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PREFACE

This document has been prepared by the EEO Office of Compliance in consultation with the
Authority’s Human Resources Department and General Counsel. Its objective is to comply
with all Equal Employment Opportunity regulations as defined by UMTA Circular 4704.1
“EEO Policy and Requirements for Grant Recipients”, and the State of Michigan’s Executive
Directives concerning Civil Rights Compliance in State and Federal Contracts.

SMART may change and/or delete portions of this program. In the event of a policy change,
employees will be notified.

All data and statistics represent employment practices over a three year period. The
Authority uses data from a three (3) year period beginning January 1st and ending on
December 31stof each reporting period. The Authority uses the calendar year to allow for a
timely submittal prior to the programs renewal month (March). Data and statistics in this
document were compiled from January 1, 2009 to December 31, 2011.

To be consistent with the information provided to the EEOC, workforce goals are updated
annually at the beginning of each fiscal year (July 1st). The Authority’s EEO Goals are set
annually using the data and statistics provided to the EEOC via the EEO-1 report. Therefore
the data reported in Section 4.5 covers fiscal year periods, July 1 through June 30.
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1 INTRODUCTION

The following document establishes the Suburban Mobility Authority for Regional Transportation’s
(SMART) commitment to an Equal Employment Opportunity/ Affirmative Action (EEO/AA) program.
As required by federal law, this EEO/AA program defines the Authority’s obligation to eliminate
discrimination based on race, color, sex, age, handicap, religion, ancestry, marital status, national
origin, place of birth, sexual orientation or other non-merit factors within the Authority’s hiring
process and employment policies.

This document outlines specific policies and procedures to be used by the Authority’s managers,
supervisory employees and union representatives to maintain a discrimination-free workplace. The
Authority’s Human Resources department shall develop, implement and monitor a hiring process
which ensures that all prospective employees will be given a fair and equitable consideration in all
employment opportunities.

The Authority’s General Manager directs the EEO Compliance Officer to be responsible for the
creation, and implementation of an EEO/AA policy and plan which defines employment practices,
creates goals/timetables, and provides an analysis of workforce utilization to identify areas of
potential discrimination. The data collection and analysis is conducted and the document prepared
by the EEO Compliance Coordinator under the supervision of the EEO Compliance Officer. The EEO
Officer obtains approval from the Authority’s General Manager. Once approved, these documents
shall be made available to all employees. The Authority’s EEO policy shall also be made available to
the general public, applicants and organizations outside the Authority through postings at SMART’s
business offices, terminals, and the Authority’s Internet website.

The EEO Compliance Officer shall have direct access to the General Manager regarding all aspects of the
Authority’s EEO/AA Program. Executives, managers and supervisory personnel shall be advised of the
Authority’s EEO policy through official correspondence, meetings and training sessions. All EEO guidance
will emphasize an individual’s responsibilities for implementation of the Authority’s EEO/AA policy.

Effective 06/19/2012 Page 6
Version 1.0



S Smar/

Equal Employment Opportunity Program

1.1 EEO Policy Statement

EQUAL EMPLOYMENT OPPORTUNITY POLICY STATEMENT

It is the policy of the Suburban Mobility Authority for Regional Transportation (SMART) to fully
comply with all applicable Provisions of the Civil Rights Act of 1964, The Americans with Disabilities
Act (ADA) of June 26, 1990, Elliott-Larsen Civil Rights Act of 1976 (PA. 453), the Vietnam Era
Veterans Readjustment Assistance Act of 1972, all as amended. This policy pertains to the
responsibility of SMART relating to employment practices including recruitment, selection,
promotions, terminations, transfers, layoffs, compensation, training, benefits, and other terms and
conditions of employment.

SMART is committed to prohibiting discrimination against employees and applicants based on their
religion, race, color, national origin, age, sex, height, weight, sexual orientation, familial/marital
status, veteran status, or physical or mental disability. SMART shall be proactive in its pursuit of a
successful affirmative action program; this process shall include the use of diagnostic techniques
such as goals and time tables to guarantee positive results. SMART recognizes that the successful
implementation of an Equal Employment Opportunity program shall be beneficial to SMART by
providing fuller utilization and development of previously underutilized human resources. SMART is
committed to the development of processes and policies designed to overcome any effects of past
discriminatory practices on minorities, women and the disabled.

In order to uphold this commitment, SMART has established an EEO program to be implemented
and monitored by John Swatosh, Deputy General Manager of Administration and Equal Opportunity
Compliance Officer. All applicants and employees have the right to file complaints alleging
discrimination. These complaints shall be made to the Equal Opportunity Compliance Officer who
shall be committed to ensuring the fair and equitable treatment of such allegations.

Furthermore, all SMART management personnel shall share in the responsibility of Equal Employment
Opportunity compliance. Performance by managers and supervisors will be evaluated on the success of the
Equal Employment Opportunity Program in the same way as their performance on other SMART goals.

/ SUBURBAN MOBILITY AUTHORITY FOR REGIONAL TRANSPORTATION
Y

W 7 0 %z

/ (i!_l,aifm;n, Board o(Di&ctors John Hertel, General Manager

-

Board Approval Date: 4/26/2012
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1.2 EEO Policy Resolution

SUBURBAN MOBILITY AUTHORITY FOR REGIONAL TRANSPORTATION

RESOLUTION

Approval and Endorsement of SMART’s Revised Equal Employment
Opportunity Affirmative Action Policy

Whereas, SMART is committed to prohibiting discrimination against employees and applicants
based on their religion, race, color, national origin, age, sex, height, weight, sexual
orientation, familial/marital status, veteran status, or physical or mental disability; and

Whereas, The U.S. Department of Transportation and the Federal Transit Administration require
the development of an EEO/AA Program; and

Whereas, SMART has amended its present EEO/AA Policy to reflect John Swatosh has been
assigned the duties of the Equal Employment Opportunity Compliance Officer; now
therefore be it.

Resolved The Board of Directors of Suburban Mobility Authority for Regional Transportation
approves the SMART EEO/AA Program Palicy.

CERTIFICATE

The undersigned duly qualified Board Secretary of the Suburban Mobility Authority for Regional
Transportation (SMART) certifies the foregoing is a true and correct copy of a resolution adopted at a
legally convened meeting of the Board of Directors of SMART.
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April 26, 2012 W A SR« X S A
Date * Tiffany C. Martin. Board Secretary
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2 Designation of Personnel

The General Manager has the ultimate responsibility for the implementation of SMART’s EEO program and
has delegated responsibility for its implementation to the following individuals and departments.

2.1 EEO Compliance Officer

To ensure that SMART complies with its commitment to EEO conformity, the Authority has created the
position of Equal Employment Opportunity Compliance Officer. This position shall reside in the office of the
Deputy General Manager of Administration and DBE & EEO Compliance Officer. The individual assigned to
this position shall implement and oversee SMART’s EEO Program.

The EEO Compliance Officer shall:

» Develop and recommend EEO policy, EEO program, and internal and external communication
procedures.

» Direct the collection and analysis of employment data that includes; separations, discipline,
promotions, hires, underutilization, wage & salary administration and benefits. Assure the
identification of any problem areas, the setting of goals/timetables and the development and
implementation of corrective action programs.

» Design and implement an internal auditing and reporting system to measure program
effectiveness. An emphasis shall be made to determine where progress has been made and
where further action is needed.

» Have direct access to the General Manager on all aspects of the EEO/AA program, and shall report
periodically on each department’s progress in relation to the Authority’s goals.

» Serve as SMART’s liaison with Federal, State, and local governments.

» Create associations with local minority and women's groups, organizations representing the
handicapped or other community-based groups.

» Assure that current legal information affecting affirmative action is disseminated to responsible
officials.

» Assist in recruiting minority, disabled and women applicants and establishing outreach sources
for use by hiring officials.

» Concur in all hires and promotions.

» Process employment discrimination complaints.

2.2 EEO Compliance Coordinator

The EEO Compliance Coordinator shall assist the EEO Compliance Officer with the administration of the

EEO program.

The EEO Compliance Coordinator shall:

» Coordinate the Authority’s Equal Employment Opportunity policy and program;
communicates EEO policy and procedures both internally and externally.

» Interface with Federal and State agencies to ensure the authority is current with EEO
requirements and revision of those programs.

Effective 06/19/2012 Page 10
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Recommend updates and changes to the EEO policy and procedures to the EEO/DBE Officer as
needed.

Monitor EEO compliance for the Authority and its contractors and consultants and report to the
EEO Officer.

Collect and analyze employment data to develop programs that identify problem areas. Sets
goals and creates timetables to achieve goals as required by federal regulation.

Design and implements auditing and reporting systems to measure EEO program effectiveness.
Monitor regulatory information that may affect affirmative action and disseminates any changes
to responsible officials.

Assist the Human Resources Department in recruiting minority, disabled and women applicants
and establishing outreach sources for use in the hiring process.

Review all contract bid proposals to ensure prospective contractors and consultants are
compliant with EEO regulations.

Monitor the Authority’s Complaint Hotline for any claims of discrimination relating to EEO
and/or Title VI regulations.

When directed, investigate claims of discrimination to determine the nature of the allegation and
to recommend possible corrective actions.

2.3 Directors, Managers and Supervisors

Directors, Managers and Supervisors shall bear the responsibility of ensuring that SMART’s EEO
policies and programs are carried out. Directors, Managers and Supervisors are expected to carry out
the following responsibilities as part of their job in implementing SMART’s EEO program:

» Participating actively in periodic audits of all aspects of employment in order to identify and to
remove barriers obstructing the achievement of specified goals and objectives.

» Holding regular discussions with direct reports to assure that SMART’s policies and procedures
are being followed.

» Reviewing the qualifications of all employees to assure that minorities, people with disabilities,
and women are given full opportunities for transfers, promotions, training, salary increases, and
other forms of compensation.

» Participating in the review and/or investigation of complaints alleging discrimination.

» Conducting and supporting career counseling for all employees.

Effective 06/19/2012 Page 11
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3 AUTHORITY ORGANIZATION

Table 1 Workforce

Effective : 7/1/2011 & =
o 5 c
5 S 2
—_ ©
5 : £ 2
MINORITY EMPLOYEES = 2 3
© o}
Dept. Job Title or Number All Employees K] 2
MALE FEMALE MIN F < ?5
a — = a = o — =z a = = = z
TOT M F w B! 4] z < g g = 2 2 ] < % g‘ # % # % E] [ E] [ E] w
Officials and Managers 6 5 1 5 0 (0] 0 0 0 (0] 1 (0] 0 (0] 0 (0] 0 0 0% 1 17% | 15% | 39% | -15% | -23% 1 1
Professionals 62 35 27 25 5 1 4 0 6] 0 13 11 6] 2 1 (0] o] 24 39% 27 44% | 24% 49% 15% -5% 9) 3
Technicians 56 29 27 14 15 0 o] 0] 6] 0] 3 24 o] 0 o] 0 (6] 39 70% 27 48% | 27% 57% 43% -9% (24) 5
Administratiive Support 50 10 40 4 5 (0] 1 (0] 0 (0] 11 29 0 0] 0 0] 0 35 70% 40 80% | 23% | 77% | 54% | 74% 27) 37)
Craft Workers 112 112 0 52 57 2 1 (0] 6] (0] 6] (0] o] (0] 6] 0] 0 60 54% 0 0% 16% 6% 26% | -61% (29) 6
Service Workers 636 329 307 41 282 5 0 1 0 (0] 20 285 1 (0] 1 (0] 0 575 90% 307 48% | 28% | 61% | 90% | 48% | (397) 84

** The Authority’s EEO Goals are set annually using the data provided to the EEOC via the EEO-1 report. This Table includes data as reported in the
Authority’s EEO-1 submission from July 1, 2011.
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CHART 2

FUTURE PERIOD

NUMERIC GOALS FOR PROGRAM YEAR

L
z 0
ANTICIPATED | JOB OPENINGS | NEW HIRE PROMOTIONS °35 < PROJECTED % REPRESENTATION
= E w
< 0O 8 g.-:)
Dept. Job Title or Number W e, £ S
£ TOT TOT MIN TOT s AT 12m0 2 YR 3 YR 4YR
s = o = = EZ
< 2 F 212 Im |F [mnlm |F F v [FEMMIN FEM £ =0 MmN F MIN E MIN E MIN E
Officials and 1 1 1 |1 21|22 ]2]o o| 1| 1]833%| 83% | 6 0.0% 16% 16% 39% 16% 39% 16% 39%
Administrators
Professionals () 14 14 3 |a|l 7 |22]3]2]3 2| 4| 7| 930%]| 887% | 63 49% 23% 49% 23% 49% 23% 49% 23%
Technicians () 6 6 712 o f2l1]2]3]|s 5 | 4|11 921% | 80.0% | 55 76% 47% 76% 50% 76% 53% 76% 56%
Administratiive Support
g 6 6 4 | 5| 9 |2|a|3]2]:2 o| 4| 6| 923%| 85% | 52 67% 79% 67% 79% 67% 79% 67% 79%
Craft Workers () 12 12 4 |a| 8 |al1|l2]a]o o| 3| 1] 963%| 985% | 92 56% 0% 56% 0% 56% 0% 56% 0%
Service Workers () 103 | 103 | 1 |82 83 |s2|31|71| 1|0 0 |71]31] 86.3% | 94.0% | 575 | 90.0% | 47.0% | 90.0% | 52.0% | 90.0% | 59.0% | 90.0% | 54.0%
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3.1 Represented and Non-Represented Employees
Employees at SMART are divided into to two classifications: represented and non-represented.

Represented employees are paid on an hourly wage rate determined by a negotiated contract with
the following Labor Unions, ATU Local 1564, AFSCME Local 1786, TEAMSTERS Local 247, and UAW
Local 771. Negotiations are conducted every two to four years to determine factors such as wages,
benefits, compensation, terms and conditions of employment. All negotiated contract provisions
apply equally to all represented employees with regards to the implementation of the Authority’s
EEO policy. Represented employees are defined under the following EEO classifications:

» Technician

» Administrative Support
»  Skilled Craft Workers

» Service Worker

Non-represented employees below the level of Director are compensated with a fixed annual
salary based on an hourly rate over a set 40-hour week. Each employment position at this level is
assigned a job classification and placed in an annual graduated salary scale. Each salary grade is
comprised of a starting rate and is increased annually in five steps, which will take the employee to
the maximum salary level for that position. Placement of the employee at any step within the salary
range is determined on the following factors: prior experience, education, training, performance,
seniority.

Compensation for these employees is similar to that of the represented employee and is applied
equally with regards to the implementation of the Authority’s EEO policy. Non-represented
employees at this level are defined under the following EEO classifications:

> Professional
» Technician
» Administrative Support

Non-represented employees at or above the position of Director are compensated with a fixed
annual salary based on an hourly rate over a set 40-hour week, however, compensation at this level is
fixed and not graduated in steps and is administered equally with regards to the implementation of
the Authority’s EEO policy. Non-represented employees at this level are defined under the following
EEO classification:

>» Officials and Administrators

Effective 06/19/2012 Page 14
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3.2 Job Titles by EEO Classification

Executive
DIR OF HUMAN RESOURCES GENERAL COUNSEL
DEPUTY GM OF OPERATIONS GENERAL MANAGER
DIR OF FINANCE DEPUTY GM OF ADMINISTRATION

Professional

ADA COORDINATOR MGR OF FAREBOX & SECURITY ADMI
ASSISTANT GENERAL COUNSEL MGR OF FIXED ROUTE CUST INFO
BUDGET ANALYST MGR OF FIXED ROUTE SCHEDULING
BUS STOP AND SHELTER MAINT SUP MGR OF INFORMATION TECHNOLOGY
CAPITAL & GENL LEDGER ACCT MGR OF LABOR & EMPL RELATIONS
CBSP MAINT COORD AND TRAINER MGR OF MKTG & COMMUNICATIONS
COMMUNITY OMBUDSMAN MGR OF PROCUREMENT

DATABASE ADMINISTRATOR MGR OF PROJECT CONTROL
DATABASE ADMINISTRATORII NETWORK ANALYST

EEO AND D&A COMPLIANCE OFFICER OFFICE SUPERVISOR

EMPLOYEE BENEFIT SPEC REVENUE ACCOUNTANT
EMPLOYMENT SPECIALIST RISK MANAGER

ENTERPRISE ADMINISTRATOR SCHEDULE WRITER

FACILITIES PROJECT MANAGER SENIOR FINANCIAL ANALYST
FINANCIAL ANALYST SR PLANNER

FINANCIAL REPORTING ACCOUNTANT SR PLANNER

GOVERNMENTAL ACCOUNTANT SR PLANNER

GRANT ANALYST SR PURCHASING AGENT

INSURANCE CLAIMS SPEC SR PURCHASING AGENT

LABOR & EMPL REL SPEC SR SCHEDULE WRITER

MANAGER OF FINANCIAL ANALYSIS SR SYSTEMS ANALYST

MARKETING & COMMUNICATION COOR  SUPT OF MAINT OAK & CMTY PROGS
MATERIAL CONTROL ADMINISTRATOR SUPT OF TRANS OAK & RD SUPV

MGR FIN REPORTING AND BUDGET SUPV OF CONNECTOR SERVICES
MGR GOVT ACCTG AND ACCTS PAY SUPV OF MATERIAL CONTROL
MGR OF COMP AND BENEFITS TERMINAL MANAGER

MGR OF CONN SERV & CENTRAL DIS TRAINING COORDINATOR

MGR OF EMPLOYMENT & TRAINING

Technician
CENTRAL RADIO DISP GRAPHICS PROD SPEC
COMMUNICATIONS TECHNICIAN MAINT SUPV
DISPATCHER A.M. PAYABLES SPECIALIST
DISPATCHER P.M. RADIO MAINTENANCE TECHNICIAN
DISPATCHER/INSPECTOR ROAD SUPERVISOR

Effective 06/19/2012 Page 15
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Administration Support
COMMUNICATIONS ASSISTANT
CSO1
CSO 1 (PT)

CSo 11

DATA CLERK TECH

DATA MMIS TECH

DATA PAYROLL TECH

DBE & CONTRACT COMPLIANCE
COORDINATOR

EXECUTIVE ASSISTANT
EXECUTIVE SECRETARY

Skilled Craft worker

ELECTR EQPT REPAIR
MECHANIC
ASST MECHANIC

Service Maintenance

HUMAN RESOURCES ASSISTANT
INFO OPERATOR

LEAD INFO OPERATOR
PERSONNEL CLERK
RECEPTIONIST/OFFICE CLERK
SECRETARY TO GM/BOARD OF DIR
TRANSIT CENTER SALES REP
TRANSIT CENTER SALES REP P/T

BUS STOP AND SHELTER ATTENDANT CONNECTOR BUS OPERATOR
CHECKERT (PT) LEAD VAULT PULLER
COACH OPER (FT) STOCKPERSON
COACH OPER (PT) VAULT PULLER (FT)
COACH SERV ATT VAULT PULLER (PT)
Effective 06/19/2012 Page 16
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3.3 Departmental Staffing

Table 2 Departmental Staffing

DEPARTMENTAL BREAKDOWN AS OF DECEMBER 31 2011

Race
o Cassfcation Total Non Minority Minority
White African American Hispanic Asian American Indian | Pacificlslander Multi Race
Employees  [Male Female [Minority |Male  |Female |Male  |Female [Male  [Female |Male  |Female |Male |Female [Male  |Female |Male  |Female
ADMIN SERVICES 14 11 3 6 7 1 2 0 0 2 0 0 0 0 0 0 0
EXTERNAL AFFAIRS MARKITING & COMMUNICATIONS 2% 4 20 17 1 6 3 14 0 0 0 0 0 0 0 0 0 0
FINANCE 28 10 18 14 8 6 1 10 0 0 1 1 0 1 0 0 0 0
GENERAL COUNSEL 6 4 2 1 3 2 0 0 1 0 0 0 0 0 0 0 0 0
GENERAL MANAGER 3 2 1 1 2 0 0 1 0 0 0 0 0 0 0 0 0 0
HUMAN RESOURCES 10 2 8 4 1 5 0 1 0 0 1 2 0 0 0 0 0 0
OPERATIONS CENTRAL CONNECTOR 30 14 16 18 8 4 5 12 1 0 0 0 0 0 0 0 0 0
(OPERATIONS - MACOMB CONNECTOR 36 10 26 2 2 2 8 2% 0 0 0 0 0 0 0 0 0 0
OPERATIONS - MACOMB L/H 184 121 63 149 31 4 89 59 0 0 1 0 0 0 0 0 0 0
(OPERATIONS - OAKLAND CENTERAL 8 3 5 7 0 1 3 4 0 0 0 0 0 0 0 0 0 0
OPERATIONS - OAKLAND L/H 208 135 3 174 9 5 104 68 2 0 0 0 0 0 0 0 0 0
OPERATIONS- TROY CONNECTOR i 16 25 3 1 2 15 2 0 1 0 0 0 0 0 0 0 0
OPERATIONS - WAYNE CONNECTOR i 4 3 2% 0 1 4 2 0 0 0 0 0 0 0 0 0 0
OPERATIONS - WAYNE L/H 147 3 54 128 17 2 74 52 1 0 1 0 0 0 0 0 0 0
OPERATIONS 3 2 1 2 1 0 1 1 0 0 0 0 0 0 0 0 0 0
SERVICE DEVELOPMENT & PLANNING 13 9 4 6 6 1 2 3 0 0 0 0 1 0 0 0 0 0
Total 82 440 3 [74] 17 [} 31 295 5 1 6 3 1 1 0 0 0 0
Effective 06/19/2012 Page 17
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SMART ORGANIZATION CHARTS

AUDIT COMMITTEE BOARD OF DIRECTORS INDEPENDENT AUDITORS
J. Hertel SMART FOUNDATION
(Page 2)
DEPUTY GENERAL MANAGER DEPUTY GENERAL MANAGER
OF ADMINISTRATION AND
J. Fetzer
J. Swatosh
(Pages 7-12) (Page 3)
MAINTENANCE HUMAN
MANAGER OF MARKETING AND RESOURCES
TRANSPORTATION COMMUNICATIONS
+ Fixed Route Services A. Gordon B. Gibbons FINANCE
+ Connector Services
(Page 4) (Page 13) INFORMATION
SERVICE TECHNOLOGY
DEVELOP T
COMMUNITY
OMBUDSPERSONS
FACILITIES
MANAGEMENT
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GENERAL MANAGER

N
J. Hertel

CUTIVE A

T. Adams

ISTANT

DEPUTY GENERAL MANAGER

(Pages 7-12)

GENERAL COUNSEL
A. Gordon

MANAGER OF MARKETING AND

B. Gibbons
(Page 13)

DEPUTY GENERAL MANAGER
OF ADMINISTRATION AND
EEQ/DBE OFFICER

J. Swatosh
(Page 3)
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DEPUTY GENERAL MANAGER OF ADMINISTRATION

DEPUTY GENERAL MANAGER
OF ADMINISTRATION AND EEO/DBE OFFICER

J. Swatosh

EEO/DBE & DRUG & ALCOHOL SECRETARY TO DEPUTY GM &
BOARD DIREC
M. Wavra T. Martin

JANAGER OF
DIRECTOR OF RESOURCE NFORMATION TECHNOLOGY* F.Barret _ (Macomb
C. Astalos M. Evans M. Hightower (Wayne)

S. Brown (Oakiand)

(Page 6) (Page 5)

{—{ ENTERPRISE ADMINISTRATOR"
W. Dulemba

M
S. Venkatachari

DATABASE
— ADMINISTRATOR
N. Thomas

C. Gordon

D. Kraus

RADIO

MAINTENANCE TECHNICIAN®
D. Wesley
LOCATION: *OAKLAND

L. Baker
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DEPUTY GENERAL MANAGER OF OPERATIONS

DEPUTY GENERAL MANAGER

OF OPERATIONS

J. Fetzer

TRANSPORTATION

(Pages 9-11)

SERVICE DEVELOPMENT

(Page 12)

CONNECTOR SERVICES MAINTENANCE FACILITIES MANAGEMENT
(Page 8) (Pages 9-11) (Page 12)
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4 WORKFORCE UTILIZATION ANALYSIS

4.1 Separations

Between January 1, 2009 and December 31, 2011 there were 380 separations, including 124
retirements, 106 Reduction in Force (RIF) separations, 94 administrative or disciplinary separations,
40 resignations, and 16 disability retirements.

African Americans represented seventy-seven (77%) percent of the average total work force and
accounted for 70% of the total separations. Whites represented 20% of the average total work force
and accounted for 28% of the separations. Women represented 43% of the workforce and 42% of the
separations.

During this period there were 140 total retirements, including 16 disability retirements. 63% percent
involved minorities and 44% involved females.

The Authority had two 2 Reductions in Force separation actions (lay-offs) due to deteriorating
economic conditions. The first of which occurred in June 2009 and the second was in December
2011. In June 2009 10 Professionals, Administrative Support and Technician employees were laid-
off due to required staff reductions resulting from requirements to balance the Authority’s budget.

The objective of the RIFs was to reduce positions that were redundant or over staffed. As a result the
following lay-offs occurred due to the over staffing in the administration classifications and only
affected women who happened to staff those departments. 7 were African American and three 3
were White. A breakdown of the lay-offs is listed below.

Table 3 Table Lay-offs (June 2009)

Job Classification - Female
White Black TOTAL
Professional 2 2 4
Administrative Support 0 3 3
Technician 1 2 3

While the reductions affected an identified area of underutilization, the determination to eliminate
positions in these classes was made because the nature of the position and not the employee in the
position.

African American women represented the majority of the lay-offs. However, the impact did not drop
them below their availability rate. In the affected classifications African American females had
concentrations in Professional category of 15 % greater than their availability. African American
Female Technicians had a 22% concentration, and African American Administrative Support Females
had a 47% concentration.

The lay-offs had the greatest detrimental effect on White women. At the time, white women
represented just 20% of the Professional Classification, well below their 42% availability as
determined by census data.
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In December 2011 ninety-six (96) Craft and Service Worker employees were laid off due to service
cutbacks resulting from loss of revenue and rising operating costs. Selections for layoff were
determined by collective bargaining agreements and predominantly affected new hires made within
the last three years.

Prior to the December 12, 2011 layoffs African Americans represented 83% of the total of Skilled
Craft and Service Worker Classifications. However, of the layoffs in these two categories only 78%
affected African Americans. White representation prior to the layoffs in the Skilled Craft and Service
Worker classifications was 15%, but accounted for 19% of the layoffs in these categories.

During this period there were 94 separations due to Administrative and/or Disciplinary actions,
accounting for 25% of the separations. Of the 94 separations due to Administrative and/or
Disciplinary actions, African Americans represented 81% of these separations and represented 77%
of workforce. The EEO office will monitor Administrative and/or Disciplinary actions that result in
separations.

Effective 06/19/2012 Page 23
Version 1.0



S Smar/

Equal Employment Opportunity Program

Table 4 Separations

SEPARATION DATA FOR THE PERIOD COVERING : JANUARY 1, 2009 - December 31, 2011

Race
. Total Non Minority Minority
Separation Type - - - - - - - - - -
White African American Hispanic Asian American Indian Pacific Islander Multi Race
Employees Male | Female | Minority | Male | Female | Male | Female| Male | Female | Male | Female | Male | Female | Male | Female | Male | Female

- 26 14 23 13 4 13 10 0 0 0 0 0 0 0 0 0 0
Resignation 40

65% 35% 58% 33% 10% 33% 25% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%

' 73 51 74 33 17 40 33 0 0 0 0 0 1 0 0 0 0
Retirement 124

59% 41% 60% 27% 14% 32% 27% 0% 0% 0% 0% 0% 1% 0% 0% 0% 0%

Retirement In Lieu Of Termination 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%

o 64 30 77 12 5 51 25 0 0 1 0 0 0 0 0 0 0
Termination/Discipline 94

68% 32% 82% 13% 5% 54% 27% 0% 0% 1% 0% 0% 0% 0% 0% 0% 0%

Disability Retirement 16 6 10 14 1 1 4 9 1 0 0 0 0 0 0 0 0 0

38% 63% 88% 6% 6% 25% 56% 6% 0% 0% 0% 0% 0% 0% 0% 0% 0%

Reduction in force (RIF) 106 53 53 86 14 6 36 46 3 0 0 0 0 1 0 0 0 0

50% 50% 81% 13% 6% 34% 43% 3% 0% 0% 0% 0% 1% 0% 0% 0% 0%

Total 380 222 158 274 73 33 144 123 4 0 1 0 0 2 0 ] 0 0

58% 42% 72% 19% 9% 38% 32% 1% 0% 0% 0% 0% 1% 0% 0% 0% 0%
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4.2 Discipline

Discipline will be administered as consistently and equitably as possible with the objective of correcting an
employee’s deficiencies. All disciplinary actions for represented personnel shall be administered as directed
by Collective Bargaining Agreements (CBA), non represent employees shall be governed by procedures
defined in SMART’s Personnel Manual. The circumstances surrounding a violation or performance deficiency
shall be thoroughly investigated. The level of discipline is based on the totality of the circumstances
surrounding the issue.

In such cases, corrective procedures may be administered based on the severity of the violation or
performance deficiency. Depending on the nature of the infraction or performance deficiency as determined
by investigation, the following action may be taken:

» Verbal Warning
»  Written Warning

» Disciplinary Suspension - Prior to suspending an employee, the director, manager, or supervisor
should contact the Office of Human Resources to obtain assistance in determining if this action is
warranted and consistent with the Authority’s policies.

An employee, who receives disciplinary action prior to termination and feels they have been subjected to
discrimination in the work place, may utilize the complaint procedures outlined in Section 6. The process for
administering disciplinary action for represented employees is conducted in accordance with Collective
Bargaining Agreements. Each union has its own requirements. Discipline is tracked by unions to ensure that
proper analysis of the data is correct.

The Authority established a tracking system for violations and resulting discipline in July 2011 revised and
refined it in October 2011. The data used in Tables 5 is from October 1, 2011 to December 31, 2011, it reflects
the best and most comprehensive data available to identify possible areas of concern. For the purposes of this
report Table 5 identifies the data by sub-groups and indicates the status of the Authorities discipline
procedures. The administration of discipline has been proportional to workforce representation.

» There were a total of 432 disciplinary actions in these employee categories during the
quarter.

» 228 (53%) involved female employees and 204 (47%) involved male employees.

» 393 (91%) involved African American employees. Within the four job categories African
Americans make up 84% of the employees.

» 262 (60.5%) resulted in a written warning.
» 2resulted in terminations. 1 was a white female and 1 was an African America male

» Many of the employees had multiple disciplinary actions. 166 of the disciplinary actions
involved 45 employees.

Table 6 summarizes the disciplinary data over the period of July 1 through December 31, 2011 and breaks it
down by Male/Female and White/Minorities. An overview of this data provides the following observations:

»  During this period there were a total of 863 disciplinary Actions. 817 (94.7%) involved Minorities.

»  Sixty-two percent (62%) of the total disciplinary actions resulted in warnings or cautions.

»  Sixty-two percent (62%) of the disciplinary actions involving males resulted in warnings or cautions.
>

Sixty-three percent (63%) of the disciplinary actions involving females resulted in warnings or
cautions.
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»  Sixty-two percent (62%) of the disciplinary actions involving minorities resulted in warnings or
cautions.

» Sixty-three percent (63%) of the disciplinary actions involving whites resulted in warnings or
cautions.
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Table 5 Detailed Disciplinary Actions October 1 — December 31, 2011

DISCIPLINARY DATA FOR THE PERIOD COVERING : October 1, 2011 TO DECEMBER 31, 2011
Race
Action Type Total Non Minority Minority
White African American Hispanic Asian American Indian Pacific Islander Multi Race
Actions Male Female Minority |Male Female |Male Female Male Female |Male Female |Male Female |Male Female |Male Female
Written Warning 262 131 131 241 13 8 113 123 5 0 0 0 0 0 0 0 0 0
50% 50% 92% 5% 3% 43% 47% 2% 0 0% 0% 0% 0% 0% 0% 0% 0%
. . 30 31 58 3 0 27 31 0 0 0 0 0 0 0 0 0 0
1-day violation 61
49% 51% 95% 5% 0% 44% 51% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
) . 12 15 25 2 0 10 15 0 0 0 0 0 0 0 0 0 0
3-day working suspension 27
44% 56% 93% 7% 0% 37% 56% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Caution 21 6 15 19 1 1 5 14 0 0 0 0 0 0 0 0 0 0
29% 71% 90% 5% 5% 24% 67% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
) . 8 8 15 1 0 7 8 0 0 0 0 0 0 0 0 0 0
1-day working suspension 16
50% 50% 94% 6% 0% 44% 50% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
. . 4 11 14 0 1 4 10 0 0 0 0 0 0 0 0 0 0
3-day violation 15
27% 73% 93% 0% 7% 27% 67% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
’ . 3 5 8 0 0 3 5 0 0 0 0 0 0 0 0 0 0
5-day working suspension 8
38% 63% 100% 0% 0% 38% 63% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
. . 2 3 5 0 0 2 3 0 0 0 0 0 0 0 0 0 0
2-day working suspension 5
40% 60% 100% 0% 0% 40% 60% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
. 2 3 3 1 1 1 2 0 0 0 0 0 0 0 0 0 0
Reprimand 5
40% 60% 60% 20% 20% 20% 40% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Minus 1 attendance credit 2 L L 2 0 0 E L 0 0 0 0 0 0 0 0 0 0
50% 50% 100% 0% 0% 50% 50% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
. 1 1 1 1 0 0 1 0 0 0 0 0 0 0 0 0 0
loss of 10 performance points 2
50% 50% 50% 50% 0% 0% 50% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
" 1 1 1 0 1 1 0 0 0 0 0 0 0 0 0 0 0
Terminated 2
50% 50% 50% 0% 50% 50% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
. 1 0 1 0 0 1 0 0 0 0 0 0 0 0 0 0 0
4-day suspension 1
100% 0% 100% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
1 1 1
5atten credits 100 pref points 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0% 100% 100% 0% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Forfeits 30 minutes pay 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
6 Attn Credits 100 perform points 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
. 1 0 1 0 0 1 0 0 0 0 0 0 0 0 0 0 0
1-day suspension 1
100% 0% 100% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Written Warning/2-day wk susp 1 L 0 1 0 0 1 0 0 0 0 0 0 0 0 0 0 0
100% 0% 100% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
. . 0 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0
Caution - Reassigned 1
0% 100% 100% 0% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Extension of Probation Period 1 0 L 1 0 0 0 1 0 0 0 0 o 0 0 0 0 0
0% 100% 100% 0% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
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Table 6 Disciplinary Actions July 1 — December 31, 2011

Disciplanary Actions For the Period of July 1 to December 31, 2011

Violations Actions Male Female | Minority | White
Written Warning 482 242 240 456 26
50% 50% 95% 5%
1-day violation 123 66 7 119 4
54% 46% 97% 3%
3-day working suspension 52 2/ 25 49 3
52% 48% 94% 6%
Caution 57 18 39 >4 3
32% 68% 95% 5%
1-day working suspension 40 21 19 38 2
53% 48% 95% 5%
3-day violation 48 19 29 47 1
40% 60% 98% 2%
5-day working suspension 9 4 > 2 0
44% 56% 100% 0%
2-day working suspension 15 6 9 14 1
40% 60% 93% 7%
Reprimand 11 3 8 9 2
27% 73% 82% 18%
Minus 1 attendance credit 2 1 1 2 0
50% 50% 100% 0%
2 2 1
loss of 10 performance points 4 3
0% 0% 1% 0%
Terminated 3 1 2 2 1
0% 0% 0% 0%
4-day suspension 1 1 0 1 0
100% 0% 100% 0%
5 atten credits 100 pref points 1 0 1 1 0
0% 100% 100% 0%
Forfeits 30 minutes pay 0 0 0 0 0
0% 0% 0% 0%
6 Attn Credits 100 perform point| 0 0 0 0 0
0% 0% 0% 0%
1-day suspension 3 2 1 3 0
67% 33% 100% 0%
Written Warning/2-day wk susp 1 1 0 1 0
100% 0% 100% 0%
Caution - Reassigned 1 0 1 1 0
0% 100% 100% 0%
Extension of Probation Period 2 0 2 1 1
0% 100% 50% 50%
5-day suspension 1 1 0 1 0
100% 0% 100% 0%
Reprimand - Loss of 10 pp. 3 0 3 3 0
0% 100% 100% 0%
Reprimand - Loss of 5 pp. 1 0 1 L 0
0% 100% 100% 0%
. . 3 0 2 1
WWY/2-day working suspension 3
100% 0% 67% 33%
Total 863 418 445 817 46
48% 52% 95% 5%
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4.3 Promotions

Union contracts provide for a specific promotion eligibility sequence. With non-represented
employees there are potential lines of progression which are intended only as a guide for reasonable
and possible promotion sequences. They in no way limit the Authority’s ability to promote
individuals demonstrating skills and capabilities to a job classification outside of the written lines of
progression. In nearly every position, there are three factors, which enhance promotion and
advancement.

» Lateral Moves: An employee may have to move horizontally across the organizational chart

to a position of equal standing to obtain a well-rounded background to move up vertically.

» Education: Any employee who fulfills the educational requirements for any open position
can enter a higher level job in their present department or move to a different division.

» Experience/Familiarity: May be sufficient to qualify for a lateral move or advancement. This
experience may have been gained while working for SMART or in jobs outside the Authority.

Between January 1, 2009 and December 31, 2011 the Authority promoted 67 employees. The chart
below identifies the “% of Workforce” and “% of Promotions” for each major demographic segment
of the total workforce.

Table 7 Promotion Summary

DEMOGRAPHICS % OF AVG. WORKFORCE % OF PROMOTIONS

Total African Americans 77% 64%
African American Male 40% 24%
African American Females 37% 40%
White Male 16% 25%
White Female 5% 3%
Total Males 57% 54%
Total Females 43% 46%
Total Minority 79% 72%
Total Hispanic 1% 3%
Total Asian 1% 3%

Summary of Table

Total African Americans

African Americans make up 77% of the Authority’s work force but received 64% of the promotions.
When analyzing the breakdown by gender (see below) there does not appear to be any conscious
discrimination by race.
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African American Male (AAM)
AAMs make up 47% of the workforce but received only 27% (16) of the promotions.

1. Within the Technician category AAMs received 29% (7) of the promotions (African American
Females received 63% (15) )

2. Within the Skilled Craft Worker AAMs received 33% (3) of the promotions. The remaining 6
went to WMs.

3. Within Service Maintenance AAMs received 50% (6) of the promotions

4. Within the Administrative category AAMs received 15% (2) of the promotions and six (6)
went to AAFs. Additionally there were only five AAM employed in this category

5. Within the Professional category AAMs received 15% (1) promotion. Five (5) went to AAFs
and two went to Asians. Additionally, there are only five AAMs employed in this category

It should be noted that of the 362 AAMs that were employed 77% were employed in the Service
Maintenance category where very few promotion opportunities occur. There does not appear to be
any discrimination against AAMs in this category.

African American Females (AAF)
AAFs make up 37% of the workforce but received 40% of the promotions. There does not appear to
be any discrimination against AAFs in this category.

White Male (WM)
WMs make up 16% of the workforce but received 25% of the promotions.
» Within the Professional category WMs received 20% (3) of the promotions. With six (6)

promotions going to African Americans and five (5) going to other minorities.
»  Within the Technicians category 8% (2) went to a WM and seven went to African Americans.
» Within the Skilled Craft workers category 67% (6) of the promotions went to WM and two
went to AAM.

White Female (WF)
WFs make up 5% of the workforce and received 3% (2) of the promotions.

Hispanic Male (HM)
HMs make up 1% of the workforce and received 1% (1) of the promotions.

Hispanic Female (HF)
HFs make up 1% of the workforce and received 1% (1) of the promotions.

Barriers to Promotions
1. The Authority does not have a proactive Career Counseling program.

2. The lack of an adequate method of tracking internal applications for jobs prevents the
Authority from ascertaining with certainty if there are potential barriers to promotions.

3. There is nothing in the Authority’s practices, job descriptions/requirements, notifications,
screening process, interviewing process that can be identified as a barrier to promotion. All
open jobs are posted internally before external listings.
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Corrective Actions:

>

The Authority will implement a program in which Human Resources, Directors, Managers and
Supervisors perform career counseling with Female and Minority employees to promote their
interest and qualifications for promotions.

» HRto develop a Career Counseling module to train Directors, Managers and Supervisors.

» Conduct survey of Directors, Managers and Supervisors concerning what keeps them from
promoting more of their employees.

» Conduct a survey of employees concerning their interest in obtaining promotions, including their
perception of needed training.

» Implement a process, similar to the external process, to track internal applications.
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PROMOTIONS FOR THE PERIOD COVERING JANUARY 1, 2009 - DECEMBER 31, 2011
Race
Job Classification Total Non Minority Minority
White African American Hispanic Asian American Indian Pacific Islander Multi Race
Employees| Male | Female |Minority| Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female | Male | Female

Officials and Administrators 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%

) 7 8 11 3 1 1 5 1 1 1 1 1 0 0 0 0
Professional 15

47% 53% 73% 20% 7% 7% 33% 7% 7% 7% 7% 7% 0% 0% 0% 0% 0%

- 9 15 22 2 0 7 15 0 0 0 0 0 0 0 0 0 0
Technician 24

38% 63% 92% 8% 0% 29% 63% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%

Administrative Support 13 6 7 8 4 1 2 6 0 0 0 0 0 0 0 0 0 0

46% 54% 62% 31% 8% 15% 46% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%

Skilled Craft Workers 9 9 0 3 6 3 0 0 0 0 0 0 0 0 0 0 0

100% 0% 33% 67% 0% 33% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%

. . 5 1 4 2 0 3 1 0 0 0 0 0 0 0 0 0 0

Service Maintenance 6
83% 17% 67% 33% 0% 50% 17% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
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4.4 Hires

This review and analysis of “Hires” involves a variety of issues/elements and is organized into the
following outline.

> Job Posting and Applicant Recruitment
» Selection Procedures
o Comprehensive posting and recruitment procedures
Electronic Applications
Traditional Application Forms
Testing
Interviewing
o Nepotism

O O O O

» Analysis
» Tables
o Application Data
o Hiring Data
o Hires/Applications Data
Job Posting and Applicant Recruitment

The Authority gives first consideration for job openings to existing employees. This is accomplished through
internal job postings for a minimum of five (5) business days before external distribution. During this phase
only current employees are eligible for consideration.

Open positions are emailed to administrative staff and to each of the Authority’s facilities for posting on
various bulletin boards. These postings contain the job title, a brief description of the position, minimum
qualifications, and the dates in which internal applications will be accepted. Basic information about job
postings and potential job openings is available through the Human Resources department.

After the internal posting period expires, only qualified internal candidates are tested and/or interviewed.
Should no internal candidate be chosen for the open position, the decision is made to post the position
externally. External postings are placed on SMART’s website, and advertisements may be placed in local
newspapers, and job search internet sites, if warranted.

Selection Procedures

All hiring procedures have been developed to increase the pool of prospective applicants, and to ensure that
all potential employees meet the basic requirements for the available positions. SMART’s selection process is
designed to avoid discriminatory practices in hiring, transfers, and promotions. They are specifically
concerned with preventing selections based on derogatory stereotypical characterizations of individuals
based on religion, race, color, national origin, age, sex, height, weight, sexual orientation, or disability.

Specific procedures have been designed to achieve this goal. They include the following:

Comprehensive posting and recruitment procedures ensure that SMART reaches a greater
number of qualified persons in previously overlooked communities. These targeted procedures

guarantee that the Authority meets the established goals of its EEO program. These procedures
include:

» Participation in local job fairs.

» Posting job openings in local minority oriented professional journals and other publications.
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» Establishment of liaisons with college/university work-study programs, high school co-op
programs, various community and civic organizations, and placement services in order to cultivate
a continuing source of potential qualified minority and female applicants.

I. Electronic Applications are the first step in the hiring process and are accessed though SMART’s
website under the employment tab. Each job posting has a link that directs the perspective applicant to the
application. Electronic applications allow for a greater number of qualified individuals to access the
Authority’s hiring process. Applicants are able to provide required information to the Human Resources staff
from virtually any computer, 24 hours a day. Electronic applications streamline the submission process by
giving the hiring staff greater access to the individual’s personal information, qualifications and background
history in a more expedited process. Direct access to this data allows the Authority to make a more informed
decision in hiring by quickly comparing the pool of applicants to the needs and requirements of the
Authority. This greatly enhances the Authority’s ability to achieve and maintain the goals of its EEO program.

II. Traditional Application Forms are utilized to assess any additional job related information provided by
the applicant for the purposes determining the candidate’s fitness for the position. These forms allow for
evaluation of responses pertaining to the applicant’s prior work history, previously held safety sensitive
positions (as required by the Federal Transit Administration) and details regarding an applicant’s criminal
conviction on record, if any. The information provided by the applicant shall help define the conviction and
applicant’s suitability for the job.

III. Testing:

> Internal applicants may be tested on job-relevant skills and knowledge such as their proficiency
with computer programs (if job-relevant) such as Word/ Excel, writing and typing, and in the
working knowledge of the open position.

> External applicants may be tested on job-relevant skills and knowledge such as their
proficiency with computer programs such as Word/ Excel, writing and typing. Potential coach
operators are given a public relations exam to assess their ability to interact with the general
public. Special care is taken to evaluate the ability of the applicant to deal with the general public
by evaluating the people skills of the candidate, specifically as they are related to the job
responsibilities of a coach operator.

IV. Interviewing is the next step in the Authority’s decision-making process. The interview is typically a
face-to-face inquiry to determine the applicant’s suitability for the position. The interview is based on the
prospective applicant’s job-related experiences and qualifications. The interviews are typically conducted
by a Human Resources staff member and the hiring manager. Human Resources review the interviewer’s
and hiring manager’s recommendations based on their analysis of the interview. The Authority shall then
make the decision to extend or not extend an offer of employment.

Once hired, additional mechanisms such as probationary periods may be used as a means to further examine
the suitability of the employee. Probationary periods are clearly defined in employment offer letters, labor
contracts, and are applied equally to all employees assigned to positions requiring them.

Individuals with handicaps are hired and promoted on merit factors alone and not by arbitrary
generalizations, stereotypes, or preconceived notions about handicapped or temporarily disabled
individuals.

V. Nepotism - In selecting persons for employment, the applicant most suitable and available to perform in
the position should, without exception, receive the offer of employment. No restriction is placed on the
hiring of persons related through affinity or consanguinity. However, to avoid possible conflict of interest, an
employee so related must not participate either formally or informally in decisions to hire, retain, promote
or determine the salary of the kindred employee; nor may any individual(s) of the family. Relatives will not
work for the same immediate supervisor without prior written approval from the General Manager. The
responsibility for approving the hiring of related persons shall rest with the Authority’s Human Resources
department.
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This policy applies to all situations in which related persons are employed by the Authority. It will not be
applied retroactively to reverse personnel actions or other actions, which would have been contrary to the
guidelines. Evidence should be available demonstrating that a reasonably thorough search was made for
well-qualified candidates and that the most suitable candidate was selected.

Employees must absent themselves from meetings devoted to discussing matters as they relate to the hiring,
retention, promotion, discipline or salary setting of a related person and shall not vote on such decisions.
This will take place at any level of the decision-making process and will constitute not participating
"formally” in the decision. Avoiding "informal" participation means that kindred personnel must not discuss
such matters with the Authority staff outside of such meetings nor use their Authority position to influence
such decisions. Avoiding informal participation does not preclude referring a decision about a kindred
person to a department head or to the Director of Human Resources for consideration.

Instances of violation of this policy are determined after investigation by the Office of EEO and the Human
Resources department. Responsibility for violation lies, as in other matters, with the person(s) whose
position is acted upon.

The application for the Authority asks whether the individual has a relative working for the Authority. If the
answer to this question is "yes", the Manager of Employment and Training shall ask whether the related
person is within the division wherein the applicant is seeking employment. If not, no further inquiry shall be
made. If so, the Manager of Employment and Training Programs shall consult the Director of Human
Resources for guidance concerning any possible conflict of interest.
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Analysis
Summary of Applications & Hires by Race (Quantity)

White African Hispanic | Asian American Pacific
American Indian Islander
APPLICATIONS 1001 4741 61 33 42 6 232
HIRES 69 212 2 5 2 0 0

Summary of Applications & Hires by Race (Percentage)

African Hispanic Asian  American Pacific
American Indian Islander
APPLICATIONS 16% 78% 1% 0% 0% 0% 4%
HIRES 24% 73% 1% 2% 0% 0% 0%

Summary of Hires / Applications

Total African Hispanic Asian American Pacific
Minority American Indian Islander
7% 5% 4% 3% 15% 5% 0 0
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Observations:

>

Seventy-six percent (76%) of the personnel hired were minority, and thirty-seven percent (37%)
were female.

» While applications from multi-racial candidates are tracked their hirings are not tracked because
the Authority’s Affirmative Action form does not list a Multi-Racial category.

» Only 1% (61) of the Applications came from Hispanics.

» While 7% of Applications from Whites resulted in Hires and 5% of Applications from Total
Minorities resulted in Hires, there is an under representation of Whites as of December 2011.
Total available White Males and White Female are 577 but only 158 are employed.

» The largest sub-group representation hired was African American Females (43%), and African
American Males (30%).

» Total African American hires comprise 73% of the overall hires.

» The vast majority (89%) of the African American hires were in the Service Maintenance
classification.

» African American Females lead the hires in Administrative Support, Professional, and Technician
categories.

» Minorities, other than African Americans, comprise only 5% of total applications and only 3% of
Hires.

» White Females represented only 6% of the hires and only represented 4% of the applicants.

Corrective Actions:

» SMART is currently reaching out to local women’s organizations and schools to increase the

awareness among women that SMART is a viable employment opportunity with a variety of
positions at all levels of employment.

SMART is currently reaching out to local Hispanic’s organizations and schools to increase the
awareness among Hispanics that SMART is a viable employment opportunity with a variety of
positions at all levels of employment.

» The Authority’s Affirmative Action form will be changed to include the Multi-racial category.
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Table 9 Hire Data

APPLICATION DATA FOR THE PERIOD COVERING : JANUARY 1, 2009 - December 31, 2011

Race
e Total Non Minority Minority
Job Classification - - " - - " n — -
White African American Hispanic Asian American Indian Pacific Islander Multi Race
Applications] Male Female Minority Male Female Male Female Male Female Male Female Male Female Male Female Male Female
Officials and Administrators 10 8 2 2 8 0 0 2 0 0 0 0 0 0 0 0 0 0
80% 20% 20% 80% 0% 0% 20% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
P . 72 117 112 40 37 29 65 1 0 0 5 0 1 0 1 2 8
rofessional 189
38% 62% 59% 21% 20% 15% 34% 1% 0% 0% 3% 0% 1% 0% 1% 1% 4%
T - 19 5 15 7 2 12 3 0 0 0 0 0 0 0 0 0 0
echnician 24
79% 21% 63% 29% 8% 50% 13% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Administrative Support 846 175 671 737 34 75 129 549 2 6 1 4 2 4 1 2 6 31
21% 79% 87% 4% 9% 15% 65% 0% 1% 0% 0% 0% 0% 0% 0% 1% 4%
Skilled Craft Workers 325 314 11 178 147 0 150 11 2 0 2 0 2 0 0 0 11 0
97% 3% 55% 45% 0% 46% 3% 1% 0% 1% 0% 1% 0% 0% 0% 3% 0%
Service Maintenance 4722 3097 1625 4071 492 159 2415 1376 38 12 19 2 21 12 2 0 110 64
66% 34% 86% 10% 3% 51% 29% 1% 0% 0% 0% 0% 0% 0% 0% 2% 1%
tal 6116 3685 431 511 728 273 2735 2006 43 18 22 11 25 17 3 3 129 103
60% 40% 84% 12% 4% 45% 33% 1% 0% 0% 0% 0% 0% 0% 0% 2% 2%
HIRE DATA FOR THE PERIOD COVERING :JANUARY 1, 2009 - December 31, 2011
Race
Job Classificati Total Non Minority Minority
° assification White African American Hispanic Asian American Indian Pacific Islander Multi Race
Hires Male Female Minority Male Female Male Female Male Female Male Female Male Female Male Female Male Female
Officials and Administrators 3 3 0 0 3 0 0 0 0 0 0 0 0 0 0 0 0 0
100% 0% 0% 100% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
P . 7 10 10 4 3 2 4 0 0 1 3 0 0 0 0 0 0
rofessional 17
41% 59% 59% 24% 18% 12% 24% 0% 0% 6% 18% 0% 0% 0% 0% 0% 0%
T N 5 1 4 2 0 3 1 0 0 0 0 0 0 0 0 0 0
echnician 6
83% 17% 67% 33% 0% 50% 17% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Administrative Support 17 5 12 9 4 4 1 8 0 0 0 0 0 0 0 0 0 0
29% 71% 53% 24% 24% 6% 47% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Skilled Craft Workers 11 11 0 3 8 0 3 0 0 0 0 0 0 0 0 0 0 0
100% 0% 27% 73% 0% 27% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
. . 151 85 195 30 11 117 73 2 0 1 0 1 1 0 0 0 0
Service Maintenance 236
64% 36% 83% 13% 5% 50% 31% 1% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Total 290 182 108 221 51 18 126 86 2 0 2 3 1 1 0 0 0 0
63% 37% 76% 18% 6% 43% 30% 1% 0% 1% 1% 0% 0% 0% 0% 0% 0%
PERCENTAGE OF HIRES FOR THE PERIOD COVERING :JANUARY 1, 2009 - December 31, 2011
Race
Job Classification Total Non Minority Minority
White African American Hispanic Asian American Indian PacificIslander Multi Race
Hires/Apps Male Female Minority Male Female Male Female Male Female Male Female Male Female Male Female Male Female
Officials and Administrators 38% 38% 0% 0% 38% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Professional 9% 10% 9% 9% 10% 8% 7% 6% 0% 0% 0% 60% 0% 0% 0% 0% 0% 0%
Technician 25% 26% 20% 27% 29% 0% 25% 33% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Administrative Support 2% 3% 2% 1% 12% 5% 1% 1% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Skilled Craft Workers 3% 4% 0% 2% 5% 0% 2% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Service Maintenance 5% 5% 5% 5% 6% 7% 5% 5% 5% 0% 5% 0% 5% 8% 0% 0% 0% 0%
Total 5% 5% 4% 4% 7% 7% 5% 4% 5% 0% 9% 27% 4% 6% 0% [ 0% 0%
7% 4% 3% 15% 5% 0% 0%
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4.5 Underutilization Goal Attainment and Findings

This section includes data as reported in the Authority’s EEO-1 submission from FY(s) 2009-2011, or July 1,
2008 through June 30, 2011. The rest of Workforce Analysis data is from January 1, 2009 through December
31, 2011. The following underutilization data will show that the Authority has not had underutilization
problems with the African American population sector. However the Authority needs to address
underutilization of Hispanics, Asian and Multi-racial population sectors.

The Authority did achieve minor improvement in the female job classifications of Professionals, Technicians
and Craft Workers. However the underutilization of female service maintenance workers increased from 55
to 84 and created an overall loss. An apparent barrier to meeting goals in the female sub-group is the lack of
applications from white, Hispanic and Asian females. If we solve the female sub-group underutilization we
will solve the Total female underutilization problem. Therefore, we need to focus on obtaining more qualified
job applications from white, Hispanic and Asian females.

Underutilization - MINORITIES

Minorities - FY2009

Total Minorities:

There was no underutilization in any job category under Total Minorities in 2009.
Minorities Sub-groups:

Underutilization in Minorities Sub-groups was found in:

» Hispanic Service Maintenance (-14)
» Asian Service Maintenance (-18)
» Multi Racial Service Maintenance (-6)
Underutilization in these sub-groups was equal among men and women. A corrective action might have been

to hire Asian, Hispanic and Multi-racial coach operators, connector operators and coach service attendants to
create a more diverse workforce and to achieve EEO goals. However no such program was implemented.

Minorities - FY2010
Total Minorities:
The only category in which there was minority underutilization was in:

»  Executive Senior Level Officials and Managers

In July 2009 SMART employed 7 people in this category and the availability and minority goal for FY2010 was
1. There were no minorities employed in the Executive Senior Level Officials and Managers category as of the
reporting period of July 2009 because in June of 2009 the SMART General Manager, an African American
male, retired and had not been replaced by July 2009, creating an underutilization of 1. The search for a
replacement was lasted 10 months until May of 2010.

Minorities Sub-groups:
Underutilization in Minority Sub-groups was found in:

» Asian Service Maintenance (-13)
» Hispanic Service Maintenance (-14)

Underutilization in these sub-groups was equal among men and women. A corrective action might have been
to hire Asian and Hispanic coach operators, connector operators and coach service attendants to create a
more diverse workforce and to achieve EEO goals. However no such program was implemented.
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Minorities - FY2011
Total Minorities:
The only category in which there was minority underutilization was in:

» Executive Senior Level Officials and Managers

During the initial FY2011 period (July-September) SMART employed 8 people in this category including a
Transition Manager who was hired in a temporary capacity to assist the newly hired General Manager (white
male). In September the Deputy General Manager (white male) was transferred to a Ombudsman position in
the Professionals job category and the Transition Manager was installed as Deputy General Manager.
Therefore the total employed in this category was reduced to 7 in September.

There were no minorities employed in the Executive Senior Level Officials and Managers category as of the
reporting period of July 1 through July 31, 2010. Therefore the availability and minority goal was still 1.

Minorities Sub-groups:
Underutilization in Minority Sub-groups was found in:

» Asian Service Maintenance (-13)
» Hispanic Service Maintenance (-14)
» Multi-racial Service Maintenance (-7)

Underutilization in these sub-groups was equal among men and women. A corrective action might have been
to hire Asian, Hispanic and multi-racial coach operators, connector operators and coach service attendants to
create a more diverse workforce and to achieve EEO goals. However no such program was implemented and
there was no progress toward attainment of these goals.

ANALYSIS OF THREE-YEAR TRENDS

Total Minorities:

During FY 2010 and 2011 the Authority had Minority underutilization in the Executive Senior Level Officials
and Managers category due to the retirement of the African American Male General Manager in June of 2008
who was eventually replaced, after an exhaustive search, by a White Male in May 2010.

Minorities Sub-groups:

It remained consistent during this three-year period that there was underutilization of Asian, Hispanic and
multi-racial Service Maintenance personnel with no progress toward reaching goals.

Conclusions

The Authority has not had underutilization problems with the African American population sector. However
the Authority needs to address underutilization of Hispanics, Asian and Multi-racial population sectors.
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CORRECTIVE ACTION PLAN

The Authority will seek opportunities to attain the goal of 1 minority in the Executive Senior Level Officials
and Managers category through reorganization or replacement of any vacancies. It is reasonable to expect
that this goal can be attained by June 2013.

The Authority will increase its outreach efforts through multi-mode communications with the list of
organizations identified below to promote the improved representation of Asian, Hispanic and multi-racial
Service Maintenance personnel and expect 20-30% improvement by the end of FY 2013 and 60-70%
improvement by FY 2014 and 90-100% attainment of the goal by the end of FY 2015.

Organization City

Michigan Hispanic Chamber of Commerce Southfield, MI 48075
Hispanic Business Alliance of Michigan Detroit, MI 48216
L.I.LF.T. Women's Resource Center Detroit, M1 48235
Asian Center SE Ml Southfield, M| 48075
Arab Community Center for Economic and Social Services | Dearborn, Michigan 48126
Arab Detroit Dearborn, Michigan
Chinese Association of Greater Detroit Troy, Michigan 48099
Detroit Association of Women's Clubs Detroit, Michigan 48202
Detroit Hispanic Development Corporation Detroit, Michigan 48216
Detroit India Bloomfield Hills, Michigan 48302
Islamic Center of Detroit Detroit, Michigan 48228
Japan America Society of Detroit and Windsor Detroit, Michigan 48232
Jewish Federation of Metropolitan Detroit Bloomfield Hills, Michigan 48301
JVS (Jewish Vocational Services) Downtown Detroit Detroit, MI 48226
Korean Society - Metro Detroit Southfield, Michigan 48075
Latino Family Services, Inc. Detroit, Michigan 48216
Latino Mission of Detroit Detroit, Ml 48209
LatinoDetroit.com
Oriental Culture Association Farmington Hills, Michigan 48331
Philippine American Community Center Southfield, Michigan 48075
Turkish American Cultural Association of Michigan Farmington Hills, Michigan 48333
Women's Center of Southeast Michigan Ann Arbor, Michigan 48103
Metropolitan Organizing Strategy Enabling Strength
(MOSES) Detroit, MI 48226
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Underutilization - FEMALES

Females - 2009

Total Females:

As of July 1, 2008 Underutilization of females was found in four job categories:

» Professionals (-8%)
» Technicians (-11%)
» Craft workers (-6%)
» Service Workers (-10%)

Based on the percentage of underutilization, goals were set for FY2009 in each category where there was
underutilization:

» Professionals (6)

» Technicians (7)

» Craft workers (7)

» Service Workers (55)

The Authority started FY2009 with a total of 78 professionals, 32 of which were female and needed to add 6
females to meet its goal. During FY2009 the Authority reduced its staff of professionals by 7 total personnel
due to necessary budget reductions. During this period there was a net loss of 1 female in the professionals’
category due to the budget cutback making it difficult to reach the 2009 goal.

The Authority started FY2009 with a total of 59 technicians, 27 of which were female and needed to add 7 to
meet its goal. During the year the Authority lost 3 technicians, all of which were female, failing to achieve the
goal of adding 7 female technicians.

The Authority started FY2009 with a total of 126 craft workers, without any females and needed to hire 7
females to meet its goal. During the year we were unable to recruit qualified female technician applicants. At
the end of the year a recruiting effort began with outreach to job fairs, women’s organizations and trade
schools to recruit female technicians.

The Authority started FY2009 with a total of 578 service workers, 300 of which were female and needed to
add 55 to meet its goal. During the year the Authority added a net total of 40 service workers but failed to
achieve its goal of adding 55 female service workers, actually losing a net of 2 female service workers.

Female Sub-groups (race)
The only female sub-groups that were underutilized in FY2009 were:

» White female Professionals (-12)

White female Technicians (-20)

White female Administrative Support (-22)
White female Craft Workers (-5)

White female Service Maintenance (-235)
Hispanic female Service Maintenance (-9)
Asian female Professionals (-3)

VVVYVVYVYY

» Asian female Service Maintenance (-6)

The Authority’s most underutilized sub-group was white females with a total underutilization of 294. A
corrective action might have been to focus on hiring white females to correct this underutilization. However
no such program was implemented.

250 of these 294 were in the Service Maintenance job category which primarily includes drivers. A corrective
action might have been to hire white, Asian and Hispanic coach operators, connector operators and coach
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service attendants to create a more diverse female workforce and to achieve EEO goals. However no such
program was implemented.

Females - 2010
Total Females:
As of July 1, 2009 Underutilization of females was found in five job categories:

» Executive Senior Level Officials and Managers (-11%)
» Professionals (-5%)

» Technicians (-14%)

» Craft workers (-6%)

» Service Workers (-13%)

Based on the percentage of underutilization, goals were set for FY2009 in each category where there was
underutilization:

Executive Senior Level Officials and Managers (1)

» Professionals (4)

» Technicians (8)

» Craft workers (7)

» Service Workers (82)

The Authority started FY 2010 with a total of 7 Executive Senior Level Officials and Managers, 2 of which
were female and needed to add 1 to meet its goal. At the end of the previous year 2 females retired, one was
replaced by a white male and the other position was eliminated.

The Authority started FY2010 with a total of 71 professionals, 31 of which were female and needed to add 4
females to meet its goal. During FY2010 the Authority reduced its staff of professionals by 10 total personnel
due to necessary budget reductions. During this period there was a net loss of 4 females in the professionals’
category due to the budget cutback making it impossible to reach the 2010 goal.

The Authority started FY2010 with a total of 56 technicians, 24 of which were female and needed to add 8 to
meet its goal. During the year the Authority added 4 female technicians achieving 50% of the goal during a
period of low turnover. The expectation was that we would achieve the remaining 50% during the next 24
months.

The Authority started FY2010 with a total of 121 craft workers, without any females and needed to hire 7
females to meet its goal. During the year we were unable to recruit qualified female technician applicants.
Recruiting efforts continued with outreach to women’s organizations and trade schools but did not yield
desired increase in applications for female technicians’ jobs.

The Authority started FY2010 with 618 service workers, 298 of which were female and needed to add 82 to
meet its goal. During the year the Authority failed to achieve its goal losing an additional 8 female service
workers.

Female Sub-groups (race)

The only female sub-groups that were underutilized in FY2010 were:

»  White female Professionals (-13)

White female Technicians (-19)

White female Administrative Support (-17)
White female Craft Workers (-5)

White female Service Workers (-254)
Hispanic female Service Maintenance (-8)
Asian female Professionals (-3)

Asian female Service Maintenance (-6)

YV VYV VVVYVY
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The Authority’s most underutilized sub-group was white females with a total underutilization of 308. A
corrective action might have been to focus on hiring white females to correct this underutilization. However
no such program was implemented.

268 of these 325 were in the Service Maintenance job category which primarily includes drivers. A corrective
action might have been to hire white, Asian and Hispanic coach operators, connector operators and coach
service attendants to create a more diverse female workforce and to achieve EEO goals. However no such
program was implemented.

Females - 2011
Total Females:
As of July 1, 2010 Underutilization of females was again found in five job categories:

» Executive Senior Level Officials and Managers (-14%)
» Professionals (-5%)

» Technicians (-8%)

» Craft workers (-6%)

» Service Workers (-14%)

Based on the percentage of underutilization, goals were set for FY2009 in each category where there was
underutilization:

» Executive Senior Level Officials and Managers (1)
» Professionals (3)

» Technicians (4)

» Craft workers (7)

» Service Workers (87)

The Authority started FY 2011 with a total of 8 Executive Senior Level Officials and Managers, 2 of which
were female and needed to add 1 to meet its goal. During the initial FY2011 period (July-September) SMART
employed 8 people in this category including a Transition Manager who was hired in a temporary capacity to
assist the newly hired General Manager (white male). In September the Deputy General Manager (white
male) was transferred to a Ombudsman position in the Professionals job category and the Transition
Manager was installed as Deputy General Manager. Therefore the total employed in this category was
reduced to 7 in September. During the year 1 female resigned and that position was reassigned to a female in
the Professional job category.

The Authority started FY2011 with a total of 61 professionals, 27 of which were female and needed to add 3
females to meet its goal. During FY2011 the Authority reduced its staff of professionals by 10 total personnel
due to necessary budget reductions. During this period there was a net loss of 4 females in the professionals’
category due to the budget cutback making it impossible to reach the 2011 goal.

The Authority started FY2011 with a total of 57 technicians, 28 of which were female and needed to add 4 to
meet its goal. During the year the Authority lost 1 technician, a female. Therefore the goal of 4 was not
attained.

The Authority started FY2011 with a total of 118 craft workers, without any females and needed to hire 7
females to meet its goal. During the year we were unable to recruit qualified female technician applicants.
Recruiting efforts continued with outreach to women’s organizations and trade schools but did not yield
desired increase in applications for female technicians’ jobs.

The Authority started FY2011 with 614 service workers, 290 of which were female and needed to add 87 to
meet its goal. During the year the Authority made some progress toward achieving its goal gaining 17 female
service workers.
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Female Sub-groups (race)
The only female sub-groups that were underutilized in FY2011 were:

» White female Professionals (-11)

White female Technicians (-21)

White female Administrative Support (-17)
White female Craft Workers (-5)

White female Service Workers (-253)
Hispanic female Service Maintenance (-8)
Asian female Professionals (-2)

» Asian female Service Maintenance (-6)

Y VYV VYVYY

The Authority’s most underutilized sub-group was white females with a total underutilization of 307. A
corrective action might have been to focus on hiring white females to correct this underutilization. However
no such program was implemented.

267 of these 323 were in the Service Maintenance job category which primarily includes drivers. A corrective
action might have been to hire white, Asian and Hispanic coach operators, connector operators and coach
service attendants to create a more diverse female workforce and to achieve EEO goals. However no such
program was implemented.

ANALYSIS OF THREE-YEAR TRENDS
Total Females:

Over the three year period we hired 108 females and 182 males. On July 1, 2008 females made up 45.5% of
the Authority’s workforce. On July 1 2011 females made up 43.6% of the workforce. During that period no
significant improvement was realized in female employee underutilization. The Authority did achieve minor
improvement in the Job Classifications of Professionals, Technicians and Craft Workers. However the
underutilization of female service maintenance workers increased from 55 to 84.

Female Sub-groups:

Underutilization of females has been concentrated in the sub-categories of White, Hispanic and Asian. Total
underutilization of white females went from 294 in the beginning of the period and increased to 316 at the
end of the period. Total underutilization of Hispanic females went from 9 at the beginning of the period and
increased to 11 at the end of the period. Total underutilization of Asian females went from 11 and improved
to 9 at the end of the period. The underutilization of white females is across all of the job categories. The
underutilization of Hispanic and Asian females is limited to the Service Maintenance job category.

Assessment of the Quantitative Analysis, found in section 4.4, indicates that during this three year period
there were a total of 6,116 job applications for 290 jobs. Only 36.7% of the applications came from females
and only 4.4% came from white females. Asian females made up less than 0.2% of applications and Hispanic
females made up less than 0.3% of the total applications.

During this period there were 108 females hired which was 37% of the total hires but 4.4% of the female
applications. It is apparent that hiring has been consistent with the number of applications.

Conclusion:

An apparent barrier to meeting goals in the female sub-groups is the lack of applications from white, Hispanic
and Asian females. If we solve the female sub-group underutilization we will solve the Total female
underutilization problem. Therefore, we need to focus on obtaining more qualified job applications from
white, Hispanic and Asian females.
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CORRECTIVE ACTION PLAN

The Authority must increase efforts and programs to reach out to women’s groups, Hispanic groups and
Asian groups to increase job applications. The Authority has compiled a list of target organizations that
includes:

Organization City

Michigan Hispanic Chamber of Commerce Southfield, MI 48075

Hispanic Business Alliance of Michigan Detroit, M1 48216

L.I.LF.T. Women's Resource Center Detroit, Ml 48235

Asian Center SE Ml Southfield, MI 48075

Arab Community Center for Economic and Social Services | Dearborn, Michigan 48126

Arab Detroit Dearborn, Michigan

Chinese Association of Greater Detroit Troy, Michigan 48099

Detroit Association of Women's Clubs Detroit, Michigan 48202

Detroit Hispanic Development Corporation Detroit, Michigan 48216

Detroit India Bloomfield Hills, Michigan 48302
Islamic Center of Detroit Detroit, Michigan 48228

Japan America Society of Detroit and Windsor Detroit, Michigan 48232

Jewish Federation of Metropolitan Detroit Bloomfield Hills, Michigan 48301
JVS (Jewish Vocational Services) Downtown Detroit Detroit, Ml 48226

Korean Society - Metro Detroit Southfield, Michigan 48075
Latino Family Services, Inc. Detroit, Michigan 48216

Latino Mission of Detroit Detroit, Ml 48209
LatinoDetroit.com

Oriental Culture Association Farmington Hills, Michigan 48331
Philippine American Community Center Southfield, Michigan 48075
Turkish American Cultural Association of Michigan Farmington Hills, Michigan 48333
Women's Center of Southeast Michigan Ann Arbor, Michigan 48103
Metropolitan Organizing Strategy Enabling Strength

(MOSES) Detroit, Ml 48226

The Authority’s EEO office sent letters to all of the listed organizations indicating that opportunities exist for
employment at the Authority. Telephone follow up calls were made to each organization.

The Authority’s EEO office will continue to communicate with the listed organizations in an attempt to
increase job applications. We will also try to improve the effectiveness of the communication process.
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4.6 Wage and Salary Administration

The Authority’s Wage and Salary Compensation Plan is designed to allow for the administration of a fair and
equitable compensation system. Its goals are to:
» Match job descriptions with actual job requirements.
» Determine compensation parity between jobs of equal responsibility requiring comparable skills.
»  Prepare in-depth job descriptions covering:
- purpose and scope of job,
- Duties and responsibilities
- Supervision duties assigned
- Supervision received
- Minimum qualifications (education, experience and other sKills)
» Quantify job descriptions by a standardized process as a foundation for determining rank and compensation.

» Assure that the practices of compensation are fair and equitable and conform to SMART’s EEO Policy and any
applicable state or federal law.

The following tables describe Wage & Salary data from the job categories of Technicians and Professionals
because the Wages & Salaries in other job categories are governed by collective bargaining agreements. The
data was is from April 2012.

Technicians
FEMALES MALES
Job Class/Title Black White Total Black White Total
Ave. Salary Ave. Salary Ave. Salary Ave. Salary Ave. Salary Ave. Salary

TECHNICIANS
Central Radio Disp. S 48,454 | S 48,838 | S 48,531 | S 48,838 S 48,838
Communications Tech. S 46,654 | S 46,654
Dispatcher AM S 46,907 S 46,907
Dispatcher PM S 44,242 S 44,242 | S 38,688 S 36,688
Dispatcher inspector S 38,688 | S 33,688 | S 33,688 [ S 38,688 | S 38,688 | S 38,688
Graphics Prod. Spec. S 46,654 | S 46,654
Maint. Super. S 51,272 | S 51,272 | S 51,272
Payables Specialist S 37,378 S 37,378
Quality Assurnce Tech. S 31,970 | S 31,970
Road Maintenance Tech. S 47,091 S 47,091
Road Supervisor S 46,387 S 46,387 | S 47,029 | S 47,029 | S 47,029

AVG. SALARY S S
Without Maint. Supervisor S 44,166 | S 41,613 | S 43,265

Summary Analysis of Average Technicians Salaries:

African American Male $46,674
Total Male $46,411
White Male $46,004
Total Technicians $45,669
African American Female $45,024
Total Female $44,927
White Female $43,763
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Observations:
»  All categories of male Technicians earn less than the average Technician’s salaries.
» All categories of female Technicians earn less than the average Technician’s salary.
» Thirteen (13) Maintenance Supervisors are the highest paid Technician positions at an average of
$51,272 and are all male. Without the Maintenance Supervisors the average male salary is only
$43,265 which is less than the average female salary.

» The next highest paid position is Central Radio Dispatch were pay is equal among males and females.
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Table 10 Professional

Female Male
Job Title Avg. Salary |Avg. Salary |Avg. Salary |Avg. Salary [Avg. Salary Avg. Salary |Avg. Salary |Avg.Salary |Avg.Salary |Avg. Salary
White Black Asian Am Indian | Female Total White Black Hispanic Asian Male Total
ADA COORDINATOR $53,414 $53,414
ASSISTANT GENERAL COUNSEL $68,390 $68,390
BUDGET ANALYST $53,414 $53,414
BUS STOP AND SHELTER MAINT SUP $43,971 $43,971
CAPITAL & GENL LEDGER ACCT $50,232 $50,232
CBSP MAINT COORD AND TRAINER $58,989 $58,989
COMMUNICATIONS WRITER (PT) $39,624 $39,624
COMMUNITY OMBUDSMAN $66,602 $66,602 $65,187 $65,187
DATABASE ADMINISTRATOR $71,677 $71,677
DATABASE ADMINISTRATOR 11 $80,392 $80,392
EEO/DBE & DRUG & ALC COMP COOR $49,171 $49,171
EMPLOYEE BENEFIT SPEC $53,414 $53,414
EMPLOYMENT SPECIALIST $53,414 $53,414
ENTERPRISE ADMINISTRATOR $71,677 $71,677
FINANCIAL ANALYST $42,078 $42,078
FINANCIAL REPORTING ACCOUNTANT $42,078 $42,078
GOVERNMENTAL ACCOUNTANT $53,414 $53,414
GRANT ANALYST $42,973 $42,973
INSURANCE CLAIMS SPEC $53,414 $53,414
LABOR & EMPL REL SPEC $49,171 $49,171
MANAGER OF FINANCIAL ANALYSIS $68,390 $68,390
MARKETING & COMMUNICATION COOR $42,078 $42,078
MATERIAL CONTROL ADMINISTRATOR $65,208 $65,208
MGR FIN REPORTING AND BUDGET $72,717 $72,717
MGR OF COMP AND BENEFITS $72,717 $72,717
MGR OF CONN SERV & CENTRAL DIS $77,522 $77,522
MGR OF EMPLOYMENT & TRAINING $69,846 $69,846
MGR OF FAREBOX & SECURITY ADMI $72,717 $72,717
MGR OF FIXED ROUTE CUST INFO $72,717 $72,717
MGR OF FIXED ROUTE SCHEDULING $80,829 $80,829
MGR OF INFORMATION TECHNOLOGY $78,333 $78,333
MGR OF LABOR & EMPL RELATIONS $69,846 $69,846
MGR OF MKTG & COMMUNICATIONS $79,955 $79,955
MGR OF PROCUREMENT $80,891 $80,891
MGR OF PROJECT CONTROL $65,458 $65,458
NETWORK ANALYST $61,069 $61,069
OFFICE SUPERVISOR $49,005 $47,975 $48,318
PAYROLL SUPERVISOR $46,654 $46,654
PLANNER $42,078 $42,078
REVENUE ACCOUNTANT $53,414 $53,414
RISK MANAGER $65,187 $65,187
SCHEDULE WRITER $45,739 $45,739
SENIOR FINANCIAL ANALYST $49,171 $49,171
SR GRANT ANALYST $50,232 $50,232
SR PLANNER $53,414 $53,414 $53,414
SR PURCHASING AGENT $50,773 $50,773 $49,171 $49,171
SR SCHEDULE WRITER $53,414 $53,414
SR SYSTEMS ANALYST $56,202 $56,202
SUPT OF MAINT OAK & CMTY PROGS $86,154 $86,154
SUPT OF TRANS OAK & RD SUPV $76,710 $76,710
SUPV OF MATERIAL CONTROL $56,202 $56,202
TERMINAL MANAGER $81,598 $76,710 $79,154
TRAINING COORDINATOR $53,102 $53,102
Average Salary $56,578 $56,603 $50,482 §53,414 $55,849 $63,142 363,324 $68,390 $68,468 $63,974
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Summary Analysis of Average Professionals Salaries:

Asian Males $68,468
Hispanic Males $68,390
Total Males $63,974
African American Males $63,324
White Males $63,142
Total Professionals $60,174
African American Females $56,603
White Females $56,578
Total Females $55,849
American Indian Female $53,414
Asian Females $50,482
Observations:

»  All categories of male Professionals earn less than the average Technician’s salaries.

»  All categories of female Professionals earn less than the average Technician’s salary.

» Inthe top ten (10) paying Professional jobs seven are occupied by males and three (3) are occupied
by females.

» Professional job categories with both male and females in the same or very similar jobs:

o The female Community Ombudsmen is earning more than the two male Community
Ombudsmen.

o Terminal Managers and Superintendant of Transportation Oakland and Road Supervisors
are essentially the same job. Two are men and one is a woman. The woman and man with
the same seniority are paid the same rate. The other male has 16 year more seniority.

o The Manager of Marketing Communications, a female, is paid more than the male Manager of
Information Technology. However, the female has more seniority.

o The Manager of Employment and Training, a female, is paid more than the Manager of
Project Control, a male because the female has more seniority.

o The female Senior Purchasing Agents are paid more than the male Senior Purchasing Agents
due to their seniority.

o The Insurance Claims Specialist, a male, is paid at the same rate as the Employment
Specialist, a female.

o The Manager of Procurement, a male, and the Manager of Fixed Route Scheduling, a female
are paid the same rate.
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Conclusions:

e There is no evidence of wage discrimination against minorities in either the Professional or
Technician categories.

o The apparent disparity in wages between males and females is explained upon further investigation.
The controlling factors are seniority and the fact that seven (7) of the ten (10) highest paying jobs in
these categories are occupied by males and until they retire this factor cannot be adjusted.

4.7 Benefits

Benefit plans and programs: All SMART employees have access to health, dental and optical benefits. As
part of indoctrination, employees select one of three health plans, and have dental, and optical care. SMART
employees are enrolled into MERS ,as part of the state of Michigan governmental workers pension plan. All
plains conform to all state and federal laws and are compliant with regards to all governing EEO/AA
regulations, and are available to all employees beginning on their hire date.

Sick leave is granted to employees in accordance with the Authority’s sick leave policy for salaried (non-
represented) employees. Represented employees are granted sick leave under the terms of their respective
bargaining unit negotiated agreements.

No medical condition shall require a mandatory leave unless proper medical authorities indicate it would
have a negative impact on job performance and evaluation indicates an inability to perform the duties of the
position.

The Authority administers a fair and equitable retirement program in conformance with applicable state and
federal laws.
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5 DISSEMINATION
Internal Dissemination

This Equal Employment Opportunity/Affirmative Action Program (EEO/AA) shall be communicated to all
SMART employees. Internal policy dissemination shall take place through the following means:

» The Office of DBE/EEO Programs shall conduct meetings with department directors, managers and
supervisors on quarterly bases. These meetings shall consist of a thirty (30) minute briefing on the status
of SMART’s EEO/AA Program and any issues concerning employment practices. Each briefing shall
include a thirty (30) minute question and answer session at the end of the brief.

» Posting official EEO posters and the policy statement on bulletin boards, near the time clocks, employees’
cafeteria and snack bars, and in the employment/personnel office.

» Including the EEO policy in employee handbooks, reports, manuals, and union contracts.

» Communicate with minority and female employees via bulletin board notices and suggestion boxes to
obtain their suggestions in implementing and refining the EEO program.

» Presentation and discussion of the EEO program as part of employee orientation and in all training
programs.

» A copy of the EEO/AA Policy for each department and each union steward to be readily available to any
employee requesting to see it.

» Reference copies of the program are available in the Office of DBE/EEO Programs, as well as in the
Human Resources department.

» EEO Policy and Complaint Procedure listed on the Authority’s web-site.

» The EEO compliance Officer and Human Resources staff shall be available at all times to answer questions
of individual employees.

» The EEO compliance Officer has direct access and communication to the Chief Executive Officer/General
Manager on all aspects of the EEO/AA Program at SMART.

External Dissemination
Provide the following with a copy of the Authority’s EEO Policy;

» Employment agencies; hiring halls; unions; educational institutions; minority, handicapped, and women’s
organizations; civil rights organizations; community action groups; training organizations (e.g,
Opportunities Industrialization Centers of America, Inc.); and others who refer applicants.

» Public media sources, especially radio and television stations, newspapers, magazines, and other journals
(especially those oriented to the handicapped and minority populations). All advertisement for personnel
should include a statement that the recipient is an “EEO employer.”

» Explanatory letters shall be sent to potential recruiting sources in the community indicating that the
Authority is an Equal Opportunity Employer.

» The EEO Compliance Officer or designate and Human Resources department’s staff members shall attend
Community Career and Job Fairs.

» Contractors, sub-contractors, and vendors will be notified in writing of our Equal Employment Policy
requesting appropriate supportive action on their part.
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INTERNAL MONITORING AND REPORTING SYSTEM

EEO Compliance Officer and EE Compliance Coordinator have established an internal monitoring and
reporting system. The purpose of this reporting system is to:

>
>
>

Assess accomplishments and establish and enforce a system of accountability.
Evaluate the EEO/AA Program and to take necessary corrective action.
Identify areas in which EEO/AA goals or the implementation of affirmative steps have been
accomplished.
Provide a precise and factual date base for future projections and FTA compliance reviews.
Data will be collected on a monthly and quarterly basis for reports to be made to the General
Manager. To assess progress toward attainment of the goals of this EEO/AA Program, the following
quantitative and qualitative measures shall be made by using statistical reports.
o Number of hires.
Number of applicants offered employment for each position, by population group.
Number of applications for promotion or transfer, by population group.
Number of percent of positions filled by promotions, by population group.
Number and percent of positions filled by new employees, by population group.
Number and percent of grievances based on charges of discrimination filed and/or upheld,
by population group.
Number and percent of persons terminated.
o All data will be categorized by positions and EEO codes.

O O O O O
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6 Discrimination & Harassment Complaint Procedures

SMART must ensure that no person shall be excluded from or otherwise denied employment, prevented from
advancement or terminated based on the grounds of race, color, religion, national origin, sex, age, marital
status, sexual preference, or disability. All applicants and employees have right to register a complaint of
discrimination in employment with the Authority’s EEO Compliance Officer.

Options to file a complaint:

»  Call the complaint hotline at 248.434.6038. If after business hours, leave a message briefly describing
the nature of the complaint, phone number where the complainant can be reached and best time to
return your call. All complaints shall be followed up within (3) business days upon receipt of the
complaint.

»  File complaint on www.smartbus.org.

» Mail a detailed letter describing the nature of complaint and address with phone number where the
complainant can be reached to:

SMART

EEO Compliance Officer

535 Griswold Street, Suite 600
Detroit, M1 48226

The Authority will ensure that any employee or applicant who makes a complaint of discrimination or any
witnesses identified by the complainant will be free from restraint, intimidation, interference, coercion or
reprisal at all stages within the process. All persons named as alleged discriminating staff will be adequately
informed of the charges made against them and will be afforded the opportunity to respond to those charges.

The primary purpose of the discrimination and harassment complaint procedure is to determine whether
discrimination as defined by FTA Circular 4704.1, “Equal Employment Opportunity Program Guidelines for
Grant Recipient” has occurred and, if confirmed, appropriate action is taken to correct the situation. For
complaints other than discrimination and harassment, bargaining unit employees should follow the grievance
procedures outlined in their union contract.

A key component of this program is the right of the employee or applicant to report instances of
discrimination in the employment process. A complaint must be submitted within 180 days from time of
occurrence. After a complaint is submitted, the EEO Compliance Officer has the specific responsibility of
investigating all employee’s or applicant’s complaints of discrimination during the employment process or
while on the job. The EEO Compliance Coordinator shall be available for an informal consultation should an
employee and/or managers have any questions regarding discrimination or harassment concerns in the
workplace. Upon receipt of a complaint the EEO Compliance Officer shall assign an investigator to each
complaint.

The Investigation of Complaints

Phase I Initial investigation: is a basic gathering of the facts specified in the complaint by the investigator to
assess the nature of the complaint. The investigator shall meet with complainant to confidentially review the
allegations, clarify the issues, and obtain names of witnesses, if applicable. The investigator shall seek to
determine if a violation of the complainants Civil Right’s occurred based on race, color, religion, national
origin, sex, age, or disability. The investigator shall also establish if the complaint is strictly an EEO based
complaint that is associated with the application or employment process, or is a Title VI violation based on
the actions of an individual against the complainant.
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A Report of Findings (ROF) will be forwarded to the EEO Compliance Officer within 15 days. The EEO
Compliance Officer will have 15 days to review the information gathered by the investigator and may seek
additional information from the complainant. Based on all the information received by EEO Compliance
Officer, a decision will be made to formally investigate the complaint further, refer the case to the Authority’s
General Counsel for issues relating to title VI, or dismiss the case. The EEO Compliance Officer shall, in
writing, inform the complainant of the findings of the initial investigation and any pending action to include
case dismissal. If the complainant disagrees with the findings, they may file a complaint with the FTA’s Civil
Rights Officer.

Phase II formal Investigation: is a targeted inquiry into the original concern identified by the initial
investigation and seek additional supporting information. The investigator shall conduct interviews with
managers, supervisor and employees, and review all Authority policies and procedures that maybe associated
to the complaint. The objective of this investigation shall be to prove or disprove the allegation of
discrimination based on the information gathered from the course of the inquiry.

If claim of discrimination is validated; A Summary of Findings (SOF) and a Corrective Action Plan (CAP) will
be forwarded by the investigator to the EEO Compliance Officer within 30 days. This CAP supported by the
SOF shall outline the nature of the violation, if any, disciplinary actions, if warranted, and the CAP may amend
Authority policy, if needed, to prevent any future occurrences. EEO Compliance Officer will have 30 days to
either concur with the investigator’s SOF and CAP or recommend an alternate CAP. The EEO Compliance
Officer shall forward the investigator’s SOF and CAP with the EEO Compliance Officer’s endorsement to the
General Manager.

Resolution of Complaint

The EEO Compliance Officer may seek to resolve the issue on the lowest level through mediation with the
complainant, their department head, and Human Resources, if necessary. Should the findings, if any, show
that a violation occurred; the EEO Compliance Officer may recommend disciplinary action, if warranted. If the
complainant is represented and is not satisfied by the outcome of the mediation, he/she may also file a
grievance through their respective union. Employees unsatisfied by the outcome of mediation may file a
complaint with the U.S. Department of Transportation. A written notice can be sent directly to the U.S.
Department of Transportation Office of Civil Rights at the address below.

Department of Transportation:
U.S. Department of Transportation
Attention: Office of Civil Rights
1200 New Jersey Avenue, S.E.
Washington, D.C. 20590

The complainant will receive a written notice of findings from the Office of General Counsel upon completion
of the investigation. If the complainant disagrees with the response or decision, a written notice can be sent
directly to the U.S. Department of Transportation:

Department of Transportation:
U.S. Department of Transportation
Attention: Office of Civil Rights
1200 New Jersey Avenue, S.E.
Washington, D.C. 20590
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7 ADA Policy

SMART forbids discrimination against individuals with disabilities in all aspects of employment, including
the application process, testing, hiring, promotion, compensation, training, and benefits. In general, SMART
will provide a “reasonable accommodation” for any otherwise qualified employee or applicant with a
disability as defined above. Reasonable accommodation will allow qualified employees to perform essential
functions of a particular position. However, the nature of the position must meet the requirements of the
applicable federal law when considering such request. Should the nature of the position lawfully preclude
SMART from providing reasonable accommodation, SMART shall provide assistance in seeking an alternate
solution for the employee.

DEFINITIONS

For the purpose of this policy, the following terms shall have meanings as defined pursuant to the Americans
with Disabilities Act:

> DISABILITY
The term “disability” means, with respect to an individual who has:

(A) A physical or mental impairment that substantially limits one or more major life activities of
such individual or

(B) A record of such impairment
MAJOR LIFE ACTIVITIES

(A) In general major life activities include, but are not limited to, caring for oneself, performing
manual tasks, seeing, hearing, eating, sleeping, walking, standing, lifting, bending, speaking,
breathing, learning, reading, concentrating, thinking, communicating, and working.

(B) Major bodily functions a major life activity also includes the operation of a major bodily
function, including but not limited to, functions of the immune system, normal cell growth, digestive,
bowel, bladder, neurological, brain, respiratory, circulatory, endocrine, and reproductive functions.

REASONABLE ACCOMMODATION

Adjustments and changes an employer must make in the work schedule or work environment to meet the
needs of his employees. These changes could be made to allow a handicapped worker to perform his or her
job. Widening doorways, installing access ramps, and lowering work tables are all considered reasonable
accommodations for handicapped workers. Schedule changes that allow employees time off for religious
observances are also reasonable accommodations. Adjustments or changes are considered reasonable, if
they do not have a bad effect on work flow or production.

THE DEFINITION OF “DISABILITY” SHALL BE CONSTRUED IN ACCORDANCE WITH THE FOLLOWING:
The definition of disability shall be construed in favor of broad coverage of individuals to the maximum
extent permitted by the terms of federal law. The term “substantially limits” shall be interpreted consistently
with the findings and purposes of the ADA Amendments Act of 2008. An impairment that substantially limits
one major life activity need not limit other major life activities in order to be considered a disability. An
impairment that is episodic or in remission is a disability if it would substantially limit a major life activity
when active. The determination of whether impairment substantially limits a major life activity shall be
made without regard to the ameliorative effects of mitigating measures such as:

» Medication, medical supplies, equipment, or appliances, low-vision devices (which do not include
ordinary eyeglasses or contact lenses), prosthetics including limbs and devices, hearing aids and
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cochlear implants or other implantable hearing devices, mobility devices, or oxygen therapy
equipment and supplies, or

» Use of assistive technology;
» Reasonable accommodations or auxiliary aids or services; or
» Learned behavioral or adaptive neurological modifications.

The ameliorative effects of the mitigating measures of ordinary eyeglasses or contact lenses shall be
considered in determining whether impairment substantially limits a major life activity. The term “ordinary
eyeglasses or contact lenses” means lenses that are intended to fully correct visual acuity or eliminate
refractive error; and the term “low-vision devices” means devices that magnify, enhance, or otherwise
augment a visual image.

Auxiliary aids and services. The term “auxiliary aids and services” includes:

» Qualified interpreters or other effective methods of making aurally delivered materials available to
individuals with hearing impairments;

» Qualified readers, taped texts, or other effective methods of making visually delivered materials
available to individuals with visual impairments;

» Acquisition or modification of equipment or devices; and other similar services and actions.

ADA Reasonable Accommodations Request process

For Applicants

» SMART shall provide the follow assistance for any applicant covered to the ADA.

» Providing applications in Braille or with appropriate type.

» Provide access to an appropriate computer workstation for completing an electronic application.
» Provide personal assistance with filling out a traditional application.

During the employment process, the applicant may make a request for reasonable accommodation at
anytime.

» The applicant shall fill out a Reasonable Accommodation Request Form.

» The EEO Officer, ADA Coordinator, and the hiring manager shall determine if the request meets
qualification for reasonable accommodation and if the position is able to adapt to the individuals
disability.

» This request shall not provide the sole basis to disqualify an applicant for employment.

» Prior to the applicant receiving an offer of employment, the applicant must produce either official
documentation of disability or written notice from the applicant's physician.

» In order to qualify for reasonable accommodation, these documents must define the physical

limitations of the disability.

For Employees
At anytime during their employment at SMART, an otherwise qualified employee with a disability may seek
“reasonable accommodation” for the following:

» the employee has been recently diagnosed with a qualifying disability, or
» An existing disability has progressed to the point of