33 66.67% 9.09% 3.03% 0.00% 0.00% 12.12% 6.06% 0.00% 0.00% 3.03% 21.21% 21.21% 

%Accepted Other Position 14 42.86% 0.00% 14.29% 0.00% 0.00% 35.71% 7.14% 0.00% 0.00% 0.00% 21.43% 42.86% 

%Lacking Essential or  Other 
Qualifications  12 50.00% 0.00% 0.00% 0.00% 0.00% 41.67% 8.33% 0.00% 0.00% 0.00% 8.33% 50.00% 

%Unable to Contact  12 41.67% 0.00% 8.33% 0.00% 0.00% 50.00% 0.00% 0.00% 0.00% 0.00% 8.33% 50.00% 

%Less Qualified @Final 
Interview  971 44.59% 2.16% 2.16% 0.82% 0.93% 43.36% 3.30% 2.06% 0.41% 0.21% 12.05% 49.33% 

%Lost @ First Interview  41 80.49% 4.88% 2.44% 2.44% 0.00% 9.76% 0.00% 0.00% 0.00% 0.00% 9.76% 9.76% 

 
Snapshot of hiring from October 1, 2010 thru December 31, 2010 

HEADINGS Tot WM BM HM APIM NAM WF BF HF APIF NAF Min. Wom. 

 %Applications  1037 62.49% 1.93% 2.22% 0.68% 0.96% 27.68% 2.22% 0.87% 0.29% 0.68% 9.84% 31.73% 

% Hired  61 80.33% 1.64% 3.28% 1.64% 1.64% 9.84% 1.64% 0.00% 0.00% 0.00% 9.84% 11.48% 

%Withdrew  73 80.82% 1.37% 4.11% 0.00% 1.37% 10.96% 1.37% 0.00% 0.00% 0.00% 8.22% 12.33% 

%Accepted Other Position  26 50.00% 0.00% 0.00% 0.00% 0.00% 50.00% 0.00% 0.00% 0.00% 0.00% 0.00% 50.00% 

Screened Out @ 1st Interview  110 80.91% 5.45% 4.55% 0.00% 0.91% 3.64% 2.73% 0.00% 0.00% 1.82% 15.45% 8.18% 

Lacked Preferred 
Qualifications  2 

100.00
% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

Unable to Contact  20 80.00% 0.00% 0.00% 0.00% 0.00% 20.00% 0.00% 0.00% 0.00% 0.00% 0.00% 20.00% 

% Less Qualified @ Final 
Interview  745 56.38% 1.61% 1.74% 0.81% 0.94% 33.83% 2.42% 1.21% 0.40% 0.67% 9.80% 38.52% 

No Posit. Activity Recorded  387 67.18% 1.81% 3.36% 1.55% 0.26% 22.48% 2.07% 0.52% 0.26% 0.52% 10.34% 25.84% 

 

Snapshot hiring from January 1, 2011 thru March 31, 2011  

HEADINGS Tot WM BM HM APIM NAM WF BF HF APIF NAF Min. Wom. 

Applications 1270 60.31% 2.52% 3.70% 1.81% 0.71% 28.19% 1.42% 0.71% 0.00% 0.63% 11.50% 30.94% 

Hired 85 54.12% 2.35% 1.18% 1.18% 1.18% 3.53% 0.00% 0.00% 0.00% 1.18% 7.06% 4.71% 

Withdrew/Another Job 121 56.20% 1.65% 0.83% 4.96% 0.00% 16.53% 0.00% 0.00% 0.00% 0.00% 7.44% 16.53% 

Other State Position 24 62.50% 0.00% 0.00% 0.00% 0.00% 4.17% 0.00% 4.17% 0.00% 0.00% 4.17% 8.33% 

Screened @ 1st Int. 73 50.68% 4.11% 2.74% 1.37% 0.00% 16.44% 0.00% 0.00% 0.00% 1.37% 9.59% 17.81% 

Lacked Preferred Qualifications 343 30.03% 1.17% 0.58% 0.29% 0.00% 42.57% 3.50% 1.46% 0.00% 0.58% 7.58% 48.10% 

Unable to Contact 38 39.47% 0.00% 2.63% 0.00% 2.63% 10.53% 2.63% 0.00% 0.00% 0.00% 7.89% 13.16% 

No Show for Interview 83 56.63% 0.00% 7.23% 2.41% 1.20% 4.82% 0.00% 0.00% 0.00% 0.00% 10.84% 4.82% 

Not  Hired Due to KS Preference 17 47.06% 0.00% 0.00% 0.00% 5.88% 0.00% 0.00% 0.00% 0.00% 5.88% 11.76% 5.88% 

Less Qualified 541 54.34% 2.59% 1.85% 1.11% 0.92% 12.38% 0.00% 0.00% 0.00% 0.55% 7.02% 12.94% 

No Posit. Activity Recorded 351 36.18% 1.99% 6.55% 1.14% 0.00% 28.49% 1.14% 0.85% 0.00% 0.00% 11.68% 30.48% 
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Outreach 
 
The YWCA Career Assistance Network - nontraditional trades program continues to be used as a 
recruitment resource.  Several KDOT employees and managers continue to assist in the training of the 
attendees, including: Steve Baalman, Field Engineering Administrator, District One ï Area Four; Larry 
Rohr, Public Service Administrator II (Highway Maintenance Superintendent), District One - Area Four; 
Tammy Torrez, Employment Specialist/Recruiter, BPS; Marisol Romo, Diversity Recruiter, BPS; Mike 
Smith, EEO Officer and Scott Cushing, District One - Area Four Utilities Coordinator. In addition, students 
continue to visit both contractor and KDOT facilities during the course of their training. 
 
KDOT continues its internship initiative whereby selected candidates are hired to fill ñ999 hourò temporary 
positions. The YWCA Career Assistance Network program is the primary recruitment resource used to 
keep the internships continuously filled, hereafter referred to as the Career Link Program.   

   

¶ KDOT kept its internship slots filled during the past year and hired one black male program graduate 
into a full-time Engineering Technician Associate position at the Materials and Research Lab. 
 

Equipment Operator interns are provided training to obtain the appropriate commercial drivers licenses 
and also learn skills necessary for a more rapid advancement if selected for open full-time positions. In 
addition to obtaining direct experience in the paid temporary positions for up to 999 hours, interns are 
eligible to apply for openings which are advertised and open only to current KDOT employees.  
 
The Kansas School for Effective Learning, Inc. (KANSEL) continues this year as the KDOT contractor 
for On the Job Training / Supportive Services (OJT / SS) in the Wichita vicinity.  KANSEL has developed 
a Construction Skills and Life Management Program (CSLM) that targets minorities, women and 
disadvantaged individuals to prepare them for employment in the Federal-aid highway construction 
industry.   KANSEL, along with an affiliate organization, the City of Wichita Career Development Division, 
work to create a ñseamless pathwayò for program participants to gain the skills they need and overcome 
barriers to secure employment in the highway construction workforce. 

¶ Each eight week CSLM course consists of classroom instruction, daily strength training, exposure to 
various highway construction occupations through field trips, and a hands-on experience at a local 
Habitat for Humanity project in the Wichita community.  

 
KANSEL is still an active project and the duration was extended for an extra year due to frugal fund 
utilization.   

 
Career Fairs:  Various Career Fairs held during the year are used to locate and obtain qualified 
applicants.  One such fair held August 26, 2011, at the Topeka Expo Center was sponsored jointly by 
Kansas Works and Employer Support of the Guard and Reserve.  That fair was attended by KDOTôs 
Diversity Recruiter and KDOTôs EEO Officer.    As similar fairs occurring during the year are attended as 
time allows giving KDOT exposure to applicants. 
 
Kansas State Fair: For a second year in a row, KDOT will have a recruiting presence at the State Fair in 
Hutchinson.  Last year the EEO advisory board recommended that recruiting materials be included in 
KDOTôs Public Information display.  Peggy Hansen-Nagy from the Secretaryôs Office worked in 
conjunction with appropriate Bureau of Personnel Services staff to develop the initial recruitment 
materials, which were further revised this year by KDOTôs Diversity Recruiter.   
 
Applicant workshops: KDOTôs recruiting staff and EEO Officer, continue to assist with State of Kansas 
applicant workshops. These are two-hour programs held at the Kansas Workforce Partnerships. 
Attendance typically runs from 10 to 20 participants per class. 
 
The Statewide Diversity Network was disbanded this year.   
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Official State of Kansas Maps:  Official state maps continue to note in the Governorôs message that, 
ñThe State of Kansas is an Equal Opportunity Employer ï View jobs at www.jobs.ks.gov.ò   Approximately 
1.5 million copies of these maps are produced and provided free of charge across Kansas and the nation.  
In September 2009 the same note was added to the State Bicycle Route Maps which has production runs 
of 8,000-10,000 copies. 
 
State Jobs Website:  The official Kansas jobs website, www.jobs.ks.gov, continues to provide easy 
instructions on how to apply for Agency positions on-line. The site also has a location where individuals 
can sign up for the State of Kansasô Job List-serve.  
 

¶ The State of Kansas List-Serve continues to provide email notifications of current State position 
openings for all State Agencies for interested individuals.  In addition to on-line sign up for the 
mailings at www.jobs.ks.gov, recruiters from all State Agencies continue to use other recruitment 
initiatives to grow the list-serve to increase its outreach and effectiveness.   

 
Rotational Engineering Program: This is a one-year rotation plan for newly hired engineers which 
includes for all participants a rotation in Field Construction, Road Design and Bridge Design; and elective 
rotations in Materials and Research, Traffic Engineering, Traffic Safety, Local Projects, or other 
engineering-focused units.  The rotation is mentored by a professional engineer who provides guidance 
and support.  This award winning project is managed by KDOTôs Engineering Recruiter.  The core 
rotation in Field Construction includes training on construction projects for highway, bridge or related 
engineering assignments including the inspection of construction sites for correct application of all 
policies, specifications, plans, maps and other documents in relation to the project.  Road Design and 
Bridge Design include working with alignments, traffic barriers, hydraulics, earthwork calculations, 
surveying, analyzing bridge deck stress and other specialized design.   
 
Engineering Scholarship Program:  KDOT continues its scholarship program designed to pull 
engineering students into the Agency by providing tuition assistance in exchange for a service guarantee 
upon graduation. No scholarships were awarded during the period covered by the plan, but two have 
been awarded so far during FY 2012.   
 
Interagency Reclassification Advertisements:  This effort is undertaken by the Employee Relations 
Unit of BPS. This initiative notifies all KDOT employees of lateral transfer and advancement opportunities 
to aid in retention, while doing a better job of making the availability of positions known.  The benefit of 
the program is that it offers what many organizations might consider promotional opportunities for those 
positions requiring a special skill level usually only possessed by experienced employees within the 
Agency. Reallocating the position in this manner allows the Agency to move an experienced employee up 
into a position by reallocating their position to a higher level for which they are qualified, and depending 
upon where the employee was moved from, may well allow the Agency the opportunity to eliminate the 
other position.   
 
Missing data was discovered this year due to discussions between the EEO Officer and Chrishundra 
Mitchell, who had been tasked with developing goals to submit for the Planning Directorôs approval.  The 
discussion brought to light missing data with regard to Interagency Reclassification Advertisements.   A 
separate application process is used to develop the applicant pool for consideration for these positions.  
An advertisement is sent internally to the Agency. Once the application deadline has passed, a list is 
developed and an internal competitive interview process occurs to obtain a best-qualified determination 
for these classified civil service reallocations. Because the selected candidateôs current position was 
reallocated and the positions were not posted in a traditional fashion, no flow data was developed.  The  
transaction, noting the selection is input into the SHaRP Human Resource tracking system to track those 
that applied and included in the plans hiring data.  An internal system will be developed to track 
applicants by October 2011.  This data from the individual already reallocated is included in the promotion 
data found on pages 35 to 42.  
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Engineering Recruitment from April 1, 2010 to March 31, 2011:  30 Summer Interns during 2010 
included 4 women and 26 men (2 Hispanic).   
 
Engineering recruiting during the fall 2010 included:   

¶ Colorado School of Mines, Georgia Institute of Technology, Texas A&M, Kansas University, Iowa 
State University, University of Texas ï Austin, Oklahoma State University, Kansas State University, 
University of Texas ï San Antonio, UTEP, University of Wyoming, University of Missouri, University of 
Arkansas, University of Iowa, Missouri Science and Technology, University of Nebraska ï Lincoln, 
South Dakota State University 

¶ Texas A&M University of Texas - Austin and Univ. of Texas ï San Antonio were new colleges being 
attended to increase diversity recruitment for fall 2010    

 
Recruiting during the spring 2011 included:  

¶ Colorado School of Mines, Kansas University, Iowa State University, University of Missouri, Kansas 
State University, University of Iowa, Missouri Science and Technology, University of Nebraska, 
University of Arkansas, Oklahoma State University 

 
Diversity Magazine once again interviewed one KDOT employee for inclusion in that recruiting 
magazine. 

  

Pipeline Building Efforts 
 
Donnelly College:.  Donnelly College is the provider for the KDOT Summer Transportation Institute 
(STI). A group of 11

th
 and 12

th
 graders from Kansas City, Kansas, are involved in KDOTôs third project as 

a part of the National Summer Transportation Institute (NSTI) under Section 1208 of the Transportation 
Equity Act for the 21

st
 Century (TEA-21).  The NSTI was part of an effort to address the need for a 

diverse workforce in the 21
st
 century. 

 
The Mission of NSTI is an educational initiative designed to prepare students (particularly minorities and 
women) to become an important part of the transportation workforce of the 21

st
 century by focusing on 

science, technology, engineering, and mathematics through curriculum development and other 
enrichment activities. Donnelly serves as the regionôs only federally designated Minority Serving 
Institution and Hispanic Serving Institution and is proud of the rich racial and ethnic diversity of their 
students, staff and faculty.   
 
Program objectives: Academic enrichment, Life skills enrichment and Transportation Career Awareness 
& Exploration.  The five-week training course culminated with each student group presenting their group 
project during the recognition luncheon.  This group project involved construction of a small roadway and 
programming a small, robotic vehicle to maneuver its way through the roadway. 

 
I-Build: KDOT provides funding and over 20 volunteers for the I-Build Program held at Bartle Hall in 
Kansas City, Missouri.  The program is aimed at exposing high school and middle school students to 
construction trades. The program is the largest of its kind in the Midwest.  I-Build is the culmination of 
classroom work where projects are developed for judging during the event.  . Approximately 1,600 
students pass through the eventôs displays during the 6 hours it is open.    
 
Kansas Construction Career Initiative: KDOT sponsored its third Annual Highway Construction mini-
fair at an East Topeka Church during the evening hours of Tuesday, May 11, 2010. The event coincided 
with a youth program that provided bus transportation for kids from associated churches from all over 
East Topeka.  The event had construction-related activities that included operating loader simulators, a 
building activities, and construction equipment on hand (provided by local highway contractors) for the 
attendees to view and learn about. During this event, KDOTôs EEO Officer and the YWCA CAN program 
manager provided information about applying for employment and for admission into the YWCA CAN 
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program.  KDOT partnered with FHWA, KCA, the YWCA and the El Shaddai Ministries in East Topeka to 
deliver this event. 
 
The Explorer Program: This work-study program partners with USD 501 to select motivated diverse 
students to work in paid internships at KDOT in areas of interest to the student, while also meeting 
Agency program needs.  This program allows diverse students from the Topeka public school district to 
become exposed to state service within the KDOT while earning money to further their educations.  In 
early 2011 the Agency employed three interns in various locations.  
 
Construction Career Expo:  KDOT received a federal grant to develop and host this program for middle 
and high school students to heighten awareness at an earlier age of heavy construction as a potential 
career path.  The expo was originally scheduled for on April 5, 2011, but the date was pushed to 
September 20, 2011, due to scheduling conflicts. Current information indicates that the Agency is 
expecting 1,500 students from schools within Shawnee county and surrounding areas to inspire them to 
think of highway construction as a potential career, including careers with KDOT. This program has been 
strongly supported by KDOTôs senior and executive management and KDOT is providing most of the 
volunteers.  

 
Retention 
 
State Thanks and Recognition (STAR) program continues to entitle current and retired State of Kansas 
employees to discounts for listed services and products with proof of state employment.  The program 
continues to expand and included some special discount weeks during the past year. 
 
The Personal Protective Equipment (PPE) program allows employees, especially those in lower paid 
classifications, to obtain some personal protective equipment which includes things like jeans, work 
boots, jackets, hats and gloves which would go beyond the OSHA mandated equipment already provided 
by KDOT.   The amount provided continues at $150.00 per calendar year.  A similar tool reimbursement 
program was available to positions, which requires the purchase of tools.   

Tuition Assistance Program: A tuition assistance program is available.  To be eligible, employees must 
have worked for KDOT for six months, excluding temporary appointments, and have a current satisfactory 
performance review on file. Class(es) must directly and specifically fall within the scope of agency 
operations or be deemed to reasonably contribute to KDOTôs mission.   

Basic Spanish in the Workplace, a new on-line Spanish curriculum, continues to be offered.  The 
Spanish curriculum consists of 17 on-line modules offering employees a basic understanding of essential 
Spanish utilized in construction sites and office environments.  Modules include: culture, alphabet, 
numbers, time, safety, construction and emergency phrases.  The modules were created to enhance 
learning by adding a feature that allows the learner to listen to how the Spanish words are pronounced.  
The classes were implemented on-line to allow employees to take the classes when time permits to allow 
flexibility.  The system has the ability to bookmark where you left off, so if a participant cannot complete in 
one setting they can pick up where they left off.  The person is allowed to re-take individual modules as 
many times as needed.  The classes are found in the Learning Center under course code CUR0000005*.   

¶ 55 employees completed 394 training modules between April 1, 2010 and March 31, 2011.  14 
employees have completed all 17 modules. 

 
Respecting Others in the Workplace training for all employees continues to be offered as on-line and is 
required to be taken during an employeeôs first year of service and every three years thereafter.  This 
program discusses how to properly use the agencyôs complaint procedures and spells out the Agencyôs 
employee and manager conduct expectations.   
 
Cultural Sensitivity Training was developed last year in cooperation with the Employee Relations and 
Organizational Development Unit (ODU) with input from the EEO Advisory board.  A pilot was conducted 
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in September 2010 and a large portion of the Agency has completed this mandatory training program.  
The new training titled, Ouch: that Stereo Type Hurts is a two-phase program that begins with a 
manager session followed by a combination manager/employee session to allow a free flow of 
information in a safe environment.  The training primarily explores the impact of micro-inequities and 
verbal slights in the work environment.  At the time of this writing 83% of all employees in the Agency had 
received this training, and 82% of supervisors in the Agency had received this training. 

 
A Construction Inspection Mentoring Program continues. These positions report to the Field 
Construction Engineer in the Bureau of Construction and Maintenance and are in place to provide the 
appropriate levels of training for each level of construction inspection.   
 
Alternative Dispute Resolution Training continues for those job classifications where a real benefit may 
be gained by the training.  This year the training included 19 sessions or classes.  Sessions included one 
Mediation class for KDOT, Two İ day ADR BEST classes, and 3 ADR Classes for KUôs CPM Program.   
The trainer himself was involved in 9 Personnel Interventions for state government (most of which were 
for KDOT), 27 KDOT Construction Project Partnering and issue resolution meetings, and 8 KDOT liaison 
meetings with our construction Partners. 

 
Computer based Diversity Related Management Training availability continues to be available through 
the Learning Center. ODU has 49 total courses that builds staff awareness and promotes diversity and 
cultural awareness throughout the organization.  These are a combination of instructor led and on-line 
courses. 
 

¶ Myers Briggs Type Indicator: The Myers Briggs Type Indicator instrument and knowledge of 
personality type provides a framework for understanding individual differences, and provides a 
dynamic model of individual development, and has found wide application in the many functions that 
compose an organization.  

¶ Type and Organizations: Type impacts many different functions and situations, including: managing 
others, development of leadership skills, organizing tasks, creation and management of teams, 
training for management and staff, conflict resolution, motivation, executive coaching, diversity, 
recognition and rewards, and change management.  

¶ Type and Your Work: When you understand your type preferences, you can approach your own 
work in a manner that best suits your style, including how you manage your time, problem solving, the 
best approaches to decision making, and dealing with stress. Knowledge of type can help you deal 
with the culture of the place you work, the development of new skills, understanding your participation 
on teams, and coping with change in the workplace.  

 

An EEO Initiative started this past year places EEO Representatives as voting members on all interview 
panels.   A broad group of people teamed to provide the training, including KDOTôs Chief Counsel, the 
Human Resource unit assigned responsibility over the recruitment and selection processes, and one or 
more senior managers.  The EEO Representatives were being used for all interviews after early July 
2010. The training has been provided to 59 participants. 
      
Secretary Millerôs Initiatives Make KDOT a Better Place to Work 
 
Climate Survey Update - In May 2011, KDOT administered a Climate Survey to measure issues related 
to employee satisfaction with their jobs. The response rate was over 90 percent. Secretary Miller stated:  
 

¶ One effort underway was called Communicate to Deliver, intended to improve how KDOT operates.  
An e-mail summarized an internal meeting, the T-WORKS Summit, where she discussed the 
expectations for delivering T-WORKS.  She laid out the watchwords: Transparency, Accountability 
and Collaboration, as guide for how to do business daily.  She indicated that feedback showed that 
in order to live by the watchwords KDOT needed to improve internal communication.  She said KDOT 
needed to gather more information about the issues that were raised during the Summit and that it 
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would be accomplished through a survey.  That survey would differ from the Climate Survey, by 
covering different issues and focusing primarily on internal communication. .  Since the summit group 

had members from all Divisions and Districts, they were going to be used for the survey. 

¶ Ask- But Donôt Tell - One concern involved the confidentiality of these surveys and secretary Miller 
assured that it would be completely anonymous so that participants could be as honest as possible.  
Because another concern was the cost of these surveys, she pointed out that KDOT would be using 
free software service to administer them.   

. 

 
Other Agency Efforts 
 
Upgrade of Limited English Proficiency Access Efforts (PROPIO): with the Agency utilizes PROPIO 

Interpretation Services.  The service utilizes third party telephone interpretation service to assure that the 
Agency will have 24-7 statewide capability to communicate in over 200 languages.  The Agency may 
utilize internal resources on a very limited basis.  

 
The Administrative Leadership Team is comprised of the Senior Managers that previously answered to 
the Deputy Secretary for Finance and Administration and was tasked with developing and relaying the 
unitôs vision.  Consideration is underway to add members from other sections of the organization, tasked 
with providing support within the Agency.  Since that Deputy Secretary position was eliminated the 
Deputy Secretary/State Transportation Engineer now heads meetings which have been moved to a bi-
monthly schedule. 
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FY 2011 Accomplishments 
 
The follow-up of the FY 2011 AAP actions can be found on the next three pages.  The pages following 
last yearôs goals indicate what has actually occurred in Headquarters and each district examined.  New 
hires include anyone new to the Agency during the reporting period, to include demotions and promotions 
into the Agency from other Agencies.  A reallocation is an employee on an automatic progression 
program going to an increased pay level within their classification, as opposed to a reexamination of the 
duties performed that resulted in the movement of the employee to another classification which are listed 
as internal promotions.  The last breakdown is promotion which now means an Agency employee who 
advances to a higher classification, either competitively or non-competitively by way of a re-examination 
of the duties performed.  
 
Demotions will be listed elsewhere within this document and will include only Agency staff demoted within 
the Agency for: cause; demoting voluntarily to obtain another position that they desired; demoting due to 
their classification being reduced to a lower pay classification which resulted from a significant change in 
duties (typically thought of as a reallocation down); and, demoting due to previous temporary 
reassignment to a higher classification. People demoting out of the Agency are listed as a voluntary 
terminations from the Agency in this document and people demoting into the Agency from another state 
agency are listed in the new hire grouping. 
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FY 2011 MINORITY AND FEMALE AGENCY ACCOMPLISHMENTS (based upon all hiring opportunities) 
Data used: 3/31/2011 Actual       

  FY2011   FEMALES   MINORITIES 

  Hire Total  Actual % Total  Actual % 

ENTITY EEO CAT. Opportunities Female CLF Hired Minority CLF Hired 

Total Agency Of.& Man. 12 7 26.90% 58.33% 1 9.66% 8.33 

 Professional 53 21 23.97% 39.62% 6 12.70% 11.32.00% 

  Technicians 50 5 18.86% 10.00% 4 14.71% 8.00% 

  
Prot. Serv. 

(Sworn) None of These 

  Admin. Suprt. 16 14 93.87% 87.50% 1 12.80% 6.25% 

  Skilled Craft 149.0 4 2.27% 2.68% 15 12.34% 10.07% 

  
Service 

Maintenance 0  18.18%   27.27%  

 Totals   280 51  18.30% 18.21% 27 12.70% 9.64% 

                 

Headquarters Of.& Man. 12 7 31.46% 58.33% 1 8.99%  8.33% 

 Professional 49 19 26.16% 38.78% 6 13.22% 12.24% 

  Technicians 39 2 18.63% 5.13% 2 15.20%  5.13% 

  
Prot. Serv. 

(Sworn) None of These 

  Admin. Suprt. 14 12 94.05% 85.71% 1 12.97%  7.14% 

  Skilled Craft 121 3 8.00%  2.48% 11 20.00%  9.09% 

  
Service 

Maintenance   50.00%   75.00%   

 Totals   235 9  32.47% 18.30% 21 13.77% 8.94% 

                 

District One Of.& Man. 9 7 25.44% 77.78%  9.96%  

 Professional 20 7 16.01% 35.00% 2 10.94% 10.00% 

  Technicians 23 1 18.85% 4.35% 3 14.68% 13.04% 

  
Prot. Serv. 

(Sworn) None of These 

  Admin. Suprt. 6 6 93.48% 100.00%  12.50%  

  Skilled Craft 36 3 2.23% 8.33% 4 12.23% 11.11% 

  
Service 

Maintenance  
 

30.66% 
  

26.93% 
 

 Totals   94 24  13.16% 25.53%% 9 12.43% 9.57%% 
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Data used: 3/31/2011 Actual       

  FY2011   FEMALES   MINORITIES 

  Hire Total  Actual % Total  Actual % 

ENTITY EEO CAT. Opportunities Female CLF Hired Minority CLF Hired 

District Two Of.& Man.   25.47%   
 

9.99%   

 Professional 1 1 20.38% 100.00%  11.01%   

  Technicians 4 1 18.85% 25.00% 
 

14.68%  

  
Prot. Serv. 

(Sworn) 
None of These 

 

  Admin. Suprt. 4 4 94.71% 100.00%  12.11%   

  Skilled Craft 23  2.23%   12.24%  

  
Service 

Maintenance   3.69%    17.96%   

 Totals   32 6  12.84% 18.75%   12.16%  

                 

District Three Of.& Man.   25.47%   9.99%   

 Professional 1  20.76%   11.03%   

  Technicians 7 1 18.85% 14.29  14.68%   

  
Prot. Serv. 

(Sworn) None of These 

  Admin.  Suprt.   92.66%   12.83%   

  Skilled Craft 19 1 2.22% 5.26% 2 12.27% 10.53% 

  
Service 

Maintenance   3.69%    17.96%   

 Totals   27 2  12.19% 7.41% 1  12.19% 7.41% 

                 

District Four Of.& Man.   25.47%   9.99%   

 Professional 1  19.97%   10.93%   

  Technicians 2 1 18.85% 50.00%  14.68%   

  
Prot. Serv. 

(Sworn) 
None of These 

 

  Admin.  Suprt. 1 1 92.66% 100.00%  12.83%   

  Skilled Craft 16  2.23%   12.25%  

  
Service 

Maintenance   22.93%    24.36%   

 Totals   20 2  12.37% 10.00%  12.37  
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Data used: 3/31/2011 Actual       

  FY2011   FEMALES   MINORITIES 

  Hire Total  Actual % Total  Actual % 

ENTITY EEO CAT. Opportunities Female CLF Hired Minority CLF Hired 

District Five Of.& Man. 0.0  25.47%   9.99%  

 Professional 2 2 17.93% 100.00%  10.87%  

  Technicians 7 1 18.85% 14.29% 1 14.68% 14.29% 

  
Prot. Serv. 

(Sworn) 
None of These 

 

  Admin.  Suprt. 2 2 94.49%  100.00%  12.38%   

  Skilled Craft 32  2.21%  8 12.30% 25.00% 

  
Service 

Maintenance   3.69%   17.96%  

 Totals   43 5  13.20% 11.63% 9  12.44% 20.93% 

         

District Six Of.& Man.   25.47%   9.99%   

 Professional 1 1 22.95% 100.00% 1 11.16%  100.00% 

  Technicians 2  18.85%   14.68%   

  
Prot. Serv. 

(Sworn) None of These 

  Admin. Suprt. 1 1 93.80% 100.00%  12.46%   

  Skilled Craft 23  2.26%  1 12.35% 4.35% 

  
Service 

Maintenance   3.69%    17.96%   

 Totals   27 2 13.30% 7.41% 1 11.93%  3.70% 
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Actual Agency Hiring 
  
 EEO 
 
CAT. 

  
TOT 

ALL EMPLOYEES ETHNIC TOTAL MALE ETHNIC TOTAL FEMALE 

          MALE     FEMALE   MINORITY     WHITE     BLACK    HISPANIC  
ASIAN/PAC. 
IS.  AM. INDIAN     WHITE     BLACK    HISPANIC  

ASIAN/PAC. 
IS.  AM. INDIAN  

 New-
Hire NO. 

 
NO.   %  NO   % 

 
NO.    %  NO   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

  A -1 12.0 5 41.67% 7 58.33% 1 8.33% 4 33.33% 0 0.00% 1 8.33% 0 0.00% 0 0.00% 7 58.33% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  B - 2 53.0 32 60.38% 21 39.62% 6 11.32% 29 54.72% 1 1.89% 1 1.89% 1 1.89% 0 0.00% 18 33.96% 0 0.00% 2 3.77% 1 1.89% 0 0.00% 

  C - 3 50.0 45 90.00% 5 10.00% 4 8.00% 43 86.00% 1 2.00% 0 0.00% 1 2.00% 0 0.00% 3 6.00% 0 0.00% 1 2.00% 0 0.00% 1 2.00% 

  D - 4                            

  E -5                             

  F- 6 16.0 2 12.50% 14 87.50% 1 6.25% 1 6.25% 0 0.00% 1 6.25% 0 0.00% 0 0.00% 14 87.50% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  G - 7 149.0 145 97.32% 4 2.68% 15 10.07% 132 88.59% 4 2.68% 7 4.70% 1 0.67% 1 0.67% 2 1.34% 2 1.34% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 280.0 229 81.79% 51 18.21% 27 9.64% 209 74.64% 6 2.14% 10 3.57% 3 1.07% 1 0.36% 44 15.71% 2 0.71% 3 1.07% 1 0.36% 1 0.36% 

Real.  NO. 
 
NO.   % 

 
NO.   % 

 
NO.    % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

  A -1                            

  B - 2                            

  C - 3                            

  D - 4                            

  E -5                             

  F- 6                            

  G - 7 40.0 39.0 97.50% 1.0 2.50% 4.0 10.00% 36.0 90.00% 2.0 5.00% 1.0 2.50% 0.0 0.00% 0.0 0.00% 0.0 0.00% 1.0 2.50% 0.0 0.00% 0.0 0.00% 0.0 0.00% 

  H - 8                            

TOT 40.0 39.0 97.50% 1.0 2.50% 4.0 10.00% 36.0 90.00% 2.0 5.00% 1.0 2.50% 0.0 0.00% 0.0 0.00% 0.0 0.00% 1.0 2.50% 0.0 0.00% 0.0 0.00% 0.0 0.00% 

 Prom
o  NO. 

 
NO.   % 

 
NO.   % 

 
NO.    % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

  A -1 39.0 31.0 79.49% 8.0 20.51% 2.0 5.13% 30.0 76.92% 0.0 0.00% 1.0 2.56% 0.0 0.00% 0.0 0.00% 7.0 17.95% 1.0 2.56% 0.0 0.00% 0.0 0.00% 0.0 0.00% 

  B - 2 42.0 32.0 76.19% 10.0 23.81% 1.0 2.38% 31.0 73.81% 1.0 2.38% 0.0 0.00% 0.0 0.00% 0.0 0.00% 10.0 23.81% 0.0 0.00% 0.0 0.00% 0.0 0.00% 0.0 0.00% 

  C - 3 32.0 26.0 81.25% 6.0 18.75% 1.0 3.13% 25.0 78.13% 0.0 0.00% 0.0 0.00% 1.0 3.13% 0.0 0.00% 6.0 18.75% 0.0 0.00% 0.0 0.00% 0.0 0.00% 0.0 0.00% 

  D - 4                            

  E -5                             

  F- 6 10.0 0.0 0.00% 10.0 100.00% 0.0   0.0 0.00% 0.0 0.00% 0.0 0.00% 0.0 0.00% 0.0 0.00% 10.0 
100.00

% 0.0 0.00% 0.0 0.00% 0.0 0.00% 0.0 0.00% 

  G - 7 89.0 85.0 95.51% 4.0 4.49% 2.0 2.25% 83.0 93.26% 0.0 0.00% 2.0 2.25% 0.0 0.00% 0.0 0.00% 4.0 4.49% 0.0 0.00% 0.0 0.00% 0.0 0.00% 0.0 0.00% 

  H - 8 1.0 1.0 100.00% 0.0 0.00% 0.0   1.0 
100.00

% 0.0 0.00% 0.0 0.00% 0.0 0.00% 0.0 0.00% 0.0 0.00% 0.0 0.00% 0.0 0.00% 0.0 0.00% 0.0 0.00% 

TOT 213.0 
175.

0 82.16% 38.0 17.84% 6.0 2.82% 
170.

0 79.81% 1.0 0.47% 3.0 1.41% 1.0 0.47% 0.0 0.00% 37.0 17.37% 1.0 0.47% 0.0 0.00% 0.0 0.00% 0.0 0.00% 

Overall Minority Civilian LF the Agency is 12.70% with a 6.10% Agency LF, and the Overall Women Civilian LF is 18.30% with a 17.93% Agency LF. 
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Actual Headquarters Hiring 

  
 EEO 
 CAT. 

  
TOT 

ALL EMPLOYEES ETHNIC TOTAL MALE ETHNIC TOTAL FEMALE 

          MALE     FEMALE   MINORITY     WHITE     BLACK    HISPANIC  
ASIAN/PAC. 
IS.  AM. INDIAN     WHITE     BLACK    HISPANIC  

ASIAN/PAC. 
IS.  AM. INDIAN  

 New-
Hire NO. 

 
NO.   % 

 
NO
.   % 

 
NO.    % 

 
N
O.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
N
O.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

  A -1 12.0 5 41.67% 7 58.33% 1 8.33% 4 33.33% 0 0.00% 1 8.33% 0 0.00% 0 0.00% 7 58.33% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  B - 2 49.0 30 61.22% 19 38.78% 6 12.24% 27 55.10% 1 2.04% 1 2.04% 1 2.04% 0 0.00% 16 32.65% 0 0.00% 2 4.08% 1 2.04% 0 0.00% 

  C - 3 39.0 37 94.87% 2 5.13% 2 5.13% 36 92.31% 1 2.56% 0 0.00% 0 0.00% 0 0.00% 1 2.56% 0 0.00% 0 0.00% 0 0.00% 1 2.56% 

  D - 4                            

  E -5                             

  F- 6 14.0 2 14.29% 12 85.71% 1 7.14% 1 7.14% 0 0.00% 1 7.14% 0 0.00% 0 0.00% 12 85.71% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  G - 7 121.0 118 97.52% 3 2.48% 11 9.09% 
10
8 89.26% 4 3.31% 4 3.31% 1 0.83% 1 0.83% 2 1.65% 1 0.83% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 235.0 192 81.70% 43 18.30% 21 8.94% 
17
6 74.89% 6 2.55% 7 2.98% 2 0.85% 1 0.43% 38 16.17% 1 0.43% 2 0.85% 1 0.43% 1 0.43% 

Real.  NO. 
 
NO.   % 

 
NO   % 

 
NO.    % 

 
N
O.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
N
O.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

  A -1                            

  B - 2                            

  C - 3                            

  D - 4                            

  E -5                             

  F- 6                            

  G - 7                            

  H - 8                            

TOT                            

 Prom
o  NO  NO   % 

 
NO   % 

 
NO.    % 

 
N
O   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
N
O.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

  A -1 10.0 4 40.00% 6 60.00% 1 10.00% 4 40.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 5 50.00% 1 10.00% 0 0.00% 0 0.00% 0 0.00% 

  B - 2 29.0 21 72.41% 8 27.59% 1 3.45% 20 68.97% 1 3.45% 0 0.00% 0 0.00% 0 0.00% 8 27.59% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  C - 3 10.0 9 90.00% 1 10.00% 1 10.00% 8 80.00% 0 0.00% 0 0.00% 1 10.00% 0 0.00% 1 10.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  D - 4                            

  E -5                             

  F- 6 8.0 0 0.00% 8 100.00% 0   0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 8 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  G - 7 1.0 1 100.00% 0 0.00% 0   1 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 58.0 35 60.34% 23 39.66% 3 5.17% 33 56.90% 1 1.72% 0 0.00% 1 1.72% 0 0.00% 22 37.93% 1 1.72% 0 0.00% 0 0.00% 0 0.00% 

Overall Minority Civilian LF for these units is 13.77% with a 6.75% Agency LF, and the Overall Women Civilian LF is 32.47% with a 35.58% Agency LF. 
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Actual District One Hiring 

  
 EEO 
 CAT. 

  
TOT 

ALL EMPLOYEES ETHNIC TOTAL MALE ETHNIC TOTAL FEMALE 

          MALE     FEMALE   MINORITY     WHITE     BLACK    HISPANIC  
ASIAN/PAC. 
IS.  AM. INDIAN     WHITE     BLACK    HISPANIC  

ASIAN/PAC. 
IS.  AM. INDIAN  

 New-
Hire NO.  NO.   %  NO.   %  NO.    %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

  A -1 9.0 2 22.22% 7 77.78% 0   2 22.22% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 7 77.78% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  B - 2 20.0 13 65.00% 7 35.00% 2 10.00% 12 60.00% 0 0.00% 1 5.00% 0 0.00% 0 0.00% 6 30.00% 0 0.00% 0 0.00% 1 5.00% 0 0.00% 

  C - 3 23.0 22 95.65% 1 4.35% 3 13.04% 20 86.96% 1 4.35% 0 0.00% 1 4.35% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 4.35% 

  D - 4                            

  E -5                             

  F- 6 6.0 0 0.00% 6 100.00% 0   0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 6 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  G - 7 36.0 33 91.67% 3 8.33% 4 11.11% 31 86.11% 1 2.78% 1 2.78% 0 0.00% 0 0.00% 1 2.78% 2 5.56% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 94.0 70 74.47% 24 25.53% 9 9.57% 65 69.15% 2 2.13% 2 2.13% 1 1.06% 0 0.00% 20 21.28% 2 2.13% 0 0.00% 1 1.06% 1 1.06% 

Real.   NO.  NO.   %  NO.   %  NO.    %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

  A -1                            

  B - 2                            

  C - 3                            

  D - 4                            

  E -5                             

  F- 6                            

  G - 7 10.0 9 90.00% 1 10.00% 3 30.00% 7 70.00% 1 10.00% 1 10.00% 0 0.00% 0 0.00% 0 0.00% 1 10.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 10.0 9 90.00% 1 10.00% 3 30.00% 7 70.00% 1 10.00% 1 10.00% 0 0.00% 0 0.00% 0 0.00% 1 10.00% 0 0.00% 0 0.00% 0 0.00% 

 Promo  NO.  NO.   %  NO.   %  NO.    %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

  A -1 2.0 2 100.00% 0 0.00% 0   2 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  B - 2 4.0 4 100.00% 0 0.00% 0   4 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  C - 3 9.0 7 77.78% 2 22.22% 0   7 77.78% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 2 22.22% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  D - 4                            

  E -5                             

  F- 6                            

  G - 7 18.0 18 100.00% 0 0.00% 0   18 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 33.0 31 93.94% 2 6.06% 0   31 93.94% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 2 6.06%  0.00% 0 0.00% 0 0.00% 0 0.00% 

Overall Minority Civilian LF for these units is 12.43% with a 6.58% Agency LF, and the Overall Women Civilian LF is 13.16% with a 10.97% Agency LF.
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Actual District Two Hiring 

  
 EEO 
 CAT. 

  
TO
T 

ALL EMPLOYEES ETHNIC TOTAL MALE ETHNIC TOTAL FEMALE 

          MALE     FEMALE   MINORITY     WHITE     BLACK    HISPANIC  
ASIAN/PAC. 
IS.  AM. INDIAN     WHITE     BLACK    HISPANIC  

ASIAN/PAC. 
IS.  AM. INDIAN  

 New-
Hire NO. 

 
NO   % 

 
NO.   % 

 
NO.    % 

 
NO   % 

 
NO   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO   %  NO   % 

 
NO.   % 

 
NO   % 

 
NO.   % 

  A -1                            

  B - 2 1.0 0 0.00% 1 
100.00

% 0   0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  C - 3 4.0 3 75.00% 1 25.00% 0   3 75.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 25.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  D - 4                            

  E -5                             

  F- 6 4.0 0 0.00% 4 
100.00

% 0   0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 4 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  G - 7 23.0 23 100.00% 0 0.00% 0   23 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 32.0 26 81.25% 6 18.75% 0   26 81.25% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 6 18.75% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

Real.   NO. 
 
NO   % 

 
NO.   % 

 
NO.    % 

 
NO   % 

 
NO   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO   %  NO   % 

 
NO.   % 

 
NO   % 

 
NO.   % 

  A -1                            

  B - 2                            

  C - 3                            

  D - 4                            

  E -5                             

  F- 6                            

  G - 7 11.0 11 100.00% 0 0.00% 1 9.09% 10 90.91% 1 9.09% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 11.0 11 100.00% 0 0.00% 1 9.09% 10 90.91% 1 9.09% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

 Promo  NO. 
 
NO   % 

 
NO.   % 

 
NO.    % 

 
NO   % 

 
NO   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO   %  NO   % 

 
NO.   % 

 
NO   % 

 
NO.   % 

  A -1 4.0 3 75.00% 1 25.00% 0   3 75.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 25.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  B - 2 2.0 1 50.00% 1 50.00% 0   1 50.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 50.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  C - 3                            

  D - 4                            

  E -5                             

  F- 6 2.0 0 0.00% 2 
100.00

% 0   0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 2 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  G - 7 12.0 11 91.67% 1 8.33% 0   11 91.67% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 8.33% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 20.0 15 75.00% 5 25.00% 0   15 75.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 5 25.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

Overall Minority Civilian LF for these units is 12.16% with a 4.05% Agency LF, and the Overall Women Civilian LF is 12.84% with a 10.47% Agency LF.
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Actual District Three Hiring 
  
 EEO 
 CAT. 

  
TOT 

ALL EMPLOYEES ETHNIC TOTAL MALE ETHNIC TOTAL FEMALE 

          MALE     FEMALE   MINORITY     WHITE     BLACK    HISPANIC  
ASIAN/PAC. 
IS.  

AM. 
INDIAN     WHITE     BLACK    HISPANIC  

ASIAN/PAC. 
IS.  AM. INDIAN  

 New-
Hire NO.  NO.   %  NO.   %  NO.    %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

  A -1                            

  B - 2 1.0 1 100.00% 0 0.00% 0   1 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  C - 3 7.0 6 85.71% 1 14.29% 0   6 85.71% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 14.29% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  D - 4                            

  E -5                             

  F- 6                            

  G - 7 19.0 18 94.74% 1 5.26% 2 10.53% 16 84.21% 0 0.00% 2 10.53% 0 0.00% 0 0.00% 1 5.26% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 27.0 25 92.59% 2 7.41% 2 7.41% 23 85.19% 0 0.00% 2 7.41% 0 0.00% 0 0.00% 2 7.41% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

Real.   NO.  NO.   %  NO.   %  NO.    %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

  A -1                            

  B - 2                            

  C - 3                            

  D - 4                            

  E -5                             

  F- 6                            

  G - 7 4.0 4 100.00% 0 0.00% 0   4 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 4.0 4 100.00% 0 0.00% 0   4 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

 Promo  NO.  NO.   %  NO.   %  NO.    %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

  A -1 4.0 4 100.00% 0 0.00% 0   4 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  B - 2 3.0 3 100.00% 0 0.00% 0   3 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  C - 3 4.0 4 100.00% 0 0.00% 0   4 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  D - 4                            

  E -5                             

  F- 6                            

  G - 7 12.0 11 91.67% 1 8.33% 0   11 91.67% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 8.33% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 23.0 22 95.65% 1 4.35% 0   22 95.65% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 4.35% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

Overall Minority Civilian LF for these units is 12.19% with a 2.22% Agency LF, and the Overall Women Civilian LF is 12.19% with a 9.48% Agency LF.
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Actual District Four Hiring 
  
 EEO 
 CAT. 

  
TOT 

ALL EMPLOYEES ETHNIC TOTAL MALE ETHNIC TOTAL FEMALE 

          MALE     FEMALE   MINORITY     WHITE     BLACK    HISPANIC  
ASIAN/PAC. 
IS.  AM. INDIAN     WHITE     BLACK    HISPANIC  

ASIAN/PAC. 
IS.  AM. INDIAN  

 New-
Hire NO.  NO.   %  NO.   %  NO.    %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

  A -1                            

  B - 2 1.0 1 100.00% 0 0.00% 0   1 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  C - 3 2.0 1 50.00% 1 50.00% 0   1 50.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 50.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  D - 4                            

  E -5                             

  F- 6 1.0 0 0.00% 1 100.00% 0   0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  G - 7 16.0 16 100.00% 0 0.00% 0   16 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 20.0 18 90.00% 2 10.00% 0   18 90.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 2 10.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

Real.  NO.  NO.   %  NO.   %  NO.    %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

  A -1                            

  B - 2                            

  C - 3                            

  D - 4                            

  E -5                             

  F- 6                            

  G - 7 6.0 6 100.00% 0 0.00% 0   6 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 6.0 6 100.00% 0 0.00% 0   6 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

 Promo  NO.  NO.   %  NO.   %  NO.    %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

  A -1 7.0 7 100.00% 0 0.00% 0   7 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  B - 2 1.0 1 100.00% 0 0.00% 0   1 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  C - 3                            

  D - 4                            

  E -5                             

  F- 6                            

  G - 7 19.0 19 100.00% 0 0.00% 1 5.26% 18 94.74% 0 0.00% 1 5.26% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 27.0 27 100.00% 0 0.00% 1 3.70% 26 96.30% 0 0.00% 1 3.70% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

Overall Minority Civilian LF for these units is 12.37% with a 4.81% Agency LF, and the Overall Women Civilian LF is 12.37% with a 9.28% Agency LF.
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Actual District Five Hiring 

  
 EEO 
 CAT. 

  
TOT 

ALL EMPLOYEES ETHNIC TOTAL MALE ETHNIC TOTAL FEMALE 

          MALE     FEMALE   MINORITY     WHITE     BLACK    HISPANIC  
ASIAN/PAC. 
IS.  AM. INDIAN     WHITE     BLACK    HISPANIC  

ASIAN/PAC. 
IS.  AM. INDIAN  

 New-
Hire NO. 

 
NO.   %  NO.   %  NO    %  NO.   %  NO.   %  NO.   %  NO   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

  A -1                            

  B - 2 2.0 0 0.00% 2 100.00% 0   0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 2 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  C - 3 7.0 6 85.71% 1 14.29% 1 14.29% 6 85.71% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 14.29% 0 0.00% 0 0.00% 

  D - 4                            

  E -5                             

  F- 6 2.0 0 0.00% 2 100.00% 0   0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 2 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  G - 7 32.0 32 100.00% 0 0.00% 8 25.00% 24 75.00% 3 9.38% 3 9.38% 1 3.13% 1 3.13% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 43.0 38 88.37% 5 11.63% 9 20.93% 30 69.77% 3 6.98% 3 6.98% 1 2.33% 1 2.33% 4 9.30% 0 0.00% 1 2.33% 0 0.00% 0 0.00% 

Real.   NO.  NO   %  NO.   % 
 
NO.    %  NO.   %  NO.   %  NO.   % 

 
NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

  A -1                            

  B - 2                            

  C - 3                            

  D - 4                            

  E -5                             

  F- 6                            

  G - 7 6.0 6 100.00% 0 0.00% 0   6 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 6.0 6 100.00% 0 0.00% 0   6 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

 Promo  NO.  NO   %  NO.   % 
 
NO.    %  NO.   %  NO.   %  NO.   % 

 
NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

  A -1 8.0 7 87.50% 1 12.50% 0   7 87.50% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 12.50% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  B - 2 3.0 2 66.67% 1 33.33% 0   2 66.67% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 33.33% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  C - 3 9.0 6 66.67% 3 33.33% 0   6 66.67% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 3 33.33% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  D - 4                            

  E -5                             

  F- 6                            

  G - 7 18.0 16 88.89% 2 11.11% 1 5.56% 15 83.33% 0 0.00% 1 5.56% 0 0.00% 0 0.00% 2 11.11% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8 1.0 1 100.00% 0 0.00% 0   1 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

TOT 39.0 32 82.05% 7 17.95% 1 2.56% 31 79.49% 0 0.00% 1 2.56% 0 0.00% 0 0.00% 7 17.95% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

Overall Minority Civilian LF for these units is 12.44% with a 6.60% Agency LF, and the Overall Women Civilian LF is 13.20% with a 14.21% Agency LF.
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Actual District Six Hiring 
  
 EEO 
 CAT. 

  
TOT 

ALL EMPLOYEES ETHNIC TOTAL MALE ETHNIC TOTAL FEMALE 

          MALE     FEMALE   MINORITY     WHITE     BLACK    HISPANIC  
ASIAN/PAC. 
IS.  

AM. 
INDIAN     WHITE     BLACK  

  
HISPANIC  

ASIAN/PAC. 
IS.  AM. INDIAN  

 New-
Hire NO. 

 
NO   % 

 
NO   %  NO    % 

 
NO   %  NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

  A -1                            

  B - 2 1.0 0 0.00% 1 100.00% 0   0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  C - 3 2.0 2 100.00% 0 0.00% 0   2 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  D - 4 0.0 0   0   0   0   0   0   0   0   0   0   0   0   0   

  E -5  0.0 0   0   0   0   0   0   0   0   0   0   0   0   0   

  F- 6 1.0 0 0.00% 1 100.00% 0   0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 1 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  G - 7 23.0 23 100.00% 0 0.00% 1 4.35% 22 95.65% 0 0.00% 1 4.35% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8 0.0 0   0   0   0   0   0   0   0   0   0   0   0   0   

TOT 27.0 25 92.59% 2 7.41% 1 3.70% 24 88.89% 0 0.00% 1 3.70% 0 0.00% 0 0.00% 2 7.41% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

Real.   NO. 
 
NO   % 

 
NO   %  NO    % 

 
NO   %  NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

  A -1                            

  B - 2                            

  C - 3                            

  D - 4                            

  E -5                             

  F- 6                            

  G - 7 3.0 3 100.00% 0 0.00% 0   3 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8                            

TOT 3.0 3 100.00% 0 0.00% 0   3 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

 Promo  NO. 
 
NO   % 

 
NO   %  NO    % 

 
NO   %  NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

 
NO   % 

  A -1 4.0 4 100.00% 0 0.00% 1 25.00% 3 75.00% 0 0.00% 1 25.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  B - 2 0.0 0   0   0   0   0   0   0   0   0   0   0   0   0   

  C - 3 0.0 0   0   0   0   0   0   0   0   0   0   0   0   0   

  D - 4 0.0 0   0   0   0   0   0   0   0   0   0   0   0   0   

  E -5  0.0 0   0   0   0   0   0   0   0   0   0   0   0   0   

  F- 6 0.0 0   0   0   0   0   0   0   0   0   0   0   0   0   

  G - 7 9.0 9 100.00% 0 0.00% 0   9 100.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  H - 8 0.0 0   0   0   0   0   0   0   0   0   0   0   0   0   

TOT 13.0 13 100.00% 0 0.00% 1 7.69% 12 92.31% 0 0.00% 1 7.69% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 

  Overall Minority Civilian LF for these units is 11.93% with 11.01% Agency LF, and the Overall Women Civilian LF is 13.30% with a 11.93% Agency LF.   
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With Regard to Developing the FY 2012 Agency Goals 
 
Limited hiring opportunities continue within certain classifications and locations.  Each senior and executive manager 
should continue to establish individual plans based upon their own set of circumstances and those efforts will be 
outlined in the summary of impact analysis section of this Plan. Staff reductions are occurring as part of a Governorôs 
program to reduce the size of state government by offering retirement incentives to eligible employees.  Those 
positions cannot be replaced without the approval of the Governorôs office.   In all units the following Agency wide 
hiring notes will apply:  
 

¶ Senior managers will see that appropriate recruitment efforts are undertaken and maintain documentation of 
Good Faith Effort to help the Agency reverse minority underutilization.  Where percentages were not provided by 
the unit due to a lack of anticipated hiring, it will be assumed that if positions do open that the individual goals to 
improve diversity will be equivalent to the appropriate adjusted civilian labor force for the position, rounded up to 
the nearest full percentage.  Any questions regarding the appropriate percentage will be directed to the Agency 
EEO Officer. 

 

¶ Whenever there is a tie in interview scoring, the senior manager will first look to see if a tied member is a 
veteran; and if not, whether a tied applicant is from an under-represented EEO group.  If there is no tied veteran, 
the tied applicant from the under-represented EEO group will be offered the position.   

 

¶ Unit efforts will include interviewing all qualified applicants for entry level positions (the use of screening 
interviews is acceptable and the same process may be used for non-entry positions when appropriate.  A Form-6 
review committee continues to verify that appropriate screening criteria are being used to screen applications for 
upper level openings.  Units continue to document where in the hiring process applicants are lost, and all units 
utilize EEO representatives on interview committees.  

 

KDOT Organization 
 
Statutory 
Foundation:     Established in 1975, KDOT was charged with the planning, development, and operation of 

the various modes of transportation within the State.  The Secretary of Transportation may 
organize the Department and delegate authority in the manner that the Secretary deems 
most efficient so long as it is not in conflict with statutory provisions.  

 

Organizational  
Structure:  The listed structure is consistent with the organizational chart on page 49 but took effect 

after the AAP data cut-off. 
 
Office of the 
Secretary: The Secretary of Transportation and the Deputy Secretary for Engineering and State 

Transportation Engineers are responsible for directing and supervising the activities of the 
Department.   

The Office of  
Inspector General:     Is an Executive Staff level office that reports directly to the Secretary of Transportation.  It is 

separated out for Affirmative Action Plan reporting purposes. The office is responsible for 
monitoring all Agency practices and procedures to determine compliance with various legal 
requirements.  

Division 
of Public Affairs: This Executive Staff level office reports directly to the Secretary of Transportation. The 

Bureau of Public Involvement, Bureau of Transportation Information and Office of 
Governmental Affairs are all within the Division of Public Affairs. Data for this office is 
broken out separately in the AAP. 

Division of  
Aviation:  The responsibilities of the Division of Aviation include the administration of the Kansas 

Airport Improvement Program and the administration of the Federal Airport Inspection 
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Program.  In addition, the Division conducts the statewide airport system planning and 
publishes the Kansas Airport Directory and Kansas Aeronautical Chart. The Division also 
provides airports with technical support and coordinates assistance from the Federal 
Aviation Administration.  This Executive Staff level office reports directly to the Secretary of 
Transportation. Data for this office is broken out separately in the Affirmative Action Plan. 

Office of  
Chief Counsel: The Chief Counsel is an Executive Staff level position and reports directly to the Secretary 

of Transportation.  Staff in the Chief Counselôs office provide legal counsel to and represent 
the Agency across a broad spectrum of legal concerns. The Office of Chief Counsel is now 
broken out separately for data reporting purposes.   

 
Office of  
Civil Rights (External): Members of this office collaborates closely with other Agency staff to carry out the mission 

of the External Civil Rights programs, undertaking efforts to locate and eliminate 
discrimination in all of the Agencyôs external programs.  The OCR reports to the Office of 
Chief Counsel  

 
Deputy Secretary and State Transportation  
Engineer: This position represents the Agency as the acting Secretary in the Secretaryôs absence and 

is primarily responsible for all engineering functions within KDOT. The State Transportation 
Engineer is also responsible for project development and proposal through the construction 
and maintenance processes.  The Deputy Secretaryôs office is part of the Secretaryôs Office 
for data reporting purposes. 

Division of  
Administration: The Division of Administration provides administrative support for the Department. The 

bureaus, offices, and programs managed by the Division include: the Bureau of Computer 
Services, the Office of Support Services, the end user computer group, and the Emergency 
Response program. The Director reports to the Deputy Secretary and State Transportation 
Engineer.  This division is broken out separately for AAP reporting processes. 

Bureau of  
Personnel Services:  All members of this office work for the Kansas Department or Administration but are 

assigned to work exclusively for the Agency under the umbrella of KDOTôs Division of 
Administration, to promote and provide for its Human Resource needs.   The sub-functions 
of this unit include the Office of the Chief; the Employee Relations Unit, which is responsible 
for  benefits and FMLA, drug testing, the employee evaluation process, employment 
concerns including grievance investigations not related to discrimination complaints and 
employee hearings; the Compensation and the District HR functions; the Classification and 
Research Unit, which  is responsible for employee compensation, position classification and 
human resource policy; Staff Development, which  is responsible for developing, providing 
and tracking most training  programs within the Agency; and the EEO Officer, which is  
responsible for monitoring and reporting affirmative action efforts and developing the written 
AAP, investigating complaints of discrimination, providing EEO related training and 
guidance, maintaining the Agency exit database, and for Agency and sub-recipient ADA 
compliance.       

  
Division of Financial  
Services: The Division of Financial Services consists of a bureau and two offices that report to the 

Director.  The Division consists of the Bureau of Fiscal Services, the Office of Budget, and 
the Office of Financial Investment and Management.  This Division is broken out separately 
for AAP reporting processes.  

 
Division of Planning 
& Development: The Division is responsible for collecting and analyzing transportation data and developing 

the construction program.  The Division consists of the Bureau of Program and Project 
Management, Bureau of Transportation Planning, (which includes the rail and public 
transportation programs), and the Bureau of Transportation Safety and Technology.  The 
Director is an Executive Staff level manager and the Division is broken out separately for 
AAP reporting processes.  
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Division of Engineering 
And Design: The Division is responsible for the pre-construction phase of the highway program and 

assists local governments with the pre-construction work if federal or state money is used in 
the project.  The Division consists of the Bureau of Design, Bureau of Right of Way, and the 
Bureau of Local Projects. The Director is an Executive Staff level manager and the Division 
is broken out separately for AAP reporting processes.  

 
Division of  
Operations: The Division is responsible for the actual highway construction, materials research, design 

and test, and highway maintenance programs.  The Division of Operations is the  largest unit 
in KDOT and has employees in every county. The Division consists of the Bureau of 
Construction and Maintenance, the Bureau of Materials and Research, and the six 
Construction/Maintenance Districts.  The Director is an Executive Staff level manager.  
There is an overall Affirmative Action breakout for the Division as a whole that includes the 
Districts and Headquarters units and separate breakdowns for each of the six Districts. 
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Organization of the 
Internal EEO/AA Program 
 
Secretary of 
Transportation: The Secretary of Transportation is the Executive Administrator and has final authority for all 

agency programs including the overall responsibility for the KDOT Civil Rights programs. 
 
Deputy Secretary and State Transportation 
Engineer: This Deputy Secretary/State Transportation Engineer has responsibility for the 

implementation of the Internal and External EEO/AA Program in all units reporting to the 
Deputy Secretary and has a leadership role in the establishment and communication of 
goals and strategies for the Agency and for all engineering units. 

 
Executive 
Committee: The Executive Committee consists of the Secretary, the Assistant Secretary/State 

Transportation Engineer, Division Directors, Chief Counsel and Inspector General.  The 
responsibilities of this committee include:  

¶ Development and communication of the general strategies and constraints for the 
EEO/AA planning process to the Senior Managers 

¶ Reviewing the proposed Internal Affirmative Action Plan and present recommendations 
to the Secretary 

¶ Periodically reviewing the status and progress of the Internal EEO/AA Program 
Director of 
Administration: The Director of Administration is an Executive committee member.  The Director is over the 

Bureau of Personnel Services and internal civil rights as it relates to Agency collaboration 
and works with them to develop policy consistent with State law and regulations to meet the 
Agencyôs hiring needs, and the internal civil rights responsibilities. 

Chief of Personnel 
Services:  Is a Senior Manager with responsibilities that include supervision of the EEO Officer and 

he/she: 

¶ Assists in the implementation of the Internal EEO/AA Program with responsibility that 
includes overall agency recruitment including the efforts of the Diversity Recruiter 

¶ Assesses KDOT policies, procedures, and actions for  non-discrimination and 
consistency with the KDOT Internal EEO/AA Plan 

¶ Works in conjunction with the Internal EEO Officer, the Office of Chief Counsel, and 
others as deemed appropriate with regard to investigations which may involve reviewing 
outcomes for consistency with policy and past practice 

¶ Works with the Internal EEO Officer to maintain appropriate data used to compile the  
EEO/AA plan 

¶ Monitors staff development programs including tracking those which support cultural 
diversity and Equal Employment Opportunity 

Other Senior  
Managers: KDOT Senior Managers are defined in the SOM as "Individuals in positions including Bureau 

Chiefs, District Engineers, and above."  The responsibilities of Senior Managers include: 

¶ Establishment of EEO/AA goals and strategies for their units 

¶ Implementation of the EEO/AA Program in their units 

¶ Assisting in the recruitment of protected group individuals 

¶ Communication of the EEO/AA information to all employees in their units 

¶ The investigation of grievances, discrimination and harassment complaints within their 
units consistent with policy outlined in the Standard Operating Manual, and when 
appropriate, the issuance of the formal decisions on those complaints 
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KDOT EEO Officer: This EEO Officer is now within the Bureau of Personnel Services (which is now 
a part of the Kansas Department of Administration).  The EEO Officer continues to be 
assigned with the Agency as his sole customer and retains direct access to the Secretary. 
The responsibilities of this position include examining programs and activities to seek out 
and eliminate discrimination, by the following activities:   

¶ Consolidate and prepare the Internal EEO/AA Plan for review by the appropriate Senior 
and Executive levels of management, and undertake actions necessary to result in the 
final plan approval by the Secretary of Transportation, state and federal program 
reviewers 

¶ Continuously assess and periodically report the KDOT EEO/AA Program, including the 
progress achieved and difficulties encountered by KDOT in implementing the KDOT 
Internal EEO/AA Plan, policies, and procedures 

¶ Assist managers in implementing the KDOT Internal EEO/AA Plan, policies, and 
procedures 

¶ Monitor, and when  necessary, assist in the recruitment processes and provide guidance 
regarding the targeted recruitment of protected group individuals 

¶ Investigate or provide guidance with regard to complaints of discrimination.  Prepare, or 
provide support for, and review confidential investigative reports regarding allegations of 
discrimination and harassment.   Maintains the formal records with regard to internal 
complaints of discrimination 

¶ Periodically assess and maintain documentation which indicates whether employment 
processes are non-discriminatory.  Maintain and report on similar documentation 
provided by the Agency EEO Coordinators and Senior Managers 

¶ Counsel applicants, employees, and managers concerning EEO/AA problems 

¶ Conduct or coordinate training programs designed to support the KDOT Internal 
EEO/AA Plan, policies, and procedures; and 

¶ Serve as a liaison between KDOT and community groups and programs, with federal 
program reviewers and with regard to Agency diversity initiatives. 

 
The ADA program coordinator investigates, counsels and seeks to resolve employment 
related concerns regarding the ADA within the Agency.  The coordinator monitors and re-
assess the Agency ADA self evaluation and transition plan, and monitors and reviews sub-
recipient ADA programs on a cyclical basis.  The coordinator is responsible for issuing the 
Agency determination with regard to ADA concerns when it appears that those internal 
problems or sub-recipient program concerns could not be resolved by other means.   

EEO Advisory  
Board: The EEO Advisory Board consists of members designated by District Engineers and 

Executive Managers to work closely with the EEO Officer, the Bureau of Personnel Services, 
and others as necessary to examine existing non-discrimination practices and make 
recommendations regarding how to improve diversity within the Agency.  

EEO  
Coordinators: The EEO Coordinators perform various administrative functions necessary for the 

implementation and monitoring of the Internal EEO/AA Program, which include: 

¶ Periodically monitoring and providing documentation that employment processes are 
nondiscriminatory in nature 

¶ Reviewing bulletin boards 

¶ Advising their Senior Manager and the EEO Officer regarding the progress and 
difficulties encountered in implementing the KDOT Internal EEO/AA Plan, policies, and 
procedures 

¶ Counsel employees and attempt to resolve informally, discrimination or harassment 
complaints 

¶ Assist in EEO related training, including scheduling and attendance records and 
monitoring that  information is provided to new employees regarding the use of KDOTôs 
complaint procedures within their designated work units; and 

¶ Assist in targeted recruitment and documentation of good faith effort with regard to 
Affirmative Action for the purpose of obtaining qualified protected group applicants for 
their designated work units 
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EEO Representatives:  Designated EEO Representatives are now located throughout the Agency and are tasked 
with assisting in affirmative action efforts, counseling interview teams regarding inclusion 
and examining interview questions for things which may have a disparate impact.  They sit 
as a voting member on all classified service interview teams.  

External Civil   
Rights, EEO Reps and 
HR Staff:  External Civil Rights, EEO Reps and HR Staff should report internal issues found during the 

performance of their duties to the EEO Officer.  Additionally, they may collaborate with the 
Internal EEO Officer regarding work within districts, offices and shops to monitor: whether 
the Agencyôs bulletin boards are complete, and may at times even perform outreach, monitor 
Agency Good Faith Effort (GFE), monitor interview processes, training, report concerns, and 
assist with investigations when needed.  

 
Employees and  
Supervisors: Responsibilities include maintaining a respectful and productive work environment, reporting 

incidents that indicate discriminatory, hostile or offensive practices and behaving in a 
manner which adheres to laws, rules and regulations, policies, and procedures related to 
EEO/AA, ADA, and sexual harassment.  They are also charged with utilizing the appropriate 
procedures to report problems. Those who are also supervisors are responsible for seeking 
out and remedying issues of discrimination when they know or reasonably should have 
known about them. All employees and managers are encouraged to refer qualified protected 
group applicants and are encouraged to provide recommendations with regard to 
strengthening the Affirmative Action program. 

 
EEO CONTACT PERSONS 
 
The Agency EEO Officer, Michael Smith, is the designated EEO Coordinator for the Headquarters units.  Mr. Smith 
may be contacted by any employee and may be reached as noted in the employment policy statement posted on the 
bulletin boards as found on page 19 of this plan.  He can be contacted at anytime by email at eeooffic@ksdot.org or 
by Agency cell phone at 785-220-6621. 
 
The district EEO Coordinators are:   
 
OFFICE   MANAGER             EEO      PHONE 
      COORDINATOR  NUMBERS 
District One   Clay Adams  Liz Harper   (785) 296-3881 
District Two   Randy West  DeeDee Becker   (785) 823-3754 
District Three   Jeff Stewart  Denise Schwab   (785) 877-3315 
District Four   Michael Stringer Shelia Brown   (620) 431-1000 
District Five   Robert Cook  Brenda Cikanek   (620) 663-3361 
District Six   Larry Thompson Chris Belknap   (620) 276-3241 
 
The Employee Relations unit of Personnel Services may also be contacted regarding EEO Concerns at (785) 296-
3721. 
 
Recommendations for overall program improvement may be made to any member of the Joint EEO Advisory Board.  

 
  

mailto:eeooffic@ksdot.org
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Basis for the Internal EEO/AA Plan 
 
Action Plan  
Requirement: KDOT is required by both Federal and State regulations to prepare an Affirmative Action 

Plan (AAP). 23 CFR 230.311 requires that each state highway agency prepare an Equal 
Employment Opportunity Program.  The Equal Employment Opportunity Program is defined 
by 23 CFR 230.305 to include an Affirmative Action Plan.  That plan must state the ñpositive 
action steps the state highway agency will take to assure equal employment opportunity.ò 
Additionally, Kansas Administrative Regulation 1-9-18 (b) (1) provides: 

 
Each agency shall implement a plan of affirmative action in order to identify 
areas of underutilization, initiate programs designed to address under-
utilization and implement programs and policies designed to promote equal 
employment opportunity. 

 
Relationship of 
Affirmative Action to 
Equal Employment 
Opportunity:  Equal Employment Opportunity (EEO) is a legal obligation and an ongoing effort to provide 

all individuals the opportunity to compete equally and to provide equality of access to all 
terms and conditions of employment within the Agency.   It also requires the Agency to avoid 
discrimination. 

 
 Affirmative Action (AA) is the Agencyôs legal obligation to engage in good faith effort, beyond 

normal methods of recruitment, to obtain appropriate representation within its labor force.  
KDOT has a goal of prorated parity with the Civilian Labor Force (CLF) based upon the data 
provided by the Kansas Department of Administration using the most current available 
census.  That labor force is generally made up of people who reported performing similar 
lines of work to that performed by the Agency in its various demographic areas.  

 
EEO involves analysis to determine whether certain protected groups are adequately 
represented in the organizationôs labor force and programs.  AA was initially established to 
correct a historical pattern of exclusion and under current case law the action should not be 
seen as contradictory to the principles of EEO where qualifications and merit are noted to be 
the primary determining factors for employment decisions.  

 
 AA that gives preference to members of protected groups may be warranted on a limited 

basis if certain requirements are met.  In addition to a preference for qualified veterans, 
those basic requirements include: 

¶ Narrowly tailored actions to address known discrimination and shortfalls or problems 
within a specific work unit where protected group neutral methods have previously failed.  
The purpose of those actions must be to eliminate discriminatory practices that may 
have resulted in inadequate representation, or other known discrimination, or actions 
taken when statistical analysis identifies and confirms that the previous practices had 
themselves led to discrimination.  

¶ The action must not disparately harm or create an absolute barrier to individuals who are 
not members of the protected group for which the action was undertaken.   

 

Assessment of 
Work Force Statistics 
 
Important: All statistics used for evaluation purposes contain some inherent flaws but should represent 

the best known data available at the time of their use.   EEO/AA statistics are an important 
element in the KDOT Equal Employment Opportunity and Affirmative Action Plan for two 
reasons: 
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1. EEO/AA statistics provide objective information concerning whether the KDOT work force 
has an appropriate representation of protected group individuals.  The statistics provide an 
objective perspective of the progress made toward achieving appropriate representation. 

 
2. The analyses of EEO/AA statistics provide an indication of the success or failure of 
actions undertaken to achieve parity and indicate a good faith effort showing.  Items to be 
examined in the analysis of the underrepresentation include an examination to see whether 
underrepresentation is due to:  

¶ Statistical variation due to a lack of protected group applicants;  

¶ The salary, working conditions, work-site, or work unit itself which did not facilitate the 
retention of protected group employees; 

¶ Interview and application sites that were not accessible or fair; 

¶ Interview teams that are not made up of a diverse panel of trained interviewers; 

¶ Protected group employees not having equal access to training;  

¶ The best-qualified applicant was not hired for skilled positions;  

¶ Consideration of qualifications not essential to performing the duties of the advertised 
position that result in exclusion;  

¶ A failure to examine or take action when statistical analysis indicated a correlation 
between an adverse employment environment and protected group employees leaving 
employment;  

¶ Other reasons that contradict the premise of Equal Employment Opportunity with regard 
to all aspects of recruitment, compensation, and employment. 

 
Data  
Limitations: Temporary employees holding internships and showing as summer help are not included in 

the data shown in this plan except as noted in the EEO-4 and as listed under the various 
initiatives.  Current efforts to recruit result in an above-average minority placement in those 
internship positions.  For the purposes of this plan most data has these numbers removed 
only reflecting those individuals in regular classified positions.  

 
  Despite efforts to establish a reliable statistical data, any data must be used with caution. 

When analysis of the data is performed it must be recognized that no hiring data is precise.  
Sometimes different data sources result in different figures being provided.  Short-term 
fluctuations almost always appear in the data and when unintentional errors or omissions are 
identified, they are noted in a follow-up AAP.  The data provided is entirely adequate for the 
analysis of significant deviations from standards. To maintain consistency, the current 
census is extrapolated by the Kansas Department of Administrationôs EEO statistician and 
information provided by the Statewide Human Resources and Payroll (SHaRP) System 
utilizing an April 1 through March 31 cut-off period, and that data represents the majority of 
the source data utilized for the plan.  The Learning Center database and Form 20 EEO 
reports are used to produce the EEO-4 and other terms and conditions analysis. 

 
  SHaRP does not include statistical data related to the employment of disabled individuals.  

This omission is due to the difficulty in obtaining ongoing raw data both due to federal 
restrictions on requiring information that is protected by the ADA as well as the reluctance of 
people to provide the information voluntarily. 
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AGENCY OVERVIEW  
 
Changes in 
Representation: During the reporting year examined for the FY 2012 AAP the number of minorities increased 

by 4 Full-Time Equivalents (FTEôs).  The number of women employed at KDOT increased by 
0.25 FTEôs in the same time period while KDOTôs workforce overall increased by 41.25 
FTEôs.  The chart indicates the fluctuation since 2001 and showed a steady increase in the 
number of women who are near parity with the appropriate Civilian Labor Force (CLF) and a 
generally static minority percent of population.   

 

March 31 snap-shot of 
KDOT Classified 

Workforce in: 

KDOT Total Filled 
Positions on March 31 

Females Total Minorities 

  Number % Number % 

2001 3,073.5 494 16.1 192 6.2 

2002 3,122.5 516.5 16.5 199.5 6.4 

2003 3,098.0 515 16.6 188 6.1 

2004 3,069.75 509.75 16.6 183.5 6.0 

2005 3,030.25 514.75 17.0 178.5 5.9 

2006 2,989.85 516.35 17.3 174 5.8 

2007 2,921.10 504.1 17.3 167 5.7 

2008 2,886.50 512.5 17.8 180 6.2 

2009 2,881.41 515.41 17.9 168 5.8 

2010 2,745.41 499.41 18.2 166 6.0 

2011 2786.66 499.66 17.9 170 6.1 

 
The data listed above is based on information provided by the Kansas Department of Administration. 
 
Parity   The Affirmative Action Plan defines parity as ñthe employment of protected group persons in 

various job categories at rates approximating those employed in those job categories performing 
similar lines of work within the applicable Civilian Labor Force (CLF)ò.  

 
 The plan utilizes data where a part-time position only counts for part of an FTE.  With regard to 

parity this plan utilizes the CLF and the data is obtained directly from the Kansas Department of 
Administration.  The 0.66 percentage of an FTE shown in the most current FTE data for the 
Agency is accordingly due to less than full-time hours worked in some positions. 
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Total Agency 
Information as of 

People Currently 
in 

KDOTôs 

Civilian Labor Force (CLF) 

3/31/2011 Workforce Prorated CLF 
Target 

Relationship to Parity 

Total KDOT Workforce (2,786.66 Employees) 

Females 499.66 510 10.34 

Minorities 170 354 184 

 

Office of the Secretary ï (5 Employees) 

Females 4 2 (2) 

Minorities 0 0 0 

Division of Administration (127.5 Employees) 

Females 56.5 62 5.5 

Minorities 11 20 9 

Division of Finance (36 Employees) 

Females 25 20 (5) 

Minorities 0 4 4 

Office of Civil Rights (7 Employees) 

Females 5 3 (2) 

Minorities 2 1 (1) 

Office of Chief Counsel  (17 Employees) 

Females 13 10 (3) 

Minorities 1 1 0 

Office of the Inspector General  (7 Employees) 

Females 2 4 2 

Minorities 0 1 1 

Division of Public Affairs (12 Employees) 

Females 8 5 (3) 

Minorities 0 2 2 

Division of Planning and Development  (121 Employees) 

Females 47 27 (20) 

Minorities 8 17 9 

Division of Engineering and Design (229.5 Employees) 

Females 68.5 64 (4.5) 

Minorities 12 29 17 

Division of Operations (2220.66 Employees) 

Females 269.66 311 41.34 

Minorities 134 279 145 

Division of Aviation (4 Employees) 

Females 1 2 1 

Minorities 2 0 (2) 

  
Note that parentheses in the Relationship to Parity column indicate that KDOTôs labor force is above parity.  
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Operations 
Information as of 

People 
Currently in 
KDOTôs 

Civilian Labor Force (CLF) 

3/31/2011 Workforce Prorated CLF 
Target 

Relationship 
to Parity 

Breakdown of Division of Operations (2220.66 Employees)  

Headquarters Units (204 Employees) 

Females 44 51 7 

Minorities 16 31 15 

District One (547 Employees) 

Females 60 72 12 

Minorities 35 68 32 

District Two (296 Employees) 

Females 31 38 7 

Minorities 12 36 24 

District Three (270.66 Employees) 

Females 25.66 33 7.34 

Minorities 6 34 27 

District Four (291 Employees) 

Females 27 36 9 

Minorities 14 36 22 

District Five (394 Employees)  

Females 56 52 (4) 

Minorities 26 49 23 

District Six (218 Employees) 

Females 26 29 3 

Minorities 24 26 2 

 
Note that parentheses in the Relationship to Parity column indicate that KDOTôs labor force is above parity. 
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ALF is Agency Labor Force.  100% of the reallocations shown above represent automatic increases of people 
graduating from the training program in the equipment operator trades, and some of those might have been listed as 
promotions in years past. 

  

Internal Transfers data derived from submitted DOT 20 paperwork 

Female 
Age Minority Age W/M Age 

 

Total 60    Actual ALF Total Number 6 4 50 

Total Minority 4 % Minority 6.67% 6.10% Combined Ages 265 129 2037 

Total Female 6 % Female 10.00% 17.93% Average Age 44.2 32.2 40.7 

 

 Internal Demotions data derived from submitted DOT 20 paperwork 

Female 
Age Minority Age W/M Age 

 

Total 21    Actual ALF Total Number 5 1 15 

Total 
Minority 1 % Minority 4.76% 6.10% Combined Ages 207 25 664 

Total Female 5 % Female 23.81% 17.93% Average Age 41.4 24.5 44.3 

 

 
Reallocations data derived from submitted DOT 20 paperwork  

Female 
Age Minority Age W/M Age 

 

Total 40   Actual  ALF Total Number 1 4 36 

Total 
Minority 4 % Minority 10.00% 6.10% Combined Ages 29 142 1402 

Total Female 1 % Female 2.50% 17.93% Average Age 28.8 35.6 38.9 
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Race & Gender breakdown of TOTAL training by individual classes taken and the percentage for each represented 
EEO Category. (Source Learning Center Database) 

 
  WM BM HM APIM NAM WF BF HF APIF NAF 

Officials & 
Managers. 

22 0 0 0 0 17 0 0 0 0 

  56.41% 0.00% 0.00% 0.00% 0.00% 43.59% 0.00% 0.00% 0.00% 0.00% 

Professionals  368 16 4 7 1 244 2 3 0 3 

  57.05% 2.48% 0.62% 1.09% 0.16% 37.83% 0.31% 0.47% 0.00% 0.47% 

Technicians 1618 53 49 32 14 369 9 17 0 0 

  74.87% 2.45% 2.27% 1.48% 0.65% 17.08% 0.42% 0.79% 0.00% 0.00% 

Prot. Services 0 0 0 0 0 2 0 0 0 0 

Sworn 0.00% 0.00% 0.00% 0.00% 0.00% 100.00% 0.00% 0.00% 0.00% 0.00% 

Admin Support 14 0 3 0 2 210 3 4 0 0 

  5.93% 0.00% 1.27% 0.00% 0.85% 88.98% 1.27% 1.69% 0.00% 0.00% 

Skilled Craft 2785 57 72 0 23 84 10 4 0 0 

  91.76% 1.88% 2.37% 0.00% 0.76% 2.77% 0.33% 0.13% 0.00% 0.00% 

Service 
Maintenance 

3 0 0 0 0 3 0 0 0 0 

 50.00% 0.00% 0.00% 0.00% 0.00% 50.00% 0.00% 0.00% 0.00% 0.00% 

 
Race & Gender breakdown of SUPERVISORY training by individual classes taken and percentage for each 
represented EEO Category. (Source Learning Center Database) 

 
  WM BM HM APIM NAM WF BF HF APIF NAF 

Officials & 
Managers 

1241 16 44 0 12 112 2 5 0 0 

  86.66% 1.12% 3.07% 0.00% 0.84% 7.82% 0.14% 0.35% 0.00% 0.00% 

Professionals  944 5 14 9 0 413 37 0 5 0 

  66.15% 0.35% 0.98% 0.63% 0.00% 28.94% 2.59% 0.00% 0.35% 0.00% 

Technicians 454 4 15 0 5 27 0 4 0 0 

  89.19% 0.79% 2.95% 0.00% 0.98% 5.30% 0.00% 0.79% 0.00% 0.00% 

Prot. Services 0 0 0 0 0 0 0 0 0 0 

Sworn 0.00% 0.00% 0.00% 0.00% 0.00% #DIV/0! 0.00% 0.00% 0.00% 0.00% 

Admin Support 3 0 6 0 0 193 0 3 0 0 

  1.46% 0.00% 2.93% 0.00% 0.00% 94.15% 0.00% 1.46% 0.00% 0.00% 

Skilled Craft 182 0 0 0 0 0 0 0 0 0 

  100.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 

Service 
Maintenance 

0 0 0 0 0 0 0 0 0 0 

  0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 
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EEO Categories:   The designation of EEO categories was done by Census 2000.  Category breakdowns 
are driven by position title.  The basic breakdowns were necessary because gross aggregation of EEO/AA 
statistics can hide significant characteristics of the work force. For example, an organization that reported 
only total employment might appear to have appropriate representation while having many women and 
minority employees in low-paying jobs. Therefore, EEO/AA statistics are presented by race and sex and 
EEO Category.  This plan has gone further to list indication of disparity in applicant flow or success by job 
family in a single demographic location while separate examinations can look at outcomes down to single 
job titles falling within a specific work unit.   

 
The eight federal Equal Employment Opportunity Commission (EEOC) job categories facilitate analysis 
and comparisons. KDOT currently has no workers in Protective Service categories.   

 
 

 

EEO 
CATEGORIES 

FILLED POSITIONS AS OF 
MARCH 31, 2011 

 
PERCENT 

A-1  Officials & Managers 290 10.41% 

B-2  Professional 488.16 17.52% 

C-3  Technicians 578 20.740% 

D-4  Protective Service (Sworn) 0 0.00% 

E-5  Protective Service (Non-Sworn) 0 0.00% 

F-6  Administrative Support 187.50 6.73% 

G-7  Skilled Craft 1232 44.21% 

H-8  Service Maintenance 11 0.39% 

Total 2786.66 100.00% 
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FEMALES  

HISPANIC WHITE   BLACK   API   NATAM   

 NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

2 3.70% 50 92.59% 2 3.70% 0 0.00% 0 0.00% 

3 2.01% 143 95.98% 1 0.67% 2 1.34% 0 0.00% 

4 4.00% 94 94.00% 1 1.00% 0 0.00% 1 1.00% 

                    

0   0   0   0   0   

4 2.49% 152 94.39% 4 2.49% 0 0.00% 1 0.62% 

2 5.88% 30 88.24% 2 5.88% 0 0.00% 0 0.00% 

0 0.00% 2 100.00% 0 0.00% 0 0.00% 0 0.00% 

15.00 0.54% 470.66 16.89% 10.00 0.36% 2.00 0.07% 2.00 0.07% 

 

MALES  

HISPANIC WHITE   BLACK   API   NATAM   

 NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

8 2.76% 223 76.90% 2 0.69% 0 0.00% 3 1.03% 

6 1.23% 321 65.76% 7 1.43% 3 0.61% 2 0.41% 

15 2.60% 441 76.30% 13 2.25% 7 1.21% 2 0.35% 

                    

0   0   0   0   0   

6 3.20% 20 10.67% 0 0.00% 0 0.00% 1 0.53% 

40 3.25% 1132 91.88% 18 1.46% 1 0.08% 7 0.57% 

0 0.00% 9 81.82% 0 0.00% 0 0.00% 0 0.00% 

75 2.69% 2146 77.01% 40 1.44% 11 0.39% 15 0.54% 

 

EEO Category Total Number 
Employed 

All Employees Total  

Male Female Minority 

Number % Number  % Number % 

A-1 290.00 236.00 81.38% 54.00 18.62% 17.00 5.86% 

B-2 488.16 339.00 69.44% 149.16 30.56% 24.00 4.92% 

C-3 578.00 478.00 82.70% 100.00 17.30% 43.00 7.44% 

D-4               

E-5               

F-6 187.50 27.00 14.40% 160.50 85.60% 16.00 8.53% 

G-7 1232.00 1198.00 97.24% 34.00 2.76% 70.00 5.68% 

H-8 11.00 9.00 81.82% 2.00 18.18% 0.00 0.00% 

Totals 2786.66 2287.00 82.07% 499.66 17.93% 170.00 6.10% 

 

 

 

Make Up of Total Agency 
April 1, 2010 to March 31, 2011 
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FEMALES  

HISPANIC WHITE   BLACK   API   NATAM   

 NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

0.00 0.00% 3.00 100.00% 0.00 0.00% 0.00                -    0.00                -    

0.00 0.00% 0.00 0.00% 0.00 0.00% 0.00                -    0.00                -    

                    

                    

                    

0.00 0.00% 1.00 100.00% 0.00 0.00% 0.00                -    0.00                -    

                    

                    

0.00 0.00% 4.00 80.00% 0.00 0.00% 0.00 0.00% 0.00 0.00% 

 

MALES  

HISPANIC WHITE   BLACK   API   NATAM   

 NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

0 0.00% 0 0.00% 0 0.00% 0   0   

0 0.00% 1 100.00% 0 0.00% 0   0   

                    

                    

                    

0 0.00% 0 0.00% 0 0.00% 0   0   

                    

                    

0 0.00% 1 20.00% 0 0.00% 0 0.00% 0 0.00% 

 
 

HISPANIC WHITE BLACK ASIAN AIAN* NHOPI* BLACK 
and 

WHITE 

ASIAN 
and 

WHITE 

AIAN 
and 

WHITE 

AIAN 
and  

BLACK 

Balance 
2+Races 

 NO.   %  NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 
 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

 
NO.   % 

0 0.00% 4 36.36% 0 0.00% 0   0   0   0   0   0   0   0   

0 0.00% 6 40.00% 1 6.67% 0   0   0   0   0   0   0   0   
                                            
0 0.00% 1 33.33% 0 0.00% 0   0   0   0   0   0   0   0   
                                            

0 0.00% 1 9.09% 0 0.00% 0   0   0   0   0   0   0   0   

                                            

                                            

0 0.00% 12 28.24% 1 2.35% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 0 0.00% 
 

EEO 
Category 

Total Number 
Employed 

All Employees Total  

Male Female Minority 

Number % Number  % Number % 

A-1 3.00 0.00 0.00% 3.00 100.00% 0.00 0.00% 

B-2 1.00 1.00 100.00% 0.00 0.00% 0.00 0.00% 

C-3               

D-4               

E-5               

F-6 1.00 0.00 0.00% 1.00 100.00% 0.00 0.00% 

G-7               

H-8               

Totals 5.00 1.00 20.00% 4.00 80.00% 0.00 0.00% 

 

 

 

Make Up of Office of the Secretary 
April 1, 2010 to March 31, 2011 
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FEMALES  

HISPANIC WHITE   BLACK   API   NATAM   

 NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

0.00 0.00% 10.00 47.62% 0.00 0.00% 0.00 0.00% 0.00   

1.00 1.20% 31.50 37.72% 0.00 0.00% 1.00 1.20% 0.00   

0.00 0.00% 2.00 50.00% 0.00 0.00% 0.00 0.00% 0.00   

                    

                    

0.00 0.00% 10.00 55.56% 1.00 5.56% 0.00 0.00% 0.00   

                    

0.00 0.00% 0.00 0.00% 0.00 0.00% 0.00 0.00% 0.00   

1.00 0.78% 53.50 41.96% 1.00 0.78% 1.00 0.78% 0.00 0.00% 

 

MALES  

HISPANIC WHITE   BLACK   API   NATAM   

 NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

0 0.00% 11 52.38% 0   0   0 0.00% 

2 2.40% 45 53.89% 0   1   2 2.40% 

0 0.00% 2 50.00% 0   0   0 0.00% 

0                   

                    

3 16.67% 4 22.22% 0   0   0 0.00% 

                    

0 0.00% 1 100.00% 0   0   0 0.00% 

5 3.92% 63 49.41% 0 0.00% 1 0.78% 2 1.57% 

 

EEO 
Category 

Total Number 
Employed 

All Employees Total  

Male Female Minority 

Number % Number  % Number % 

A-1 21.00 11.00 52.38% 10.00 47.62% 0.00 0.00% 

B-2 83.50 50.00 59.88% 33.50 40.12% 7.00 8.38% 

C-3 4.00 2.00 50.00% 2.00 50.00% 0.00 0.00% 

D-4               

E-5               

F-6 18.00 7.00 38.89% 11.00 61.11% 4.00 22.22% 

G-7               

H-8 1.00 1.00 100.00% 0.00 0.00% 0.00 0.00% 

Totals 127.50 71.00 55.69% 56.50 44.31% 11.00 8.63% 

 

 

 

Make Up of Div. of Admin. 
April 1, 2010 to March 31, 2011 
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EEO 
Category 

Total Number 
Employed 

All Employees Total  

Male Female Minority 

Number % Number  % Number % 

A-1 14.00 5.00 35.71% 9.00 64.29% 0.00 0.00% 

B-2 16.00 5.00 31.25% 11.00 68.75% 0.00 0.00% 

C-3        

D-4               

E-5               

F-6 6.00 1.00 16.67% 5.00 83.33% 0.00 0.00% 

G-7        

H-8        

Totals 36.00 11.00 30.56% 25.00 69.44% 0.00 0.00% 

 

 

  

FEMALES  

HISPANIC WHITE   BLACK   API   NATAM   

 NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

0.00 0.00% 9.00 64.29% 0.00 0.00% 0.00 0.00% 0.00   

0.00 0.00% 11.00 68.75% 0.00 0.00% 0.00 0.00% 0.00   

          

                    

                    

0.00 0.00% 5.00 83.33% 0.00 0.00% 0.00 0.00% 0.00   

          

          

0.00 0.00% 25.00 69.44% 0.00 0.00% 0.00 0.00% 0.00 0.00% 

 

MALES  

HISPANIC WHITE   BLACK   API   NATAM   

 NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

0 0.00% 5 35.71% 0   0   0 0.00% 

0 0.00% 5 31.25% 0   0   0 0.00% 

          

0                   

                    

0 0.00% 1 16.67% 0   0   0 0.00% 

          

          

0 0.00% 11 30.56% 0 0.00% 0 0.00% 0 0.00% 

 

Make Up Division of Finance 
April 1, 2010 to March 31, 2011 
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Make Up Office of Civil Rights 
April 1, 2010 to March 31, 2011 
Note: This data will be combined with other 
units in the next plan. 

 

EEO 
Category 

Total Number 
Employed 

All Employees Total  

Male Female Minority 

Number % Number  % Number % 

A-1 2.00 1.00 50.00% 1.00 50.00% 1.00 50.00% 

B-2 4.00 1.00 25.00% 3.00 75.00% 1.00 25.00% 

C-3               

D-4        

E-5               

F-6 1.00 0.00 0.00% 1.00 100.00% 0.00 0.00% 

G-7               

H-8               

Totals 7.00 2.00 28.57% 5.00 71.43% 2.00 28.57% 

 

 

MALES  

HISPANIC WHITE   BLACK   API   NATAM   

 NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

0 0.00% 1 50.00% 0 0.00% 0   0   

0 0.00% 0 0.00% 1 25.00% 0   0   

                    

          

                    

0 0.00% 0 0.00% 0 0.00% 0   0   

                    

                    

0 0.00% 1 14.29% 1 14.29% 0 0.00% 0 0.00% 

 

 FEMALES  

HISPANIC WHITE   BLACK   API   NATAM   

 NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

0.00 0.00% 0.00 0.00% 1.00 50.00% 0.00                -    0.00                -    

0.00 0.00% 3.00 75.00% 0.00 0.00% 0.00                -    0.00                -    

                    

          

                    

0.00 0.00% 1.00 100.00% 0.00 0.00% 0.00                -    0.00                -    

                    

                    

0.00 0.00% 4.00 57.14% 1.00 14.29% 0.00 0.00% 0.00 0.00% 
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Make Up Office of Chef Counsel 
April 1, 2010 to March 31, 2011 
 

FEMALES  

HISPANIC WHITE   BLACK   API   NATAM   

 NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

0.00 0.00% 2.00 100.00% 0.00 0.00% 0.00                -    0.00                -    

0.00 0.00% 3.00 50.00% 0.00 0.00% 0.00                -    0.00                -    

                    

          

                    

0.00 0.00% 8.00 88.89% 0.00 0.00% 0.00                -    0.00                -    

                    

                    

0.00 0.00% 13.00 76.47% 0.00 0.00% 0.00 0.00% 0.00 0.00% 

 

MALES  

HISPANIC WHITE   BLACK   API   NATAM   

 NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

0 0.00% 0 0.00% 0 0.00% 0   0   

0 0.00% 2 33.33% 1 16.67% 0   0   

                    

          

                    

0 0.00% 1 11.11% 0 0.00% 0   0   

                    

                    

0 0.00% 3 17.65% 1 5.88% 0 0.00% 0 0.00% 

 

EEO 
Category 

Total Number 
Employed 

All Employees Total  

Male Female Minority 

Number % Number  % Number % 

A-1 2.00 0.00 0.00% 2.00 100.00% 0.00 0.00% 

B-2 6.00 3.00 50.00% 3.00 50.00% 1.00 16.67% 

C-3               

D-4        

E-5               

F-6 9.00 1.00 11.11% 8.00 88.89% 0.00 0.00% 

G-7               

H-8               

Totals 17.00 4.00 23.53% 13.00 76.47% 1.00 5.88% 
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FEMALES  

HISPANIC WHITE   BLACK   API   NATAM   

 NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

0.00 0.00% 0.00 0.00% 0.00 0.00% 0.00                -    0.00                -    

0.00 0.00% 2.00 33.33% 0.00 0.00% 0.00                -    0.00                -    

                    

          

          

          

                    

                    

0.00 0.00% 2.00 28.57% 0.00 0.00% 0.00 0.00% 0.00 0.00% 

 

EEO 
Category 

Total Number 
Employed 

All Employees Total  

Male Female Minority 

Number % Number  % Number % 

A-1 1.00 1.00 100.00% 0.00 0.00% 0.00 0.00% 

B-2 6.00 4.00 66.67% 2.00 33.33% 0.00 0.00% 

C-3               

D-4        

E-5        

F-6        

G-7               

H-8               

Totals 7.00 5.00 71.43% 2.00 28.57% 0.00 0.00% 

 

 

 

Make Up Office of the Inspector 
General    
April 1, 2010 to March 31, 2011 
 

MALES  

HISPANIC WHITE   BLACK   API   NATAM   

 NO.   %  NO.   %  NO.   %  NO.   %  NO.   % 

0 0.00% 1 100.00% 0 0.00% 0   0   

0 0.00% 4 66.67% 0 0.00% 0   0   

                    

          

          

          

                    

                    

0 0.00% 5 71.43% 0 0.00% 0 0.00% 0 0.00% 

 




