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STATEMENT OF POLICY/COMMITTEMENT
The Metropolitan Council’s employment practices and business operations shall reflect a value and respect for the diversity among its
employees, customers and citizens of the Metropolitan region. We are committed to providing a respectful work environment that
appreciates and promotes the contributions of all our employees and the communities we serve.
The Metropolitan Council shall provide equal opportunity in all areas of employment; personnel practices (including recruitment or
recruitment advertising, hiring, selection for training, upgrading, rates of pay or other forms of compensation, benefits, promotion, transfer,
demotion, discipline action, layoff, termination, selection for training/apprenticeships, treatment of employees and other terms, conditions
and privileges of employment); and in access to public services, programs, and activities. The Council shall not discriminate or subject to
harassment against any individual:

a.

Based on race, color, creed, religion, national origin, sex (including sexual harassment and gender harassment), disability,
age, marital or public assistance status, f a m i l i a l s t a t u s , sexual orientation, gender identity, pregnancy, gender
expression, veteran status, genetic information, membership or activity in a human rights commission, or on any other basis
prohibited by federal, state or local law; and

b.

The Council shall take affirmative action to overcome the present effects of historical employment discrimination against
women, people of color, people with disabilities, veterans. The Council’s Affirmative Action Plan includes goals and timetables
for the hiring of women, people of color and people with disabilities where they are underrepresented on the Council’s work
force and work to obtain qualified, talented employees, including protected group employees.

Successful achievement of diversity, equal opportunity and affirmative action objectives will benefit the Council through fuller use and
development of previously underutilized human resources. The Council is also committed to providing a reasonable accommodation to
applicants and employees who need them due to a disability or religious practice absent undue hardship.
The Director of Equal Opportunity, also the EEO Officer, reports directly to the Regional Administrator and is responsible for implementation
of the Council’s diversity, affirmative action and equal opportunity programs, and evaluating the Council’s efforts. All Council managers
and supervisors share responsibility for implementing these programs and performing their job duties in a manner that promotes equal
opportunity for all. The pe rform ance of directors , managers and supervisors will be evaluated on the basis of the success of these
programs in their work units, in the same way that manager/supervisor performance on other agency and business goals are evaluated.
The Council shall act aggressively to maintain a work atmosphere and provide public services in a manner free of harassment.
intimidation, discrimination, sexual harassment, and harassment as prohibited by federal, stated, and the local human rights laws. The
Council encourages suggests as to how it may improve, and strives to provide equal employment opportunities and best possible services
to all Minnesotans. If an employee or job applicant believes that they have been discriminated against or harassed, employees/applicants
have a right to file a complaint with the Director of the Office of Equal Opportunity.
Cyrenthia Jordan
Director of the Office of Equal Opportunity
390 North Robert Street, St. Paul, MN 55101; 651-602-1085 or
560 Sixth Avenue North, Minneapolis, MN 55411; 612-349-7695.
Retaliation against an individual for bringing an employment or public service discrimination complaint, for cooperating in a complaint
inquiry, or otherwise engages in protected activity is prohibited.
Inappropriate
are posted on METNET, http://metnet/
This policy and the
Pages/default.aspx, the internal Council website. A copy of the entire Affirmative Action Plan is available from the Council’s Office of
Equal Opportunity Offices. It is the responsibility of each employee to support the affirmative action program and to apply the principles
of equal opportunity and diversity in their day-to-day work.
Meredith Vadis: ___________________________________________
Regional Administrator

Date Signed: ________________

Cyrenthia Jordan: ______________________________________
Director, Office of Equal Opportunity/ Affirmative Action Officer

Date Signed: ________________

Marcy Syman: ___________________________________________
Director, Human Resources

Date Signed: ________________
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Executive Summary
The Metropolitan Council’s Affirmative Action Plan meets requirements set forth in Minnesota Statute
section 473.143 and contains affirmative action goals and timetables, as well as reasonable and
sufficiently assertive hiring and retention methods for achieving these goals.
This Affirmative Action Revealed underutilization (x) of the following protected groups in the following
job categories:
Date: 12/31/2017
EEO Code

Protected
Class
Needs

EEO Job Categories/Groups

Minority
1A

Officials/Administrators (Executives)

1B

Officials/Administrators (Admin. Managers/Supervisors)

1C

Officials and Administrators (Tech. Managers/Supervisors)

1D

Female

Disability
X

X

X

X

Officials and Administrators (Mid Mgr./Supervisors)

X

X

2A

Professionals (Administration)

X

X

2B

Professionals (Technical)

3A

Paraprofessionals (Administration)

X

X

3B

Paraprofessionals (Technical)

X

X

4

Protective Service Worker

X

X

5A

Administrative Support (Secretarial)

X

X

5B

Administrative Support (Clerks)

X

X

6E

Skilled Craft (Electricians)

X

X

X

6F

Skilled Craft (Electro-Mechanical/Scada Signals/Comm)

X

X

X

6I

Skilled Craft (Interceptor Service worker II)

X

6M

Skilled Craft (Machinists)

X

X

6O

Skilled Craft (Operators)

6P

Skilled Craft (Pipefitters)

6S

Skilled Craft (Boiler Maint. & Stationary Engineers)

6X

Skilled Craft (Bricklayers & Painters)

8A

Service Maintenance (Asst Operators & Laborers)

8B

Service Maintenance (Drivers & Instructors)

8C

Service Maintenance (Rail Transportation)

X

X

X
X

X
X

X

X

X

X

X

Meredith Vadis: ___________________________________________
Regional Administrator

Date Signed: ________________

Cyrenthia Jordan: ______________________________________
Director, Office of Equal Opportunity/ Affirmative Action Officer

Date Signed: ________________

Marcy Syman: ___________________________________________
Director, Human Resources

Date Signed: ________________
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The Metropolitan
Council
Organization
METROPOLITAN COUNCIL
The Metropolitan Council is the regional planning
agency serving the Twin Cities seven-county
metropolitan area and providing essential
services to the region. The Council works with
local communities to provide these critical
services:
•
•
•
•

•

•

MISSION
The mission of the Metropolitan Council is to
foster efficient and economic growth for a
prosperous metropolitan region.
FINANCE
The Council employs about 4,300 people and has
an annual operating budget of just over $1 billion:
72% of spending is for day-to-day operations; 17%
is debt service for wastewater and transportation
capital projects; and 12% is pass-through grants to
other agencies. Millions in grants are for regional
park operations, community development projects,
suburban transit agency operations, and housing
assistance for low-income families. In the 2018
budget, $388 million in revenues and transfer
from other funds came from wastewater
treatment service fees and transit fare revenues.
Intergovernmental revenues from federal, state
and local sources total $584 million and $85
million of revenues came from property tax
levies. The Council receives a percentage of the
state Motor Vehicle Sales Tax (MVST) to fund
transit expenditures. In 2016, MVST revenues
were projected at $268 million.

operates the region’s largest bus system, and
collects and treats wastewater,
engages communities and the public in
planning for future growth,
provides forecasts of the region’s population
and household growth,
provides affordable housing opportunities for
low- and moderate-income individuals and
families,
provides planning, acquisitions and funding
for a regional system of parks and trails,
and
provides a framework for decisions and
implementation for regional systems including
aviation, transportation, parks and open
space, water quality and water management.

The Council is committed to environmental
stewardship, sustainable solutions, and reduced
energy use.

Website: www.metrocouncil.org
Online newsletter: www.metrocouncil.org/NEWSEVENTS.aspx
Metro Transit www.metrotransit.org
24-Hour Transit Information 612-373-3333
Metro HRA 651-602-1428
Street Address
Metropolitan Council
390 N. Robert Street
Saint Paul MN 55101
Phone: 651-602-1000 • TTY: 651-291-0904 • Public
Information: 651-602-1140
E-mail: public.info@metc.state.mn.us

GOVERNANCE
The 17-member Metropolitan Council has 16
members who each represent a geographic
district and one chair who serves at large. They
are all appointed by and serve at the pleasure of
the Governor. The State Senate confirms
Council member appointments.
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Designation of
Responsibilities

A. COUNCIL

Responsibilities: Set policy on affirmative action and equal opportunity.
Duties:
1. Adopt equal opportunity, affirmative action and human resources policies that are consistent
with equal opportunity and affirmative action laws and regulations.
2. Adopt Affirmative Action Plan.
3. Hold Regional Administrator accountable for organizational achievement of equal
opportunity and affirmative action goals.
4. Approve discrimination complaint settlements requiring board authorization.
Reports to: Governor.

B. COUNCIL CHAIR

Responsibilities and Duties: Provide leadership to the Metropolitan Council (“Council”) in the
discussion and adoption of Council equal opportunity, affirmative action and human resources
policies, and Affirmative Action Plan (“AAP”).
Reports to: Governor.

C. REGIONAL ADMINISTRATOR

Responsibilities: Provide executive leadership of the Council’s diversity, equal opportunity and
affirmative action programs.
Duties:
1. Recommend and submit equal opportunity, affirmative action and human resources policies,
and an Affirmative Action Plan to the Council.
2. Issue administrative procedures that implement Council affirmative action and equal
opportunity policy. Issue a statement affirming the department’s commitment to AA/EO and
ensure the statement is disseminated.
3. Ensure that the Council’s work atmosphere and delivery of public services are free of
discriminatory harassment and inappropriate behavior. Promote and incorporate equal
opportunity and diversity and inclusion principles into business plans, strategic plans, and the
Council’s mission.
4. Establish management/supervisory accountability; assess manager performance for
6

engaging in nondiscriminatory employment practices and achieving affirmative action
objectives in their work units.
5. Authorize hiring in accordance with affirmative action goals and equal employment
opportunity principles.
6. Ensure organization-wide consistency of corrective action when discrimination complaints
are substantiated. Approve corrective action requiring Regional Administrator authorization;
obtain Council approval when board authorization is needed. Take action, if needed, on
complaints of discrimination and discriminatory harassment.
7. Ensure the EEO Officer has support and sufficient staff to carry out the Affirmative Action
Plan.
8. Appoint the chair and members of the diversity committees, if any, in consultation with the
Executive Management Team.
9. Appoint Director of the Office of Equal Opportunity/EEO Officer and require the EEO Officer
to report directly to the Regional Administrator. Ensure accountability for the AAP is in the
EEO Officer’s position description.
10. The Regional Administrator or designee will review and decide appeals of complaint
investigations relating to discriminatory reprisal.
Reports to: Metropolitan Council.
D. COUNCIL DIVISION DIRECTORS, GENERAL MANAGER

Responsibilities: Direct and manage the division/operating unit in accordance with diversity,
equal opportunity, and affirmative action principles, policies and procedures.
Duties:
1. Direct strategies for meeting diversity, affirmative action, and equal opportunity objectives
within the division/operating unit.
2. Recommend diversity, equal opportunity and affirmative action strategies to the Regional
Administrator.
3. Participate actively in periodic audits of all aspects of employment to identify barriers to
equal opportunity/affirmative action within the division/operating unit and take or
recommend corrective action.
4. Establish management/supervisory accountability; assess manager performance within the
division/operating unit for meeting affirmative action/equal opportunity objectives/goals.
5. Approve hiring recommendations in accordance with affirmative action goals and equal
employment opportunity principles.
6. Ensure division/operating unit consistency of corrective action when discrimination
complaints
are substantiated. Approve corrective action requiring Division Director/General Manager
authorization.
7. Cooperate in discrimination complaint investigations and take remedial actions as needed
to address problems identified in the complaint process.
8. Provide support, staff, and resources to Director of the Office of Equal Opportunity and
management/supervisory staff to facilitate success of the Affirmative Action Plan.
Reports to: Regional Administrator.

E. DIRECTOR OF THE OFFICE OF EQUAL OPPORTUNITY (AFFIRMATIVE ACTION/EEO

OFFICER) Responsibilities: Implement, direct, and manage the Council’s diversity, affirmative
action and equal opportunity policies and programs.
Duties:
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1. Develop and implement the Affirmative Action/Equal Opportunity plan, program, and

statement.

2. Develop and recommend EEO/diversity policies, procedures, and trainings. Develop

innovative programs to attract and retain protective group members.

3. Ensure Council compliance with equal opportunity and affirmative action laws, regulations,

and agency policies.
4. Review the Council’s equal opportunity program, affirmative action plan, and antidiscriminatory policies with all managers and supervisors to ensure understanding.
5. Develop strategies, in collaboration with Human Resources and management staff, for the
recruitment of women, people of color, persons with disabilities, and veterans.
6. Periodically review, in coordination with Human Resources, employment practices (e.g.
hiring, promotions, training) such as the selection criteria used in the staffing process
(e.g. minimum qualifications, interview questions and written tests); reasonable
accommodation policies, complaint policies, performance evaluations, grievance
procedures, and union agreements to ensure a nondiscriminatory process.
7. Concur in the hiring and promotion process and be involved in the filling of all vacancies in
the Council to the extent necessary to facilitate the attainment of affirmative action goals.
This includes reviewing requests for non-affirmative, non-justified hires.
8. Investigate and manage the investigation of discrimination complaints and assist
management in developing corrective actions when discrimination complaints are
substantiated.
9. Facilitate resolution of conflicts relating to diversity, including informal discrimination
complaints. Processes formal discrimination complaints.
10. Design, implement, manage, and monitor internal audit and reporting systems regarding
equal opportunity and affirmative action programs and plans to measure program
effectiveness and to determine where progress has been made and where further action is
needed.
11. Assist management in collecting and analyzing employment data, identifying problem areas
and setting goals, timetables and programs to achieve these goals.
12. Meet semi-annually with the Regional Administrator to report on organizational and work
unit performance related to the agency’s affirmative action/equal opportunity goals and
contractor/vendor compliance. As a direct report to the Regional Administrator, the EEO
Officer meets with the Regional administrator more often than semi-annually. Also, meet with
Executive Management Team members and/or management/supervisory staff to report on
organizational and work unit performance related to the agency’s affirmative action/equal
opportunity goals and contractor/vendor compliance.
13. Consult with and support all levels of management regarding issues and concerns related
to diversity.
14. Identify, design and provide diversity, affirmative action and equal opportunity training.
15. Serve as the agency’s ADA Coordinator and assist HR with managing the reasonable
accommodation/work place adjustment process. Coordinate the ADA Title II grievance
procedure.
16. Provide leadership to employee-based diversity committees and sub-committees and task
forces, if any.
17. Serve as the Council liaison to State, Federal and local governments, regulatory agencies
and community organizations that serve women, people of color, persons with disabilities,
and veterans.
18. Recommend and help implement mechanisms for communicating the Council’s
Affirmative Action/Equal Opportunity Plan, policies and procedures, and progress reports.
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19. Audit postings of the equal opportunity and affirmative action statement to ensure

compliance information is posted and up to date and that the contact information for the
EEO Officer is published.
20. In concert with the Legal Department, disseminate legal updates related to equal
opportunity and affirmative action to the agency managers and supervisors to maintain
awareness of equal opportunity laws.
21. Manage the work of the OEO staff and provide equal employment opportunity investigative
training to investigative staff.
Reports to: Regional Administrator (Metropolitan Council Chief Executive Officer)
F. DIRECTOR OF HUMAN RESOURCES/HUMAN RESOURCES MANAGERS

Responsibilities: Develop, recommend and administer a human resources system that is
consistent with and promotes diversity, equal opportunity and affirmative action objectives.
Duties:
1. Develop and recommend Council human resources policies, procedures and programs that
integrate diversity, equal opportunity, and affirmative action principles and objectives.
2. Administer human resources programs, policies and procedures in accordance with current
applicable federal, state, and local statutes and regulations, and the Council’s AAP.
3. Advise managers and supervisors to ensure that personnel actions taken are consistent
with equal opportunity/affirmative action principles.
4. Develop and implement Human Resources Information System. Maintain data for equal
employment opportunity and affirmative action reports and audits.
5. In concert with the Director, Equal Opportunity, advise management staff on appropriate
corrective action when discrimination complaints are substantiated through investigations.
6. Collaborate with OEO to identify, develop and conduct training relating to diversity issues.
7. Receive requests for ADA accommodations and work with OEO, appropriate supervisors,
unions etc. to approve or deny requests, or provide alternative accommodations, and
maintain records.
8. Maintain an effective working relationship with OEO.
9. Assist with recruitment and retention of protected class persons and notify managers and
supervisors of existing disparities.
Reports to: Regional Administrator

G. MANAGEMENT/SUPERVISORY STAFF

Responsibilities: Manage work unit in accord with diversity, equal opportunity and affirmative
action policies and plan.
Duties:
1. Actively support the Council in developing, implementing and achieving its affirmative
action/equal opportunity goals, and encourage employee participation to support the
advancement of the EEO program.
2. As needed, review the qualifications of all unit employees to assure that persons of color,
women, people with disabilities and veterans are given full opportunities in all terms and
conditions of employment, e.g. transfers, promotion and training.
3. Ensure all unit employees have access to career counseling and career development
opportunities.
4. In collaboration with the OEO, represent the Council on outreach initiatives with community
organizations serving women, people of color, persons with disabilities and veterans.
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5. Take prompt and appropriate action upon learning of a possible violation of the agency’s

Discrimination, Harassment, and Inappropriate Behavior Policy in accordance with agency
procedures.
6. Cooperate in discrimination complaint investigations and take remedial actions as needed
to address problems identified in the complaint process.
7. Address conflicts related to diversity issues including initiating and participating in the
informal complaint process.
8. Partner with OEO and HR to facilitate interactive process for workplace adjustments and
reasonable accommodations.
9. Understand your role in and follow the Council’s policy on inclusion of disadvantaged
businesses in all purchasing and contracting efforts.
10. Actively participate in Council periodic audits regarding employment practices to identify
and remove barriers obstructing achievement of specified goals and objectives and ensure
ADA compliance and display of EEO poster and agency diversity policies and procedures.
11. Assist OEO and senior management staff in identifying agency and work unit problem areas,
establishing agency and work unit goals and objectives, and maintain and update the
personnel database for generating reports required for nondiscrimination program.
12. Participate in regular meetings with other managers, supervisors, affinity groups, and
employees to assure that the agency’s diversity policies and procedures are communicated
and being followed.
13. Assist OEO Director in developing and implementing diversity training.
Reports to: Through chain of command to Council General Managers, Division Directors,
Regional Administrator.
H. LEGAL COUNSEL

Responsibilities: Provide legal advice to management, Office of Equal Opportunity and Human
Resources staff on legal compliance with equal opportunity/affirmative action requirements;
Federal and state laws and regulations.
Duties:
1. Provide ongoing legal advice to the Regional Administrator, all management staff, Equal
Opportunity and Human Resources Offices, on equal opportunity and affirmative action
legal requirements and case law.
2. Advise OEO and management/supervisory staff during the handling of discrimination
complaints on laws, regulations, Council policy, court cases and administrative decisions by
enforcement agencies, and standards for determining whether a claim of discrimination is
substantiated.
3. Ensures that attorneys who provide advice to OEO and management/supervisory staff during
the handling of discrimination complaints is not the same attorney who represents the Council
in litigation relating to the same investigation.
Reports to: Council.

I. EMPLOYEES

Responsibilities and Duties:
1. Support the affirmative action program.
2. Apply the principles of equal opportunity and diversity in their day-to-day work and work
environment.
Reports to: Management/supervisory staff.
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Communication
Plan

The dissemination of the Affirmative Action Plan (AAP) is essential to the implementation of the
program. This will be accomplished by the OEO as follows:
A. INTERNAL
1. The Regional Administrator will sign the Policy Statement endorsing the AAP and provide

written communications regarding the EEO program and implementation.

2. A copy of the AAP, which includes the Policy Statement, will be posted on the Council’s

MetNet Office of Equal Opportunity webpage (http://metnet/Pages/default.aspx) at
metrocouncil.org. The EEO/AA Officer is located at 390 Robert Street, St. Paul, MN 55101.
3. Copies of the AAP will be available to all employees from the Office of Equal Opportunity,
their manager, and the Council Library.
4. The Policy Statement and EEO materials will be posted on bulletin boards, manuals, reports,
in breakrooms, in personnel and operations manual, employee handbooks, and in employee
orientation materials, if any.
5. The Director of the Office of Equal Opportunity will provide a copy of the full plan and will
meet with the Executive Management Team to discuss the plan and implementation at least
semi-annually.
6. The Council Division Directors and General Managers will review the plan with their respective
senior managers.
7. Managers and supervisors will be responsible for providing opportunities for employees to
review the
plan.
8. Managers, supervisors, and employees will receive periodic EEO training which will include
how to handle alleged acts of discrimination in the workplace and the complaint process.
9. OEO will meet with employees and affinity groups to seek input on program implementation.
10. OEO conducts equal opportunity/affirmative action training for new managers and supervisors
within 90 days of their hire, promotion, or appointment.

B. EXTERNAL
1. The 2018 AAP is mentioned in appropriate Council publications. The EEO/AA Officer is located

at 390 Robert Street, St. Paul, MN 55101.
2. All advertisement, job opening announcements, stationery, invoices, contracts, leases, and
purchase orders include the “Equal Opportunity/Affirmative Action Employer” legend.
3. The Policy Statement is included in all Council written contracts.
4. Community resources and recruitment resources are notified of the agency’s policy and
Affirmative Action plan.
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5. A copy of the Policy Statement will be posted on the Council’s website

(www.https://metrocouncil.org/ About-Us/What-We-Do/Office-of-Equal-Opportunity/DiscriminationComplaints/Employment-Discrimination.aspx).
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Underutilization
Analysis and
Hiring Goals
The Office of Equal Opportunity prepared the utilization analysis of the composition of the Council’s
workforce. The Council provides services across seven counties and around the cities of Minneapolis
and St. Paul (“metropolitan area”). The utilization analysis compares the composition of the Council’s
workforce to the available workforce in the metropolitan area. The metropolitan area is a reasonable
recruitment area because it contains the diversity needed in every job category to create a diverse
workforce and correlates to the Council’s goal to provide opportunity to the communities it serves.
Accordingly, the Council used the two-part analysis to obtain comprehensive data from the
metropolitan area. The Council uses external data from the American Community Survey for the
metropolitan area and the Metropolitan Council Workforce Analysis data for the following categories:
Officials/Administrators, Professionals, Technicians, Protective Service Workers, Paraprofessionals,
Administrative Support Workers, Skilled Craft Workers, and Service-Maintenance Workers.
The utilization analysis identifies job categories that have an underutilization of minorities, women, and
individuals with disabilities in relation to their availability in the relevant labor market, while creating the
framework for goals and timetables. Underutilization means there are fewer minorities, women, and
individual with disabilities in a particular EEO job category than expected compared to their availability
in the job market. The AAP is designed to increase the representation of affected groups.
The following table demonstrates the 2015-2017 hiring goals and hires made by the end of 2017:
EEO Category

20152017
Goals
(women)

Officials/Adm.
Professionals
Technicians
Protected Service
Paraprofessionals
Admin. Support
Skilled Craft
Service Maint.

73
91
40
14
40
80
13
206

2015-2017
Goals
(racial/
ethnic
minorities
)
11
11
5
5
5
7
12
41

2015-2017 2017
Goals
(women
(individuals hired)
with
disabilities)

2017
(racial/
ethnic
minorities
hired)

2017
(individuals
with
disabilities)
hired)

19
36
9
8
9
19
22
144
13

4
15
35
9
<Goal
<Goal
2
190

1
2
3
0
0
0
1
2

9
23
48
0
<Goal
8
2
78

WOMEN
The population of women increased from 25% in 2016 to 25.1% in 2017. In 2016, women
represented 26% of the hires, and in 2017 women represented 27%. The Council did not meet its
goals related to hiring women. The Council could not meet its goals due to the following:




During this time period the Council had a hiring freeze based on budgetary constraints. As a
result, the Council did not hire as many positions as it anticipated.
Limited number of applications from women in the skilled craft category.
Only two positions were filled in the paraprofessional category.

However, the Council did well in the following areas:





Exceeded its goal for hiring women in the technician category;
75% of its administrative support category hires were women;
50% of its paraprofessional category hires were women; and
37% if its professional category hires were women.

MINORITES
The population of minorities increased from 32.4% in 2016 to 33.6% in 2017. In 2016, minorities
represented 42% of the hires, and in 2017 minorities represented 46%. The Council met and/or
exceeded its goals related to hiring minorities in the following categories: professionals, technicians,
protected services, and service maintenance. The Council did not meet is goals in the
official/administrators, paraprofessionals, administrative support, and skilled craft categories. As stated
above, the Council had a hiring freeze based on budgetary constraints during this time period. Also,
50% of the hires in the paraprofessional category were minorities.
INDIVIDUALS WITH DISABILITES
The population of individuals with disabilities decreased from 1.8% in 2016 to 1.7% in 2017. In 2016,
individuals with disabilities presented 5% of the hires, and in 2017 individuals with disabilities
represented about 2%. The Council did not meet its goals related to hiring individuals with disabilities.
The Council did not meet its goals due to the following:




During this time period the Council had a hiring freeze based on budgetary constraints. As a
result, the Council did not hire as many positions as it anticipated.
Limited number of applications from individuals with disabilities in all categories; and
Limited number of people who identify or the reluctance of employees to self-identify as having
a disability.

The Council has outlined its future efforts to reach its goals in the Goals and Timetables section and
Corrective, Identified Barriers, and Corrective Action section of this plan.
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2018-2020 HIRING GOALS
TOTAL

FEMALES

DISABLED

TOTAL
MINORITY

14

8

1

2

100.00%

57.14%

7.14%

14.29%

33.02%

5.89%

8.51%

N

N

N

N

N

N

1

0

0

58

25

0

6

100.00%

43.10%

0.00%

10.34%

Availability

45.08%

5.06%

13.11%

Underutilization

1.1464

2.9348

1.6038

1

3

2

1

0

0

66

11

1

6

100.00%

16.67%

1.52%

9.09%

Availability

27.13%

3.17%

14.28%

Underutilization

6.9058

1.0922

3.4248

Underutilization

7

1

3

1

0

0

382

111

10

66

100.00%

29.06%

2.62%

17.28%

Availability

43.59%

6.03%

14.36%

Underutilization

55.5138

13.0346

N

56

13

N

28

4

9

267

138

8

64

100.00%

51.69%

3.00%

23.97%

Availability

57.98%

5.37%

20.58%

Underutilization

16.8066

6.3379

N

17

6

N

24

2

9

317

96

5

41

100.00%

30.28%

1.58%

12.93%

22.50%

7.25%

14.48%

CODE

CODE TITLE

1A

Officials & Administrators (Executives) Ingroup
Percent of total
Availability
Underutilization
Underutilization

4

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

1B

Directors, Managers, Supervisors (Middle Man Admin) Ingroup
Percent of total

Underutilization

2

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

1C

Directors, Managers, Supervisors (Middle Man Technical) Ingroup
Percent of total

3

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

1D

Directors, Managers, Supervisors (First Line Middle Man) Ingroup
Percent of total

Underutilization

64

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

2A

Professionals (Administration)
Percent of total

Underutilization

42

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

2B

Professionals (Technical)
Percent of total
Availability

15

Underutilization

N

17.9825

4.9016

Underutilization

N

18

5

7

2

5

32

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

3A

176

107

9

51

100.00%

60.80%

5.11%

28.98%

Availability

68.06%

6.77%

41.43%

Underutilization

12.7856

2.9152

21.9168

Underutilization

13

3

22

7

1

5

Technical/Para-Professional (Administration)
Percent of total
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Anticipated Openings 2018-2021
Numerical Goals 2018-2021

3B

107

17

6

19

100.00%

15.89%

5.61%

17.76%

22.70%

7.00%

16.20%

Underutilization

7.289

1.49

N

Underutilization

7

1

N

1

0

1

Technican/Para-Professional (Technical)
Percent of total
Availability

6

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

4

164

22

0

51

100.00%

13.41%

0.00%

31.10%

17.60%

7.00%

15.40%

Underutilization

6.864

11.48

N

Underutilization

7

11

N

23

9

20

Protective Service Workers
Percent of total
Availability
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Anticipated Openings 2018-2021
Numerical Goals 2018-2021

5A

78

54

4

25

100.00%

69.23%

5.13%

32.05%

80.80%

6.89%

27.61%

Underutilization

9.024

1.3742

N

Underutilization

9

1

N

1

0

0

Administrative Support
Percent of total
Availability

1

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

5B

98

44

5

32

100.00%

44.90%

5.10%

32.65%

Availability

71.20%

7.00%

25.00%

Underutilization

25.776

1.86

N

Underutilization

26

2

N

0

0

0

1

1

1

Administrative Support (Clerks)
Percent of total

0

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

6E

34

Skilled Crafts (Electricians)

16

100.00%

2.94%

2.94%

16.50%

11.40%

7.00%

16.50%

Underutilization

2.876

1.38

4.61

Underutilization

3

1

5

1

0

1

123

1

1

11

100.00%

0.81%

0.81%

8.94%

13.20%

7.00%

10.50%

Underutilization

13.2

7.61

1.915

Underutilization

13

8

2

0

0

0

14

2

0

0

100.00%

14.29%

0.00%

0.00%

5.81%

5.25%

27.63%

Underutilization

N

0.735

3.8682

Underutilization

N

1

4

0

0

0

368

4

5

64

100.00%

1.09%

1.36%

17.39%

3.50%

7.00%

12.00%

Underutilization

8.88

20.76

N

Underutilization

9

21

N

5

10

18

136

17

3

26

100.00%

12.50%

2.21%

19.12%

3.30%

7.00%

1.70%

Underutilization

N

6.52

N

Underutilization

N

7

N

0

0

0

2

1

0

0

100.00%

50.00%

0.00%

0.00%

16.90%

7.00%

5.60%

Underutilization

N

0.14

0.112

Underutilization

N

0

0

0

0

0

Percent of total
Availability

7

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

6F

Skilled Crafts (Electro-Mechanical/Scada Signals/Comm)
Percent of total
Availability

2

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

6I

Skilled Crafts (Interceptor Service Worker)
Percent of total
Availability

0

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

6M

Skilled Crafts (Machinist/Mechanics)
Percent of total
Availability

148

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

6O

Skilled Crafts (Operators)
Percent of total
Availability

0

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

6P

Skilled Crafts (Pipefitters)
Percent of total
Availability

0

Anticipated Openings 2018-2021
Numerical Goals 2018-2021
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6S

10

0

0

1

100.00%

0.00%

0.00%

10.00%

18.73%

0.86%

38.33%

1.873

0.086

2.833

2

0

3

0

0

0

6

0

0

2

100.00%

0.00%

0.00%

33.33%

Availability

2.30%

7.00%

17.10%

Underutilization

0.138

0.42

N

0

0

N

0

0

0

201

48

0

106

100.00%

23.88%

0.00%

52.74%

Availability

43.80%

7.00%

37.50%

Underutilization

40.038

14.07

N

40

14

N

204

33

174

1541

358

17

874

100.00%

23.23%

1.10%

56.72%

1.84%

6.88%

25.23%

N

89.0208

N

N

89

N

16

61

225

130

22

0

62

100.00%

16.92%

0.00%

47.69%

22.68%

1.02%

56.01%

7.484

1.326

10.813

7

1

11

9

0

21

Skilled Crafts (Stationary Engineers)
Percent of total
Availability
Underutilization
Underutilization

0

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

6X

Skilled Crafts (Bricklayers/Painters)
Percent of total

Underutilization

0

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

8A

Service Maintenance (Interceptor Serviceworker/Laborer)
Percent of total

Underutilization

465

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

8B

Service Maintenance (Bus Transportation)
Percent of total
Availability
Underutilization
Underutilization

893

Anticipated Openings 2018-2021
Numerical Goals 2018-2021

8C

Service Maintenance (Rail Transportation)
Percent of total
Availability
Underutilization
Underutilization

38

Anticipated Openings 2018-2021
Numerical Goals 2018-2021
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Goals and
Timetables

The Council is committed to creating a workforce reflective of the seven-county community it serves. The
2015-2017 AAP goals were as follows: distribute the plan, provide EEO required training to management and
supervisors, provide efficient investigation responses, create materials for recruitment, develop employeebased diversity committee, and increase recruitment efforts. OEO engaged in all of these activities. Some
accomplishments in the past three years included OEO (1) created equity teams that focused on improving
process in the agency and removing barriers, (2) instituted the Urban Scholars internship program focused
on recruiting interns from diverse backgrounds, and (3) created the Metro Transit Technician program
designed to increase the number of women, people with disabilities, and people of color in skilled craft
positions. All of these efforts have led to increasing diversity across the Council.
To address short-term and long-term goals provided below, OEO and the Human Resources Department will
continue to review recruitment and retention efforts to determine any additional ways to attract more women,
people with disabilities, and people of color to apply for positions. In 2017, the Human Resource Department
began sending all job postings to diversity-specific websites including, but not limited to, DiveristyJob.com,
AsianHires.com, WeHireWomen.com, and AllHispancicJobs.com. The use of these sites is designed to increase
our applicant pool and assist in resolving underutilization in all areas.

SHORT-TERM
GOAL:
Activities:

DISTRIBUTION OF 2018-2022 AA PLAN
Update website to include new plan. Publish articles in employee newsletters
directing them to the site. Meet and provide training to management regarding
their role in implementing the program and supporting increased diversity in the
Council.
Target Date:
As soon as possible after plan is
approved. Partners:
IS, Communications, OEO

GOAL:
Activities:

PROVIDE EEO/AFFIRMATIVE ACTION TRAINING
Develop and implement manager and supervisor training to help managers
increase their inclusion and equity-related leadership skills to work more
19

Target Date:
Partners:

effectively with diverse employees and communities. This training is
mandatory.
Spring 2019 (Annual)
IS, Communications, HR, OEO

GOAL:
Activities:
Target Date:
Partners:

MULTI-RACE DATA COLLECTIOIN
Work with HR to ensure the new applicant database is tracking multi-race data.
March 2019
HR, OEO

GOAL:
Activities:
Target Date:
Partners:

DEVELOP RELIGIOUS ACCOMODATION TRAINING
Develop and implement religious accommodation training to grow
understanding, acceptance, and inclusion of employees of various
religious backgrounds. This goal focuses on retention.
Spring 2020
OEO

GOAL:

RACIAL EQUITY PLAN

Activities:

The Racial Equity Work Plan organizes, prioritizes, and guides work to implement the
Council’s equity commitments. This work will require new approaches centered in resultsoriented management, greater collaboration across divisions, innovation, and shared
problem-solving. This work requires changing organizational policies, procedures, and
practices, to achieve a future state where race no longer predicts life outcomes.

Target Date:
Partners:

Winter 2019
Management, Communication, HR, OEO

LONG-TERM
GOAL:
Activities:
Target Date:
Partners:
GOAL:

Activities:

Target Date:
Partners:
GOAL:

PROVIDE MATERIALS FOR RECRUITMENT.
Create recruitment brochure that includes women, people of color, and
employees with disabilities to attract a diverse pool of candidates.
Ongoing
Communications, HR, OEO
RECRUITMENT INITIATIVE - SUPPORT MORE EFFICIENT RECRUITMENT
STRATEGY FOR FURTHER DIVERSIFICATION OF METROPOLITAN
COUNCIL STAFF.
Strengthen targeted recruitment by focusing on diversity specific recruitment
sites, focus referral relationships, support HR in outreach and recruitment
efforts, build manager support of recruitment, possess and enhance referral
relationships with community agencies.
Ongoing
HR, OEO
WORK FORCE DEVELOPMENT - SUPPORT HR’S WORKFORCE
DEVELOPMENT UNIT TO CREATE AND CONTINUE PROGRAMS
TARGETING THE RECRUITMENT OF WOMEN, PEOPLE WITH
DISABILITIES, AND PEOPLE OF COLOR IN SKILLED CRAFT, SERVICE
MAINTENANCE, AND PROTECTED SERVICES AREA.
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Activities:

Target Date:
Partners:
GOAL:
Activities:
Target Date:
Partners:
GOAL:
Activities:

Target Date:
Partners:

Strengthen targeted recruitment through program development and support
targeted recruitment for ongoing programs such as the Metro Transit
Technician Program designed to increase the number of women and people of
color in the skilled craft area. Reviewing the potential to implement the 700
connect program.
Ongoing
HR, OEO
CONDUCT DISPERATE IMPACT REVIEW OF HIRING TESTS
Track, review, and conduct disparate impact review of hiring tests in the areas
that reveal more that an 10% underutilization and potential adverse impact in
the hiring process.
Winter 2021
HR, OEO
CONCUR TO INTERVIEW
Analyze the hiring steps in EO categories that reveal underutilization and
potential adverse impact. Based on that analysis, determine if OEO staff should
be involved in an additional step in the hiring process, such as concur to
interview.
Winter 2022
HR, OEO
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SEPARATION
AND
RENTETION
ANALYSIS
The Council is committed to the retention of all employees, including members of the following protected
class groups: women, people of color, and individuals with disabilities. The Council will affirmatively ensure
equal employment opportunity by retaining a diverse workforce of talented and qualified employees, with
emphasis on under-represented individuals. To be successful, the responsibility of retention efforts lies with
all employees. The Council’s retention strategy is a multi-faceted, guided by management, Human
Resources, and OEO.
TITTLE

CONTACT INFORMATION

Director of Office of Equal Opportunity

Cyrenthia Jordan, 651-602-1085

Director of Human Resources

Marcy Syman, 651-602-1417

The Council will continue to analyze and review separation data for disparate impact on protected group
employees. This includes reviewing voluntary terminations, involuntary terminations, retirements, deaths
and layoffs (which are rare). The appendix will include a separation report broken down by EEO4 job
category. Below is a snapshot of the Council’s separations in 2017 as well as a narrative describing the
separation analysis.

Total
Number

Total
Percentage

Percentage of
Women

Percentage of
Minority

Percentage of
Individuals
with
Disability

Involuntary
Terminations
(dismissals)

100

15%

33%

64%

0%

Voluntary
Terminations

442

64%

32%

32%

2%

Retirements

137

20%

17%

18%

1%

9

1%

0%

22%

0%

688

100%

29%

34%

4%

Type of Separations
2017

Deaths
Total
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WOMEN
Women represented approximately 25.1% of the Council’s workforce. 1 There was a total of 688
separations in 2017. Women were about 29% of all separations. This is higher than the total
workforce representation. The lion’s share of separations occurred in the Service Maintenance category
and the Technical category. In 2017, total of 172 women were hired.
MINORITIES
Minorites represented approximately 33.6% of the Council’s workforce. There was a total of 688
separations in 2017. Minorites were 34% of all separations. This is higher than the total workforce
representation and the lion’s share of separations occurred in the Service Maintenance category.
In 2017, for minority category, total of 260 individuals were hired
INDIVIUDALS WITH DISABILITES
Individuals with disabilities represent approximately 1.7% of the Council’s workforce. There was a total
of 688 separations in 2017. Individuals with disabilities were 4% of all separations. This is higher than
their total workforce representation. There was only one involuntary separation, and this was in the
Professional category. The remaining separations were voluntary with 9 of 17 occurrences because of
retirements.

Auditing and
Reporting

In 2017, the EEO Officer had monthly check-ins with the Regional Administrator discussing AAP
matters, including discrimination complaints and results. In addition, the EEO Officer communicated
with management regarding hiring goals. Over the past three years, the EEO Officer met with the
HR Director regarding several hiring and selection practices, including but not limited to promotions,
disparate impact related to granting service credits, pay equity, and verifying new job postings.
The EEO Officer will meet with the Metropolitan Council’s Executive Management Team semi-annually
and with the Regional Administrator at least semi-annually to review progress made toward meeting
1

The Council Workforce totals does not include interns or temporary workers.
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our affirmative action goals as well as identifying any problem areas that require additional agency
attention. Data will be a critical to conduct these meetings. Accordingly, data and information will be
collected and maintained for periodic evaluation of the results of the Affirmative Action/Equal
Opportunity Plan. The data will be used for internal and external reports on the agency’s progress
and will include the following:
Report

Responsibility

Federal
1. EEO-4

OEO

Provide comprehensive break-down of the Council’s workforce composition
and salary.
Biennially

State and Metropolitan Council Executive Management
2. Minorites, Women and Persons

OEO

With Disabilities Utilization Report
Provides complete breakdown of the Council employees by federal job
Category, job classification, and protected group status. Data is tallied and
summarized.
Quarterly
3. Affirmative Action Score Card

OEO

Provides demographics of hires on jobs with affirmative action needs.
Provides agency-wide percent of goals met and missed.
4. Affirmative Action Score Card

Quarterly
OEO

Provides demographics of hires on jobs with affirmative action needs.
Provides agency-wide percent of goals met and missed.
5. Disciplinary Actions

Quarterly
OEO/HR

Provides statistical data on suspensions, demotions, and other disciplinary
actions. Conduct an adverse impact analysis.
Quarterly
6. Transfer and Promotion

Provides statistical data on transfers and promotions.
Conduct an adverse impact analysis.

7. Termination

OEO/HR

Quarterly
OEO/HR

Quarterly

Provides statistical data on termination.

8. Complaint Monitoring*

OEO
Written reports showing the number and nature of complaints filed with the
OEO, as well as charges filed with enforcement agencies.
Quarterly

9. Applicant Flow

Statistical count of applicants by race, sex and disability. When
the AA goals are not met a pre-employment review is conducted.

10. Interview Report

OEOR

Quarterly
OEO/HR
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Provides statistical data on minorities, women and persons
with disabilities interviewed for hire or promotion.
11. Union Contracts

Quarterly
OEO/HR

Meet with Labor Relations to discuss union contracts up
for negotiations.
12. Contractors/Subrecipients

Annually

OEO

Track contractors and subrecipients’ AAP due dates and update annually.
Biennial site visits.
Biennially
13. Biennial statistical analysis on the percentage of women and people of color employees for all

Council Divisions, Departments, and Units.
14. Biennial surveying of agency workforce to determine employee attitudes toward

implementation of the AA plan.
15. Bi-annual OEO department meeting to review the status of AAP goals, timetables, and

monitoring efforts.
16. Biennial meet with HR to address advertising training opportunities to employees.

*Metro Transit tracks EEO customer complaints monthly and reports the total at the end of the year.
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Recruitment and
Selection Process
PHILOSOPHY
This plan supports the Council’s policy of
providing a work atmosphere and delivering
public services in a manner that is free of
discriminatory harassment and inappropriate
behavior. The Council’s ability to fulfill its
mission hinges on the competency, motivation
and commitment of staff who work in the
organization. Recruitment and retention of the
staff are key processes, the quality of which
directly determines the business outcome. As a
service organization, our people drive all
functions of the organization.
All Council staff must share the mission of the
organization. Staff must be equipped with
educational and training credentials, experience,
personal skills, and values to work in their
assigned capacity so cooperation, creativity and
the opportunity to contribute are enhanced. As
an organization, the Council respects each
individual’s ability to contribute. By creating a
culture with respect for those with whom we work
and interact, where learning is reinforced and
values shared, we believe that feelings of
personal and professional fulfillment and job
security are enhanced.
SELECTION PROCESS
The Council will evaluate our selection process
using an adverse impact analysis to determine if
our requirements screen out a disproportionate
number of minorities, women or people with
disabilities. OEO concurs all hires in job
categories that indicate an affirmative action
need. If the need is not met, OEO requests

justification for the missed opportunity. HR and
hiring managers document hiring decisions and
OEO reviews documentation for bias. Personnel
involved in the recruitment, screening, selection,
promotion, disciplinary and related processes will
be trained to ensure that there is a commitment
to the affirmative action program and its
implementation.
Schedule for Review of Job Requirements: The
Office of Equal Opportunity staff and Human
Resources staff will regularly review all physical
and mental job requirements to ensure that these
requirements do not tend to screen out qualified
individuals with disabilities. Staff will determine
whether these requirements are job- related and
are consistent with business necessity and the
safe performance of the job and will remove any
physical or mental requirements that do not meet
these criteria. Any job descriptions or
requirements changed after review will be
available in an updated class specification
available to hiring and supervising managers on
the Council’s NeoGov/CEGID site.
Pre-Employment Medical Examination: If the
Council requires medical examinations or
inquiries as a part of our selection process, all
exams or inquiries will be conducted after a
conditional offer of employment. Only job-related
medical examinations and inquiries will be
conducted, and the results of these examinations
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or inquiries will not be used to screen out
qualified individuals with disabilities.
Information obtained in response to such
inquiries or examinations will be kept confidential
except that
(a) Office of Equal Opportunity, Occupational
Health, and officials of state or federal agencies

investigating compliance will be informed if they
request such information; and
(b) supervisors and managers may be informed
regarding restrictions on the work or duties of
individuals with disabilities and regarding
accommodations

ACCOMMODATIONS TO PHYSICAL AND
MENTAL LIMITATIONS OF EMPLOYEES
The Council will make reasonable
accommodations and workplace adjustments to
the physical and mental limitations of an
employee or applicant unless such an
accommodation or adjustment would impose an
undue hardship on the conduct of the business
of the Council.
RECRUITMENT
Under the recruitment plan, an important
consideration is whether external recruitment
will be necessary in order to generate protected
group applicants to assist the Council in
meeting an Affirmative Action (AA) need. The
Council’s staffing plan drives its recruitment
efforts. The identified hiring needs are
derived from the variance between staffing
levels approved during the budgeting
process, business necessity, and actual levels
of staff in the organization. The number and
skill mix of personnel reflect the Council’s
management assessment of human resource
needs reached after evaluation of services to
be provided based on feedback from
customers, analysis of operating realities and
fiscal goals.
The Human Resources (HR) Department
coordinates all recruitment efforts. HR Talent
Acquisition Specialists work with hiring
managers and Office of Equal Opportunity staff
throughout the recruitment process. The
Council believes that competent, qualified staff,
who reflect a strong work ethic and desire to
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local, regional or national level to attract
candidates from under-represented, protected
groups. In such instances, the HR Department
remains as the focal point for coordinating
these efforts.

contribute to our mission, are critical to our
success. Recruitment efforts are implemented
both internally (through job transfer and
promotion), as well as, externally (through the
hiring of staff new to the organization).
These efforts are carried out in accordance
with Council administrative policies and
procedures.
The hiring process begins when the hiring
manager initiates a business case form for
approval of a personnel requisition for a job
opening.

The Council shall act affirmatively to recruit
and hire students who are women, people of
color, and persons with disabilities into Council
internships to provide protected group
students the opportunity to gain skills that will
help qualify them for possible future
employment with the Council.

EXTERNAL
An affirmative, proactive recruitment strategy
will be developed for each externally recruited
job opening. The strategy will include the
following measures:

INTERNAL
All applicants for employment must complete
an application through NeoGov/CEGID. The
application provides information required to
evaluate the potential match in skills and work
history. An application secures authorization to
check references, an applicant’s background,
and credentials. New hires and current
employees who meet minimum qualifications
and pass prescribed tests, where applicable
and who compete for promotion and transfer
opportunities are interviewed.
When an extremely high number of applicants
apply for a job opening where a single or
relatively few positions are to be filled, the HR
Department will establish an interview cutoff
score based on objective criteria. The
interview process results in a recommendation
for hire. At this point reference checks,
medical clearance, salary determination,
orientation schedule, and start date must be
finalized.
HR representatives will communicate this
information to the applicant. The HR
Department will also notify those applicants
who did not receive an interview opportunity
and those who were interviewed but not hired
of their status. This notification will include an
invitation to continue expressing an interest in
employment opportunities with the Council
and an expression of appreciation for already
having done so.

The Office of Equal Opportunity staff will
develop and maintain a list of recruitment
sources capable of referring protected group
applicants. When a job opening is announced
a notice will be posted to those recruitment
sources that have been identified as providing
the most qualified and diverse applicant pool
by HR. The HR staff will always post to the
designated diversity- related electronic job
boards. The Office of Equal Opportunity, HR
and the hiring manager will jointly develop a
unique AA recruitment strategy for specific
jobs for which attracting minority candidates
has been deemed problematic.
Job openings will be advertised in media
with large audiences among protected
classes. Job openings will include the job
title, brief job description, essential
qualifications, starting salary or salary range,
application deadline, and instructions on how
to apply. All job openings will include the
statement, “An Equal Opportunity Employer.”
OEO staff and HR staff will periodically attend
local job fairs that have a protected group
focus. OEO staff, HR staff, and Council
managers and supervisors may also engage in
other affirmative recruitment strategies at the

Notices of job openings will be posted for the
appropriate number of days per labor
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The Office of Equal Opportunity staff will make
personal visits to organizations in the local
area to strengthen the Council’s current
relationships with community partners and to
develop additional opportunities. The goal of
this strategy is to increase the regular referral
of job applicants by community agencies.

contract to encourage employees to apply for
positions for which they meet the essential
qualifications. HR staff will also provide
notices of all job openings to the Office of
Equal Opportunity staff. The Office of Equal
Opportunity staff will make themselves
available to provide information and
encouragement to employees seeking job
advancement and career opportunities.

ONLINE JOB POSTING
The OEO will work with the HR Department,
Communications and Information Services to
expand our web page in listing our career
opportunities and promoting the Council as an
employer of choice.

RECRUITMENT STRATEGIES

JOB FAIRS
When appropriate, the Office of Equal
Opportunity will attend major job fairs that
targets protected group populations. This
attendance will serve
to place special emphasis on those
populations where underrepresentation exists.

RECRUITMENT SOURCE EFFECTIVENESS
The Office of Equal Opportunity will meet with
the HR staff on a semi-annual basis to review
and analyze the effectiveness of the
recruitment source list.
OEO and HR will pay particular attention to the
number of applicants referred and the number
of applicants hired.

ADVERTISING
In addition to posting all specific job openings
in the major Twin Cities and area minority job
boards, the Council will invest additional
resources to include advertisements in
regional and national newspapers and
publications (as appropriate), when targeted
recruitment is needed to expand the applicant
pool of qualified, underrepresented,
protected groups. HR staff, OEO staff, and
the hiring manager will determine the need
for this more extensive advertisement on a
case-by-case basis. All job postings are also
listed on the Council’s website.
VISIBILITY
OEO, the HR Department, and other Council
program staff will continue to partner in
representing the Council at community
events such as: Cinco de Mayo, Juneteenth,
the Hmong Soccer Tournament, and other
activities as identified by Office of Equal
Opportunity. Managers will encourage staff
that have not had exposure to these
communities to accompany them to these
events.
OUTREACH
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Objectives,
Identified
Barriers, and
Corrective Action
The Council’s AA program is designed to implement the provisions of the AA plan ad meet the
requirements found in Minnesota Statutes, Section 473.143. This section, as well as the Goals and
Timetables and Auditing and Monitor sections, address ways the Council will eliminate barriers and
address areas of underutilizations. This section also identifies barriers.
A review of the Council’s program indicates the Council has some constraints or barriers in its ability to
completely address underutilization and potential for adverse impact. The constraints include:











The availability of applicants looking for employment. As of July 2018, the metropolitan area,
depending on the county, had unemployment rates ranging from 2.3 to 2.8%. So, there is a
huge competition for applicants.
As a government agency, it can be difficult to compete with compensation that private
employers can offer. This has resulted in the loss of talented applicants that met the job
position’s EO need.
Despite targeting women, people with disabilities, and people of color in the skilled craft
areas, the Council does not receive many applications from these groups. The Council will
continue to target these groups.
Limited number of anticipated job hires over the next two years which is largely based on
budget limitations for rail and bus operations.
Limited number of positions in the paraprofessional category as well as the Council does not
anticipate hiring in this category over the next two years.
Reluctance of individuals to self-identify that they have a disability. This reluctance is based
on many different factors.
The lack of resources for employment outreach and difficulties marketing the breadth of jobs
available at the Council.

In response to these barriers, in 2017, the Council piloted a mentorship program to increase
promotional information and opportunities for employees to grow, learn, transform, and
accomplish goals. The program allows mentees to create an independent development plan with a
mentor in an area of work the mentee has an interest. The Council is continuing to develop this
program, and the goal is to utilize this program to address underutilizations and potential adverse
impact related to promotions and hiring.
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OEO also created equity teams to address policies and procedures that create barriers for people of
color in all aspects including hiring, promotion, and discipline. There are four committees:
1.
2.
3.
4.

Equity Communications and Public Outreach;
Equity Data Development and Operations Analysis;
Equity Education and Awareness; and
Human Resources & Equity Integration.

In addition, in 2017, the HR began sending all job postings to diversity-specific websites including but not
limited to, DiveristyJob.com, AsianHires.com, WeHireWomen.com, and AllHispancicJobs.com. The use of
these sites is designed to increase our applicant pool and assist in resolving underutilization in all areas.
OEO, in collaboration with HR, will review and analyze this effort as well increase outreach efforts to
communities of color.

Training opportunities is open to all employees at the Council. OEO will work with HR to ensure
advertisement regarding trainings are promoted in areas revealing underutilization.
OEO is increasing its monitoring efforts of discipline actions, especially in the Service Maintenance category,
to evaluate adverse impact. Finally, OEO has established short-term and long-term goals on pages 16-17 to
evaluation and address underutilization in all EO categories. These goals include, but are not limited to,
reviewing the potentiation for additional hiring programs such as 700 Connect to address underutilization of
individuals with disabilities and reanalyzing OEO’s role in the hiring process to address underutilization of
women, individual with disabilities, and minorities.
Finally, OEO, in collaboration with HR, will review and analyze various areas that affect hiring and retention.
Those area, include but are not limited to testing; promotions and transfers; trainings; discipline; and
compensation and benefits. The Council is taking the following efforts to remove barriers in these areas:
TESTING
Tests can be conducted as part of the selection process. Tests are designed to assess the knowledge,
skills, abilities and personal characteristics (KSAPs) of individual applicants. Types of tests include
cognitive, physical, performance samples or personal characteristics. Tests that ask candidates to
perform a task that is part of the job are the best predictors of job success. Tests must be validated
with supporting documentation showing their job-relatedness.
The Human Resources department has primary responsibility in implementing the test procedure.
Hiring managers and OEO both have critical roles. HR role is as follows:






Conduct formal or informal job analysis;
Work with the hiring manager and subject matter experts (SMEs) from the department in
either researching/selecting a vendor-provided test or creating an internal test;
Facilitate test validation;
Consult with Occupational Health as appropriate to review the test for candidate safety and
physical requirements of the job;
Obtain test approvals from Human Resources, OEO, and the hiring department Director;
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Administer all employment tests except when expertise for assessing successful performance
lies with the hiring department;
Follow test administration protocol;
Maintain test confidentiality; secure access to all testing material; follow vendor security
protocol for vendor-provided tests; and
Write and maintain documentation for employment tests used at the Council.

OEO reviews and approves all employment tests to ensure they are properly validated for the
positions and purposes for which they are used and to determine that the test or testing procedure
does not violate any state or federal anti-discrimination laws. OEO provides assistance with test
development as needed and completes an adverse impact analysis after the first use of a test as
appropriate and thereafter when results of test indicate the likelihood of adverse impact.
Prior to commencing the employment test process, HR determines if setting a minimum qualifying
score is feasible (through the validation process) and/or if a simple rank order of candidates by score
will be used.
The Council provides reasonable accommodations in the assessment process, upon request, for
applicants who are qualified individuals with a disability under state and/or federal law.
PROMOTIONS AND TRANSFERS
The primary purpose of the strategies and initiatives in the promotion plan is to provide all
employees within the Council the opportunity to acquire the requisite knowledge, skills, and abilities
in order to position themselves for future promotions, career enhancing opportunities and positions
of increased responsibility. Among these initiatives, the Council makes available opportunities such
as internship programs,
developmental assignments and training programs, and upward mobility programs.
An employee may apply and be selected for a posted vacant position through a competitive selection
process which results in a transfer in the same, lower or higher salary grade that the employee’s
current position. Upon transfer, the employee’s salary shall be set in accordance with the Salary
Administration procedure or the applicable bargaining unit agreement. A transferred employee shall
complete the required new position probationary period.
Whether an employee is promoted or transferred, the Council believes that learning and
development are essential components of work performance and are directly linked to the
achievement of agency mission, goals, strategic planning, workforce planning and providing
service to the public. Managers and employees share a mutual responsibility in determining their
learning and development needs. Identifying the work goals, knowledge and skills necessary to
achieve these goals is directly linked to promotion planning.
Information about promotions and transfers are provided to employees on the Council’s intranet
and external website, as well as, employees can obtain information from informational sessions and
through the Council’s Career Advisor regarding career paths, interview skills, and job requirements.
In 2018, the Council conducted its very first employee Career Expo. Employees gained insight into
the hiring process, strategies to prepare for leadership opportunities, tips on applying and
interviewing, and keys to career development.
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In addition to establishing systems and constantly monitoring turnover rates to measure whether
there is a higher turnover among protected class employees, the Council develops and refine
strategies to correct all identified problems in this area. OEO conducts adverse impact analyses to
ensure that women, people of color, and employees with disabilities are promoted at rates
substantially similar to those of men, non-minorities, and employees without disabilities.
TRAINING
Training is open to all employees. Employees can take on-line courses on or off site. Learning
Organizational Development (LOD) staff members serve as internal consultants in creating
customized solutions for a wide variety of business challenges. LOD looks at the organization’s
culture, structure, strategy, and processes. It looks for congruence between key organizational
factors. L OD efforts are usually directed toward the whole organization or large segments of it.
LEARNING SERVICES
LOD provides training, education and development, with a focus on training. LOD believes people
learn in all kinds of ways and provide support for on-the-job learning and self-directed learning as
well as classroom instruction. LOD’s open-enrollment calendar of events includes:
Management and Leadership Development
Provides core courses and create a variety of learning opportunities that help build managerial and
leadership skill and effectiveness.

Professional Skill Development
Provides a broad base of development opportunities for all employees to:
•
Maintain professional skills and build new competencies that support organization
goals
•
Build computer expertise and support computer upgrades through varied learning options
Some of the training delivery methods used to engage a wide variety of learning styles include:
• Job aids;
• Structured on-the-job training;
• Web-based training; and
• Instructor-led, classroom training.
LOD’s main priority is to ensure minority, female, and disabled employees will be afforded a full
opportunity and will be encouraged to participate in all organization sponsored educational and
training programs. LOD and OEO will always seek the inclusion of qualified minority, female, and
disabled employees in any training, education, and apprenticeship programs provided by the Council.
HR staff and hiring mangers go around the agency conducting informational sessions about upcoming
opportunities that depict what skills employees need to advance and provide LOD courses employees
can take to gain that skill set.
DIVERSITY MANAGEMENT TRAINING; LEARDSHIP FORUM
This is a mandatory 8-hour plus training designed to help our managers and supervisors build their
management skills, work more effectively in partnership with our diverse employee population and
stakeholders, and to collaborate with the Office of Equal Opportunity. It challenges our managers
and supervisors and causes them to rethink their approaches and develop proactive methods to deal
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with issues of diversity, equal opportunity and affirmative action. The Leadership Forum is
transitioning to an annual training.
Objective:
1.
Transition managers and supervisors from being reactive to proactive;
2.
Refresh policies and procedures with managers and supervisors;
3.
Open discussion on topics such as racism, ableism, and ethics;
To ensure the Council is hiring, retaining and promoting employees as prescribed in our state
4.
and federal AA Plans.
LOD and the Office of Equal Opportunity develop the curriculum and use knowledgeable internal
staff as well as external presenters to deliver the content and conduct support services in developing
an action plan to embed learning. Executive division leaders designate staff to engage in a
subsequent workshop for collaborative planning to activate action items within workplans for
organizational impact and outcomes.
COMPENSATION AND BENEFITS
The Council has reviewed compensation and benefits and have addressed problems as they are
discovered. The Council has a pay equity process and HR periodically reviews classifications of job
positions. Compensation is spelled out in each bargaining agreement and the non-represented plan.
The Council ’s compensation plan determines its competitive position in the marketplace for qualified
employees, and in turn the ability of the Council to achieve operational objectives. Investments in
recruiting and developing employees is protected to the degree the compensation plan is competitive.
An objective evaluation of all positions supported by a uniform grade structure, relative salary ranges,
and a clear salary administration plan will ensure that comparable positions are equitably
compensated. The compensation programs are the basis with which to measure the Council’s
compliance with laws and regulations such as Minnesota Local Government Pay Equity, Fair Labor
Standards Act, and Equal Employment Opportunity.
The Council has a Salary Administration program based on the following principles:
1. Establishing and maintaining salary structures that enable the Council to attract and retain
qualified and competent employees.
2. Complying with all applicable government requirements and regulations, including the principles
of pay equity while maintaining internally consistent salary relationships among positions within
the organization.
3. Periodically reviewing salary structures to ensure competitiveness with relevant markets from
which the Council recruits employees.
4. Provide flexibility within the salary administration program to meet changing economic and
competitive conditions. Market consideration will include other organizations that provide similar
services, have similar jobs or labor markets, provide a source of candidates, or are in a similar
industry or sector.
5. Recognizes the Council’s financial resources and ability to pay.
6. Adheres to applicable labor agreements and pay plans which may provide guidance on specific
salary administration issues. In such cases, the labor agreement or pay plan requirements will
supersede this policy.
Human Resources is responsible for conducting appropriate salary analysis and developing salary
recommendations for new hires, promotions, and other situations as requested by management to
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help ensure internal pay equity. The salary analysis is conducted based on the incumbent’s
experience and level of education relevant to the position and pay rate as compared to other
employees in the same job classification. Exceptions to these recommendations must be justified in
writing and be approved by the incumbent’s Division Head and the Human Resources Director.
All benefits are and will continue to be available to all employees without regard to protected class
status.
Consistent policies work to ensure fairness and equity within the organization through the effective,
uniform administration of benefits. The Council is obligated to meet state statutes and federal laws
associated with benefit and leave programs such as the Family Medical Leave Act (FMLA), Minnesota
Parental Leave Act (MPLA) and Consolidated Omnibus Budget Reconciliation Act (COBRA). Human
Resources is accountable for collaboratively designing benefit plans which achieve policy and financial
objectives, communicating benefit plan provisions and value to employees, educating employees to
be wise consumers of health care, administering benefit plans equitably and according to plan
documents and regulations, and assessing budgetary and financial impact of benefit plans.
Based on protected class complaints, OEO reviews allegations of differential treatment based on
compensation and benefits. OEO also conducts a disparate impact review of compensation and
benefits to ensure wage and salary is not discriminatory with respect to compensation. In the last
three years, OEO has evaluated issuances of service credits resulting in a revamp to HR procedures,
and addressed pay equity concerns between male and female employees.

DISCPLINE PROCEDURES AND TERMINATION PRACTICE
The Council uses discipline that is spelled out in each bargaining unit before terminating employees,
where appropriate. All employees are made aware of the Council’s discipline process, and the
standard for determining discipline is the same for all employees.
Progressive discipline is as follows: oral warnings, written warnings, suspensions, and then
termination. The Council follows progressive discipline unless an employee’s conduct is egregious.
Egregious conduct is evaluated on a case-by-case basis. Managers and supervisors consult with HR
and OEO to discuss similarly situated employees to ensure consistency and non-discriminatory
treatment. Adverse impact analyses are conducted to ensure that women, minorities, and employees
with disabilities do not leave the Council at rates substantially dissimilar to those of men, nonminorities, and employees without disabilities.
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