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ESTABLISHMENT OF RESPONSIBILITIES FOR IMPLEMENTATION
OF THE AAP

Commissioner of Transportation

The Commissioner of Transportation, Gerald F. Nicely, has the overall responsibility for
implementation of the Tennessee Department of Transportation’s Equal Employment
Opportunity program and the Affirmative Action Plan. The Commissioner is responsible
for ensuring that management supports and promotes high visibility of the affirmative
action program and the total integration of Equal Opportunity into all facets of personnel
management.

Designee

Cammie Davenport Woodle is the Executive Director of the Civil Rights Office. Ms.
Woodle, is the Commissioner's designee responsible for the overall development,
communication, auditing, implementation, monitoring and dissemination of the
Tennessee Department of Transportation’s policies governing Equal Employment
Opportunity and Affirmative Action. The Executive Director represents the Department
in matters related to review of the plan and enforcement of affirmative action by
assisting and ensuring that managers are responsible and accountable for the success
of the program in their areas of responsibility. The Executive Director of the Civil Rights
Office may be contacted in writing at 505 Deaderick Street, Suite 1800, Nashville, TN.
37243 or by telephone at (615) 741-3681.

Affirmative Action Director

The Affirmative Action Director, Sherree Y. Hall, reports to the Executive Director of the
Civil Rights Office and is responsible for the daily operation and management of the
Affirmative Action Plan, including the design, implementation, and monitoring of the
internal reporting system; advising the designee on a continuing basis regarding
developments in Affirmative Action and Equal Employment Opportunity law; and
investigating and resolving complaints alleging discrimination and/or harassment. The
Affirmative Action Director will ensure that the department’s policies governing
Affirmative Action and Equal Employment Opportunity are available to all employees
and to the general public. The Affirmative Action Director will inform employees during
new employee orientations, training and department meetings to increase the
awareness of managers and employees of the value of the Affirmative Action Plan.
Responsibilities also include the following:

e Coordinate outreach recruitment efforts for protected class candidates;

Monitor civil service register appointments and non-civil service register
appointments;

Investigate discrimination and harassment complaints;

Ensure employees are not disciplined in a discriminatory manner;

Provide career counseling and guidance for employees;

Monitor hiring/promotions/terminations;

Coordinate diversity initiatives/activities, including diversity training;
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e Report quarterly to the Commissioner on progress and deficiencies within each
staff, division and regional office;

e Assist in the identification of problem areas;

e Assist managers and supervisors in arriving at solutions to problems; and,

e Serves as liaison between minority organizations, women’s organizations and
community action groups concerned with employment opportunities of minorities
and women.

Managers and Supervisors

All managers and supervisors are responsible for ensuring the success of the
Department’s Affirmative Action Plan. Responsibilities of the staff, region and division
managers include but are not limited to:

e Review training, hiring, promotion, and termination patterns to monitor
achievement of region/division goals and objectives and to identify problem
areas;

e Ensure fair and unbiased interviewing and selection techniques;

e Provide career counseling to encourage upward mobility for all employees;

e Ensure that the Equal Employment Opportunity/Affirmative Action Policy
Statement is displayed throughout the facilities and that persons with disabilities
are ensured barrier free access to the statement;

e Provide reasonable accommodations for persons with disabilities;

e Monitor TDOT-sponsored activities to ensure equal opportunity participation for
all employees;

e Foster discussions on affirmative action policies and procedures among
managers and employees to ensure full implementation;

e Undertake measures designed to prevent harassment of employees;

e Attend department Workforce Diversity training;

e Resolve discrimination and sexual harassment complaints, as well as reasonable
accommodation requests;

e Conduct outreach recruitment efforts for protected class candidates; and,

e Hold their subordinate managers and supervisors responsible and accountable
for implementing the affirmative action plan.

ADA Coordinator Responsibilities

e Coordinate the Americans with Disabilities Act and Employee Safety Section
responsibilities;

e Ensure both TDOT employees and the public are safe and have equal access to
all of TDOT's programs and facilities;

e Ensure reasonable accommodations are provided when needed; and,

e Process disability discrimination complaints.
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A SURVEY OF THE LABOR MARKET AREA IN TERMS OF POPULATION
MAKEUP, SKILLS, AND, AVAILABILITY FOR EMPLOYMENT

AGENCY OVERVIEW

WORK FORCE

As of June 30, 2007, Tennessee Department of Transportation employed 4,375 persons
in its permanent work force.

o 20.6% (903) were women

e 16.1% (704) were minorities

As of June 30, 2007, Tennessee Department of Transportation employed O persons in
its seasonal work force.

As of June 30, 2007, Tennessee Department of Transportation employed 12 persons in
its temporary work force.

e 16% (2) were women

e 0% (0) were minorities

PLAN METHODOLOGY

DATA SOURCES:

0 2000 Census data was used for the availability analysis for this plan.

o Training data was obtained from Tennessee Department of Transportation
Employee Training Program records.

0 The database of employees and resultant employee count used in this plan was
obtained from the Tennessee State Employee Information System that included
permanent, temporary, and seasonal employees on the roster at the time.

0 Anticipated vacancy data was determined. A job group report was provided by
the Tennessee Department of Human Resources with the history of
appointments for the prior 2 years and anticipated vacancies.
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LABOR FORCE

The information reflected was completed using the on-line access to the 2000 Census
of Population and Employment by Ethnic Group and Gender for the State of Tennessee.

The EEO-4 job category Paraprofessional is not a part of the State and Local Job
Category Titles for the Special EEO File. The following are job categories used by
State and Local governments in reporting EEO-4 survey data.

1. Officials/Administrators

2. Professional

3. Technicians

4. Protective Service: Sworn

5. Protective Service: Non-sworn
6. Administrative Support

7. Skilled Craft

8. Service/Maintenance
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2000 Census of Population and Employment by Ethnic Group and Gender

Total Population 2,805,275 100%
White 2,278,299 81.2%
Black 406,180 14.5%
Hispanic 59,746 2.1%
American Indian 7,452 0.3%
Asian/Pacific Islander 27,454 1.0%
Some other race* 17,445 0.6%
TWO Or more races 8,159 0.3%

State of Tennessee

Total Labor Force by Occupational Categories*

Officials/Administrators 115,595 16,495 1,190 1,185 415 134,880 199,150 13,445 2,475 380 2,350 217,800 352,680
Professionals 201,780 32,505 2,360 3,670 525 240,840 168,175 14,295 2,375 555 5,225 190,625 431,465
Technicians 37,160 7,240 340 355 180 45,275 23,225 2,8/00 415 80 410 235,930 281,205
Protective Service 1,050 340 10 15 0 1,415 725 140 0 0 0 865 2,280
Para-Professional

Administrative Support 375,925 75,145 4,925 2,695 995 459,685 174,290 29,445 2,635 460 1,605 208,435 668,120
Skilled Craft 20,010 3,870 580 480 110 25,050 249,550 22,655 9,380 865 1,115 283,565 308,615
Service/Maintenance 278,360 77,805 8,780 4,210 1,115 370,270 388,475 94,335 23,395 1,620 3,905 123,255 493,525
Total 1,029,880 | 213,400 18,185 12,610 3,340 1,277,415 1,203,590 | 177,115 40,675 3,960 14,610 1,260,475 2,537,890

*The above labor market data is derived form the 2000, U.S. Census

Officials/Administrators 37.8 10.6 8.4 1.0 1.0 0.2
Professionals 55.3 14.1 10.8 1.1 2.0 0.2
Technicians 62.0 16.2 13.8 1.0 1.0 0.4
Protective Service 62.1 22.2 211 0.4 0.0 0.7
Para-Professional

Administrative Support 68.8 174 155 1.1 .06 0.2
Skilled Craft 8.0 125 8.5 3.2 0.5 0.3
Service/Maintenance 42.0 24.1 19.3 3.6 0.9 0.3

*Per the U.S. Census, the eight categories will add to more than the total population and the percentages may add to more than

100% because individuals were allowed to report more than one race. “Some other race” — the respondent identified with a race not

identified on the census.
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ANALYSIS OF THE PRESENT WORKFORCE TO IDENTIFY JOBS, DEPARTMENTS
AND UNITS WHERE MINORITIES AND FEMALES ARE UNDERUTILIZED

WORKFORCE ANALYSIS:

The purpose of conducting a “Workforce Analysis” is to determine the composition of an
employer’s current workforce in terms of affected group members as compared to non-
affected group members, both in real numbers and in percentages of the workforce.

The Equal Employment Opportunity Commission (EEOC) established job categories for
the purpose of analyzing an employer’s workforce. These categories are:
o Official Administrator
Para-Professional
Professional
Administrative Support
Technician
Skilled Craft
Protective Services
Service & Maintenance

O O0OO0O0OO00O0

Based on these categories, job groups were established consisting of jobs having
similar content, wage rates, and opportunities. TDOT established the following job
groups:
o Officials Administrators
Professionals
Technicians
Protective Services: Non-sworn
Administrative Support
Skilled Crafts
Service Maintenance

O 0000 Oo

AVAILABILITY ANALYSIS:

FHWA guidelines requires use of an Eight Factor (Multi-Factor) Analysis be conducted
for each EEOC job category. The purpose of the analysis is to determine the number of
affected group members available for employment in each job group within a specific
labor area, recruitment area or internal feeder jobs. Availability is defined as the
percentage of affected group members in the recruitment area with the skills necessary
for entry into a specific job group.
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WORKFORCE ANALYSIS

The Tennessee Department of Human Resources provides annual reports to the
Tennessee Department of Transportation that reflects its total workforce population.

Table 2 reflects all job titles listed by EEO-4 Category as well as state government

classification titles, gender, race and salary grade. The report is also categorized by
Office/Division and Work Unit.

17



Tennessee Department of Transportation

Total Work Force by Occupational Categories

Officials/Administrators 40 9 0 1 1 231 8 0 0 4 294
13.6% 3% 0 3% 3% 78.5% 2.7% 0 0 1.3%

Professionals 220 46 4 1 1 231 8 0 0 20 1016
21.6% 4.5% 4% 09.% .09% 22.7% 8% 0 0 1.9%

Technicians 145 27 1 1 2 653 87 5 1 2 924
15.7% 2.9% 11% 11% 22% 71% 9.4% 5% 11% 22%

Protective Service 1 0 0 0 51 10 1 0 0 0 63
1.5% 0 0 0 81% 15.8% 1.5% 0 0 0

Administrative Support 210 40 2 2 0 288 40 1 1 2 583
36% 6.8% .3% 3% 0 49.3% 6.8% 1% 1% .3%

Skilled Craft 22 2 0 0 553 98 2 0 1 0 678
3.2% 2% 0 0 81.5% 14.4% 2% 0 1% 0

Service/lMaintenance 89 32 0 0 0 518 171 2 2 1 815
11% 4% 0 0 0 63.5% 21% 2% 2% 1%

18




WORKFORCE AGENCY WIDE ANALYSIS

Reflects the Tennessee Department of Transportation’s total workforce population by
EEO-4 category, percentages of females and minorities.
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WORKFORCE AGENCY WIDE ANALYSIS BY DEPARTMENT

Reflects the Tennessee Department of Transportation total workforce population by
Office, Department, Division and District.

The information was provided by the Department of Transportation Information
Technology Division through the Tennessee Department of Human Resources State

Employee Information System.
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JOB GROUP NARRATIVE

Job groups will be derived from the workforce analysis (as defined previously) and will
consist of one or a group of jobs with similar content, wage rates, and opportunities as
provided in EEO-4 Report. Job titles should be assigned to those job groups coinciding
with the EEO-4 job category in which the job title is classified.

TDOT EEO-4 Job Groups

Officials/Administrators

Professionals

Technicians

Protective Service: Non-sworn

Administrative Support

Skilled Craft

Service/Maintenance

Job Group Category Definitions

Occupations requiring administrative personnel who
set broad policies, exercise overall responsibility for
execution of these policies, and direct individual
departments or special phases of an agency’s
operations or provide specialized consultation on a
Regional, District, or area basis.

Occupations which require specialized and theoretical
knowledge which is usually acquired throughout
college training or work experience and other training
which provides compatible knowledge.

Occupations requiring a combination of basic
scientific knowledge and manual skill which can be
obtained through about 2 years of post high school
education, such as is offered in many technical
institutes and junior colleges, or through equivalent
on-the-job training.

Occupations in which workers are entrusted with the
safety, security and protection from destructive forces.

Occupations in which workers are responsible for
internal and external communication, recording and
retrieval of data and/or information and other
paperwork required in an office.

Occupations in which workers perform jobs which
require special manual skill and a thorough and
comprehensive knowledge of the processes involved
in the work which is acquired throughout on-the-job
training and experience or throughout apprenticeship
or other formal training programs.

Occupations in which workers perform duties which
result in or contribute to the comfort, convenience,
hygiene, or safety of the general public or which
contribute to the up keep or care of building facilities
or grounds of public property.
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In order to compute the Eight Factor Analysis (Availability Analysis), the following
factors were considered for each of the EEO job categories:

Population (for women—those actively seeking employment),

Unemployed workers,

Civilian Labor Force,

Requisite skills — Immediate labor area,

Requisite skills — Recruitment Area,

Employees available for promotions,

Educational Institution Trainable,

Training provided within Department.

N>R~ WNE

Explanation on Factors:

e Factors 1 through 5 and 7 are considered External Factors,

e Factors 6 and 8 are considered Internal Factors,

e Factors 1, 2, and 3 involve weighting Counties for immediate labor area
availability,

e Factor 4 involves weighting Counties, State, and/or the United States for
immediate labor area availability,

e Factor 5 involves weighting Counties, State, and/or the United States by job
groups for recruitment area availability.

Raw availability statistics are collected for each factor in each job group.

All factors must be considered, but only relevant factors are given value weight (See
Avalilability Factor Computation Analysis Tables 8 and 9). The results are weighted
statistics that are then summed by affected groups in each job group.

Finally, the Calculated Availability is compared with the availability for factors 4 and 5. If
the Calculated Availability is less than these factors, the greater of the two factors will
be used in lieu of the Calculated Availability. (For example: If the Calculated Availability
for females in the Officials Administrators job group is 23.9% and the Requisite Skills in
the recruiting area factor is 36.4% the 36.4% is applied in lieu of the calculated 23.9%.)

22



EEO JOB CATEGORY TITLES AND RELATED TDOT POSITIONS

Officials/Administrators (Code 1)

Affirmative Action Director

Aircraft Chief Pilot

Assistant Commissioner 2

Audit Director 2

Aviation Manager

Biologist 4

Board Member

Budget Analyst Coordinator

Budget Analyst 2

Civil Engineering Administrator

Civil Engineering Director

Civil Engineering Manager 1, 2

Civil Rights Director

Commissioner 3

Executive Administrative Assistant 1, 2, 3
Fiscal Director 1, 2, 3

General Counsel 3

Geographic Information Systems Manager 2
Geographic Information Systems Technician Manager 2
Highway Maintenance Superintendent 2
Small Business Administration Director
Information System Director 1, 2, 3
Information System Manager 1, 2, 3
Materials Manager

Motor Vehicle Management Assistant Director
Motor Vehicle Management Director
Operations Specialists Supervisors 2
Personnel Director 4

Property Utilization Manager 3
Right-of-Way Appraiser 5

Roadway Specialist Supervisor 2

Small Business Development Director
Structural Specialist Supervisor 2

Title VI Director

Transportation Administrative Director
Transportation Administrator
Transportation Coordinator
Transportation Director

Transportation Manger 1, 2
Transportation Regional Assistant Director
Transportation Regional Director
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Professionals (Code 2)

Accountant 2, 3

Accountant/Auditor 1

Accounting Manager

Administrative Assistant 1, 2, 3
Administrative Service Assistant 1, 2, 3,4, 5
Aerial Photographer 2, 3

Affirmative Action Officers 2

Aircraft Lead Pilot

Aircraft Pilot

Archaeologist 1, 2

Archaeologist Supervisor

Attorneys 1, 2, 3, 4

Auditors 2, 3, 4

Biologist 1, 2, 3

CADD Supervisor 2

Communications Systems Analyst 2, 3, 4
Computer Operations Manager 2

Contract Compliance Officer 1, 2, 3
Database Administrator 2, 3

Distributed Programmer/Analyst 2, 3, 4
Emergency Management Area Coordinator
Environmental Coordinator

Environmental Specialist 4, 6

Geographic Information System Analyst 1, 2, 3
Geographic Information System Manager 1
Geologist 1, 2, 3

Graduate Transportation Associate

Grants Analysts 2, 3

Grants Program Manager

Historical Preservation Specialist 1, 2, 3
Historical Preservation Specialist Supervisor
Horticulturist

Information Officer

Information Representative

Information Resource Support Specialist 2, 3, 4,5
Information Systems Analyst 2, 3, 4
Information Systems Consultant
Landscape Architect

Librarian 1, 2

Materials Associate 1, 2

Network Technical Specialist 3

Operations Specialists 2, 3

Operations Specialists Supervisor 1
Personnel Analyst 2, 3, 4

Personnel Manager 1, 2

Personnel Transaction Supervisor

Program Monitor 2
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Railroad Safety Inspector
Railroad Safety Specialist 3
Right-of-Way Agents 3, 4
Right-of-Way Appraisers
Roadway Specialist 2, 3
Roadway Specialist Supervisor 1
Structures Specialist 2, 3
Structures Specialist Supervisor 1
Systems Programmer 2

Training Officer 1, 2

Training Specialist 2
Transportation Investigator
Transportation Investigation Manager
Transportation Planner 1, 2, 3, 4
Transportation Safety Manager
Transportation Specialist 1, 2
Website Developer 1, 2

Technicians (Code 3)

Aerial Photographer/Laboratory Technician 1, 2

Aerial Photographer/Laboratory Technician Supervisor
CADD Supervisor 1

CADD Technician 1, 2, 3, 4

Drafter 2

Drafter Supervisor 1

Drafting Technician

Electronics Technician 2

Geographic Information Systems Technician 1, 2
Geographic Information Systems Technician Manager 1
Geographic Information Systems Technician Supervisor 1, 2
Materials Assistant 3, 4

Photogrammetrist 1, 2, 2

Photogrammetrist Supervisor 1, 2

Radio Communications Technician 1, 2, 3

Radio Communications Technician Supervisor 1, 2
Radio Systems Analyst

Transportation Aide 2

Transportation Assistant 2

Traffic Technician 1, 2

Traffic Technician Supervisor

Transportation Management Center Operators
Transportation Management Center Supervisor 1
Transportation Surveys Supervisor 1, 2

Transportation Technician 1, 2, 3
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Protective Service: Non-Sworn (Code 5)

Highway Response Operator 1, 2
Highway Response Supervisor 1, 2

Administrative Support (Code 6)

Account Clerk

Accounting Technician 1, 2
Administrative Secretary

Clerk 1, 2,3

Communications Dispatcher 1, 2
Computer Operations Supervisor

Data Processing Operator 1, 2, 3

Data Processing Operations Supervisor
Distributed Computer Operator 3

Fleet Maintenance Assistant 1, 2
Highway Maintenance Assistant County Supervisor
Highway Maintenance County Supervisor
Highway Maintenance Floating Crew Supervisor 1, 2
Highway Maintenance Superintendent 1
Information Systems Assistant

Legal Assistant

Personnel Technician 1, 2, 3

Procurement Officer 1, 2

Secretary

Storekeeper 1, 2

Stores Clerk

Telephone Operator

Transportation Aide 1

Word Processing Operator 1

Skilled Craft (Code 7)

Aircraft Mechanic 1, 2

Automotive Master Mechanic
Building Maintenance Worker 1, 2, 3
Equipment Maintenance Supervisor 1, 2
Equipment Mechanic 1, 2

Highway Maintenance Worker 2, 3
Maintenance Carpenter 1, 2
Maintenance Electrician 1

Offset Press Operator 1, 2

Printing Services Superintendent
Printing Services Supervisor 2
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Service/Maintenance (Code 8)

Custodial Worker 1, 2

Custodial Worker Supervisor 1
Equipment Service Worker
Facilities Manager 2, 3
Highway Maintenance Worker 1
Materials Assistant 1, 2
Transportation Assistant 1
Vehicle Operator
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JOB GROUP ANALYSIS

All job classifications have been listed by EEO-4 category with gender and race
identified. Currently, state employment applications allow for the following six (6) racial
origin designations:

White;

Black;

Hispanic;

Asian;

American Indian or Alaskan Native; and
Other

Therefore the data collected from employment applications by the Tennessee
Department of Human Resources is restricted to these racial origins. Each individual
applicant/employee has the discretion to select the racial origin or their choice.
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AVAILABILITY FACTOR
COMPUTATION ANALYSIS
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EEO-4 REPORT

EEOC FORM 164, STATE AND LOCAL GOVERNMENT INFORMATION

The TDOT Information Technology Division provided the data for the EEO-4 Report
based upon input from the State Employee Information System through the Department
of Human Resources. The report provides a detailed total population of employees by
annual salary, total number in category, race and gender.
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STATE OF TENNESSEE
DEPARTMENT OF TRANSPORTATION
Civil Rights Office
Suite 1800, James K. Polk Building
505 Dreaderick Street, Nashwilie, Tennessee 37243
Telephone No. 6135-741-3681, Fax No. 615-741-3169

July 10, 2607

Mr., Bobby Blackmon, Dhvision Administeator
Tennessee Divigion Gffice

Federal Highway Adminisiration

640 Grassmere Park, Suite 112

Mashville, TN 37211

Dear. Mr. Blackmon:

Eaclosed, please find the 2007 Employment Data EEQ-4 Report which reflects TDOT s
employment data as of June 30, 2007,

Should yon have questions or need additional information, please feel free to contact
THOT s Affirmative Action Director, Sherree Y. Hall, at 615-741-39%6.

Sincerely,

Cammie Davenport Woodlel

CDW/ia
Enclosure
Co; Ryan bwindell

Sherree Hall
Ken Beeker
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EoiAL FMPLOYMENT GPPORTUNITY COMMISSION APPROVED BY

i

STATE AND LOCAL GOVERNMENT INFORMATION (EEO-4) 603
EXCLUDE SCHOOL S8YSTEMS AND EDUCATIONAL INSTITUTIONS EXPRES

Read unached insertions paor o complaing this loray)

IR

DO NOT ALTER INFORMATION PRINTED {N THIS BOX

STATE OF TENNESBEE
AFFIRMATIVE ACTION DIRECTOR
505 DEADERICK 8TREET
MASHYILLE, TM 37243

A TYPE GF GUVYERNMENT (Chock one box anly)

!E I, State D 2 County [:l 3 City B 4, Township {:} 3. Speaial Dhstrict

D o, Other (Specity)

ie 8. IDEMTIFCATION

1, MAME OF POLITICAL JURISDICTICN (if same as labal, skip t om )

I, Address--MNumber and Sirect CTEYTOWN COUNTY STATE/ZP SO0 USE
Ny
29
N e
. FLUNCTION

{Uheck ong bos to mdicate the fumction(s) for which this form i being submitted. Data should be repoeted for sl
departroerts and agenaies in your government eovered by the funetion{s) indicated. 1F you cannot supply the data for
every ageney within the function{s) attach a st showine name and address of agencles whose data are not ineluded.)

1. Financial adininistration. Tax billing and
collection, budgeting, purchasing, centeat
accounting and similar financial administration
carried on by a reasurer's, auditor's or

8. HEALTH. Provision of nublic heaith
servicas, out-patient cinics, visiting nurses,
food and sanitary inspections, mertat health,
aleohol rehabilitation service, stc

comptroller's office and

GENERAL CONTROL. Dulies usually performed
by boards of supervisors of commissionars,
centrat administration offices and agancies,
central personnel or planning agencies, ali
judicial affices and smployses (judges,
magistrates, baliffs, st}

9. HOUSING. Code enforcement, low rent
fubiic housing. falr housing ordinance
enforcement, housing for elderly, housing
renabilitation, rent controf,

2. STREETS AND FIGHWAY S, Maintenancs,
i repair, construction and administration of streets,
alleys, stdewaiks, roacds highwavs and bridges.

10, COMMUNITY DEVELOPMENT. Manning,
roning, iand development, open spage,
beautification, preservation,

3. PUBLIC WELFARE. Maintenance of hoines
and other instiutions for the needy;
administration of public assistance. (haspitais
and sanatoriurns should be repovted as item 7.}

11, CORRECTIONS, Jails, reformatories,
detention hames, halbway houses, prisons,
parole and probation activities

4. POLIGE PROTECTON. Duties of 2 police
departmant shariffs, constable’s, coroner's office ]
sl ncluding tachnical and clerical employees
engagad in police activities,

12, UTILITHES AND TRANSPORTATION,
inciudes water supply, gleckic power, transit,
a5, axports, water ransportation and
terminals.

4. FIRE PROTECTION Buties of the uniforme
fire forge and clerical employees. (repot an
forgst flre prolection activilies as tkem 6.)

13, SANITATION AND SEWAGE, Street
cleaning, garbage and refuse collection and
disposal. Provision, mainienance and
cperation of sanitary and storm sewer
syslems and sewage dispossl plants.

6. NATURAL RESGURCES. Agricuiture, forestry,
forast fire protection, rigation drainags, flood
control, ete., and parks and recreation. Provision,
maintenance and operation of parks,
playgrounds, swimming pools, suditoriums
MUSELITES, MAnnas, xo0s sto,

14, EMPLOYMENT SECURITY STATE
GOVERMMENTS ONLY

7, HOSPITALS AND SANATGRIUMS, Operation
and Matntenance of institutions for in patisnis
medical care.

15, Other (specy on page four)

EECE FORM 164 FEB 87 (Fravious Bditions are
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w1 Mational Crima infoemation Canter (INGIC) mambes

REMARKS: (L
E ried i any Grminat Jusics Agencies whose data
are inciuded in this report)

FLIST AGENCIES INCLUDED ON THIS FORM™

CERTIFICATION. |oertify thal the information given in this rapost i comest and trua 1 the Best of my knowisdge and was reported in accordance with accompanying
instructions. (Williuiy false statements an this report are punishatle by law US Gods, Titke 14, Section 1001}

MAME OF PERSON TO CONTACT REGARDRING THIS FORM

Sherree Y. Hall

THELE

Affirmative Action Director

ADDRESE [Mumber and Sireet, Gity, State, 2ip Gode)

505 Deaderick Street, Suite 1800
Nashville, TN 37243

TELEPHONE NUMBER
(615) 741-3581

Cxtenston:

Fax MNumber

(615) 532-3353

OFFISIAL

E-Madl

Date July 10, 2007 FYPED NAMETITLE CF AUTHORIZED

Cammis Davenport Woodle
Cammig.davenpartwoodle@state tn.us | Executive Direclor

SIGNATURE

EEQC FORM 184, FEB 97 {Pravious Editions Oheolzig)
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UTILIZATION ANALYSIS

The purpose of the Utilization Analysis is to determine whether or not affected group
members are equitably represented in the workforce. The extent that affected group
members are utilized is a function of comparing “What Is” (TDOT’s workforce analysis)
with “What Should Be” (the external labor force and internal availability). If TDOT's
workforce is below the availability, then goals were set to reach parity in each job group
for each affected group that is underutilized.

The workforce versus availability comparison is made using percentages for both state
and federal reporting purposes.

(Workforce, Availability and Utilization Data Analysis
available upon request from the Civil Rights Office)
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SETTING GOALS

TO INCLUDE SPECIFIC, MEASURABLE, ATTAINABLE HIRING AND PROMOTION
GOALS, WITH TARGET DATE, IN EACH AREA OF UNDERUTILIZATION

Goals are defined as, “the results towards which efforts are directed.” Goals are flexible
targets for hiring and promoting affected group members in job groups where
underutilization exists in an attempt to reach parity. TDOT'’s affirmative action goals are
set by:

1. Determining the anticipated vacancies by job group for each year of the plan
period at the local level. The attrition rate by job groups was not available.
However, the expectation is that the anticipated vacancies method allows for
consideration of statewide and local constraints and therefore provides more
accurate goal projections.

2. To calculate the actual hiring opportunities:

1. Look at the positions by job group classifications.

2. Using the 2-year report provided by the Tennessee Department of
Personnel, determine how many people were hired in that classification
during the past two years. Then review the Job Reconciliation to obtain
vacant positions. Add in the number of current vacant positions in the
classification to the number of hires in the past two years. Divide the total
of the hires and vacant positions by two to determine the average number
of hires per year. This number is the basis for the actual hiring
opportunities (AHO’s). The actual goal cannot exceed the AHO except
when the AHO is zero (0)...then set 1.

3. Assigning goals to those affected groups that are underutilized in the various job
groups. TDOT does not attempt to attain parity during this plan period for those
job groups where the lack of anticipated vacancies does not allow for a
reasonable percentage of attempted affirmative action hires to non-affirmative
action hires. For example, if underutilization results in a need for 110 affirmative
action hires and the anticipated vacancies for that job group are only 110, The
Department will consider a more reasonable goal percentage. In this example,
the Department will set what it considers to be a good faith effort affirmative
action goal.

(See Established Goals to Address Utilization)
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Established Goals to
Address Utilization
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ESTABLISHED GOALS TO ADDRESS UNDERUTILIZATION
401 COMMISSIONER’S OFFICE

EEOC JOB CATEGORY: OFFICIALS/ADMINISTRATORS

Job Group  Job Group Description Goal

10101 Commissioner’s Office
EEOC JOB CATEGORY: PROFESSIONAL

20101 Commissioner’s Office: AAO2/Attorney 3/Other 2 Females
EEOC JOB CATEGORY: ADMINISTRATIVE SUPPORT

60101 Commissioner’s Office: Sec/Admin Sec/Legal Asst/Others 2 Females
EEOC JOB CATEGORY: SKILLED CRAFT

70101 Commissioner’s Office: Arcrft Mch 1 Female/1 Black
EEOC JOB CATEGORY: SERVICE MAINTENANCE

0101 Commissioner’s Office: Cust WKr/Eq S Wkr 1 Hispanic
8 402 CHIEF OF ADMINISTRATION
EEOC JOB CATEGORY: OFFICIALS/ADMINISTRATORS

Job Group  Job Group Description Goal

102_01 Administration: Fiscal Dir/Exec A Ast 3 Females

102_02 Administration: Info Sy Dr 2 Females
EEOC JOB CATEGORY: PROFESSIONAL

20201 Administration: ASA3s/Acctnts/Per Ana/Other 1 Female

202_02 Administration: In Res Sp 3,4/Dst Prg An 3,4
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EEOC JOB CATEGORY: TECHNICIANS
302_01 Administration;: Rad Comm T/Others 1 Female/1 Black

EEOC JOB CATEGORY: ADMINISTRATIVE SUPPORT
602_01 Administration: Clerk/Sec/Admin Sec/Acct Clerk/Others

EEOC JOB CATEGORY: SKILLED CRAFT
70201 Administration: Off Prs Ops/Print S Svs/Others 1 Female
403 CHIEF OF ENGINEERING

EEOC JOB CATEGORY: OFFICIALS/ADMINISTRATORS

Job Group Job Group Description Goal

103.01 Engineering: Road Sp & Str Sp Svs/Civ Eng Mg

108—02 Engineering: Trns Mgr 1,2/Trns Dir
EEOC JOB CATEGORY: PROFESSIONAL

20301 Engineering: Trns Planrs/Specs/CADD Spvs

203.02 Engineering: Road Sps & Svs/Str Sps/Opns Sps/Matrls Asos

203_03 Engineering: Right of Way 1 Female/2 Blacks

208—04 Engineering: Geologists/Landscape/Other

203_05 Engineering: Administrative Service 1 Female/1 Black
EEOC JOB CATEGORY: TECHNICIANS

303_01 Eng!neer!ng: Trns Asst/CADD Tech/Others

303—02 Engineering: Trns Tech/Matrls Ast 1 Female/1 Black
EEOC JOB CATEGORY: ADMINISTRATIVE SUPPORT

603_01 Engineering: Secretary/Admin Secretary

603.02 Engineering: Clerks/Account Clerks 2 Females/1 Black
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EEOC JOB CATEGORY: SERVICE MAINTENANCE
803_01 Engineering: Cust Wkr/Trns Asst 1/ Matrls Ast 2

405 CHIEF OF ENVIRONMENT & PLANNING

EEOC JOB CATEGORY: OFFICIALS/ADMINISTRATORS
Job Group Job Group Description

10501 Environment & Planning: Trns Mgr 1,2/Trns Dir
EEOC JOB CATEGORY: PROFESSIONAL
20501 Environ & Plan: Trns Planner and Specs
205_02 Environ & Plan: Road Specialists
_ 03 Environ & Plan: RR Saf/Biologists/Arch/Others
04 Environ & Plan: Administration

Bg%OC JOB CATEGORY: TECHNICIANS

205 305_01 Environ & Plan: Trns Aide/Trns Sr Sv/Traf Tech
305.02 Environ & Plan: CADD Tech
305_03 Environ & Plan: GIS
EEOC JOB CATEGORY: ADMINISTRATIVE SUPPORT
605_01 Environ & Plan: Clerk/Sec/Admin Sec/Acct Clerk/Others
REGION 1

EEOC JOB CATEGORY: OFFICIALS/ADMINISTRATORS
Job Group  Job Group Description
141 01 Region 1: Trns Reg Dirs/Supt 2s/Opns Sp Sv 2s
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1 Black/1 Hispanic

Goal

3 Females

2 Blacks

1 Female/1 Black
1 Female
1 Female

1 Female

Goal
2 Females/1 Black



EEOC JOB CATEGORY: PROFESSIONAL
24101 Region 1: Opns Sp/Matrls Aso

EEOC JOB CATEGORY: TECHNICIANS

3 4101 Region 1: Trns Tech 1&3/Trns Asst 2/Mtrls Asst 3&4
EEOC JOB CATEGORY: PROTECTIVE SERVICES NON SWORN

5 4101 Region 1: Hwy Resp Op & Sp
EEOC JOB CATEGORY: ADMINISTRATIVE SUPPORT

6 4101 Region 1: Hwy M Supt & Sv

6 4102 Region 1: Clerks/Secretary/Storekeeper/Others
EEOC JOB CATEGORY: SKILLED CRAFT

7 4101 Region 1: Egq Mechs/Hwy M Wkr 2/Others
EEOC JOB CATEGORY: SERVICE MAINTENANCE

8 4101 Region 1: Hwy M Wkr 1/TA 1/Grd Wkr 2/Others

REGION 2

EEOC JOB CATEGORY: OFFICIALS/ADMINISTRATORS
Job Group Job Group Description
14201 Region 2: Trns Reg Dirs/Supt 2s/Opns Sp Sv 2s

EEOC JOB CATEGORY: PROFESSIONAL
24201 Region 2: Opns Sp/Matrls Aso

EEOC JOB CATEGORY: TECHNICIANS
3 4201 Region 2: Trns Tech 1&3/Trns Asst 2/Mtrls Asst 3&4
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1 Female/1 Black

2 Females/1 Black

Goal
1 Female/1 Black



EEOC JOB CATEGORY: PROTECTIVE SERVICES NON SWORN
542_01 Region 2: Hwy Resp Op & Sp

EEOC JOB CATEGORY: ADMINISTRATIVE SUPPORT

642—01 Region 2: Hwy M Supt & Sv
642 02 Region 2: Clerks/Secretary/Storekeeper/Others
EEOC JOB CATEGORY: SKILLED CRAFT
74201 Region 2: Eq Mechs/Hwy M Wkr 2/Others
EEOC JOB CATEGORY: SERVICE MAINTENANCE
8 42_01 Region 2: Hwy M Wkr 1/TA 1/Grd Wkr 2/Others
REGION 3

EEOC JOB CATEGORY: OFFICIALS/ADMINISTRATORS
Job Group Job Group Description

14301 Region 3: Trns Reg Dirs/Supt 2s/Opns Sp Sv 2s
EEOC JOB CATEGORY: PROFESSIONAL
24301 Region 3: Opns Sp/Matrls Aso
EEOC JOB CATEGORY: TECHNICIANS
3 43_01 Region 3: Trns Tech 1&3/Trns Asst 2/Mtrls Asst 3&4
EEOC JOB CATEGORY: PROTECTIVE SERVICES NON SWORN
543—01 Region 3: Hwy Resp Op & Sp
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2 Females/2 Blacks

4 Blacks

6 Blacks

Goal
2 Females

2 Females



EEOC JOB CATEGORY: ADMINISTRATIVE SUPPORT

643—01 Region 3: Hwy M Supt & Sv

6 43_02 Region 3: Clerks/Secretary/Storekeeper/Others
EEOC JOB CATEGORY: SKILLED CRAFT

74301 Region 3: Eq Mechs/Hwy M Wkr 2/Others
EEOC JOB CATEGORY: SERVICE MAINTENANCE

8 43_01 Region 3: Hwy M Wkr 1/TA 1/Grd Wkr 2/Others

REGION 4

EEOC JOB CATEGORY: OFFICIALS/ADMINISTRATORS
Job Group Job Group Description
144 01 Region 4: Trns Reg Dirs/Supt 2s/Opns Sp Sv 2s

EEOC JOB CATEGORY: PROFESSIONAL
24401 Region 4: Opns Sp/Matrls Aso

EEOC JOB CATEGORY: TECHNICIANS

34 4_01 Region 4: Trns Tech 1&3/Trns Asst 2/Mtrls Asst 3&4
EEOC JOB CATEGORY: PROTECTIVE SERVICES NON SWORN
544—01 Region 4: Hwy Resp Op & Sp
EEOC JOB CATEGORY: ADMINISTRATIVE SUPPORT
644—01 Region 4: Hwy M Supt & Sv
64 14_02 Region 4: Clerks/Secretary/Storekeeper/Others

EEOC JOB CATEGORY: SKILLED CRAFT
744 01 Region 4: Egq Mechs/Hwy M Wkr 2/Others
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2 Females
2 Blacks

4 Blacks/2 Hispanics

4 Hispanics

Goal
1 Female/1Black/10ther

1 Female/1 Hispanic

2 Females
2 Blacks



EEOC JOB CATEGORY: SERVICE MAINTENANCE
8 4401 Region 4: Hwy M Wkr 1/TA 1/Grd Wkr 2/Others
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EEO DISCRIMINATION COMPLAINTS

TDOT has developed and implemented a procedure whereby employees and applicants
may process allegations of discrimination to the Affirmative Action Office without fear of
reprisal. Any person who believes that he or she, individually, or as a member of any
specific class of persons, has been subjected to discrimination on the basis of race,
color, religion, sex, national origin, age or disability may file a written complaint. If a
complaint is not resolved in-house, then the person complaining may file with the
Tennessee Human Rights Commission, Equal Employment Opportunity Commission or
the Secretary of Transportation through the Federal Highway Administration. TDOT’s
EEO Policy can be found in the Policies and Procedures section of this plan.

The Tennessee Department of Personnel (DOP) has an established grievance
procedure. It is the Policy of the DOP that every employee be given the opportunity
through established steps and procedures to resolve complaints of grievances
concerning matters which they believe adversely affect their employment or working
conditions. Also, under the grievance procedure, every effort shall be made to settle
complaints or grievances early in the grievance procedure.
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COMPLAINT FLOWCHART

SPEAK TO IMMEDIATE
SUPERVISOR FILE INFORMAL SPEAK WITH CIVIL e e e
OR COMPLAINT WITH THE RIGHTS OFFICE EEQ COMMISSION O EUAL
TDOT EMPLOYEE /| TDOTCWNILRIGHTS [\ 17| AFFIRMATNEACTION [w
EMPLOYMENT OPPORTUNITY
RELATIONS OFFICE OFFICER JuShititcy
REPRESENTATIVE

INFORMAL COMPLAINT

EECICOURSELING WITH AA OFFICER

RESOLVE
WITH
ASSISTANCE

INFORMAL INVESTIGATION BY
RESOLUTION AA OFFICER

RECOMMENDATIONS

RESOLVE
WITH
RECOMMENDATIONS
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POLICIES AND
PROCEDURES
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TDOT Policy Number: 105-01
DEPARTMENTAL POLICY Effective Date:

State of Tennessee October 24, 2005
Department of Transportation

Approved By: _ n Supersedes:  Sept. 26, 2005
)l T ke .

SUBJECT: Equal Employment Opportunity

RESPONSIBLE OFFICE: Civil Rights Office

AUTHORITY: TCA 4-3-2303. Department of Personnel’s policy concerning “Investigations of
Allegations of Illegal and Discrimination and Harassment”, dated August 12, 2005. If any portion of this
policy conflicts with applicable state or federal laws or regulations, that portion shall be considered void.
The remainder of this policy shall not be affected thereby and shall remain in full force and effect.

PURPOSE: The purpose of this policy is to establish the Department’s Equal Employment Opportunity
(EEO) Policy.

APPLICATION: All employees of the Tennessee Department of Transportation.
DEFINITIONS: none.

POLICY: It is the policy of the Tennessee Department of Transportation to prohibit discrimination on
the basis of race, color, religion, national origin, sex, age (over 40), disability or political affiliation. This
policy applies to hiring, job training, promotion, discharge and other aspects of employment e.g.,
classification/compensation, benefits, educational, social and recreational programs.

Retaliation against employees or applicants for employment who question a policy, file a complaint of
discrimination, participate in an investigation, or oppose an unlawful employment practice is prohibited.
Retaliation is any overt or covert acts of reprisal, interference, restraint, penalty, discrimination,
intimidation or harassment against an individual or individuals exercising rights under this policy.

PROCEDURE: The Tennessee Department of Transportation hereby adopts the compliant procedure
process issued by the Tennessee Department of Personnel including form PR-0411 “Intake/Referral and
Investigative Memorandum process”, copy attached, which from time to time may be revised by the
Department of Personnel.

HOW TO REPORT DISCRIMINATION AND/OR HARASSMENT INCIDENTS
If an employee, applicant for employment, or third party believes he/she has been subjected to conduct
that violates this policy, he/she must report those incidents as soon as possible after the event occurs.

Employees and applicants for employment may file a complaint with:
Affirmative Action Director

Tennessee Department of Transportation

Civil Rights Division

Suite 1800, James K. Polk Building

Nashville, Tennessee 37243

Telephone: (615) 741-5996 or 741-3681 Toll Free 1 (888) 370-3647

Page 1 of 9
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Policy Number: 105-01

Effective Date: Oct. 24, 2005

Employees and applicants for employment may report a complaint with the department’s Office of Civil
Rights, Human Resource Director, department head or designee, division director, or their supervisor(s).
Note: Supervisory personnel who receive a complaint alleging discrimination and/or harassment or learn
by any means of conduct that may violate this policy must immediately report any such event to the
department’s Affirmative Action Director. The TDOT employee to whom the complaint is reported is to
complete the “Intake/Referral” form, which is to be presented to the department’s Affirmative Action
Director. For technical assistant in completing this form, the supervisor may contact TDOT’s Office of
Civil Rights as well as the department’s Office of Human Resources” Employee Relations staff.

Under no circumstances is the individual alleging discrimination and/or harassment required to file a
complaint with the alleged harasser. If an employee or applicant believes he/she cannot file a complaint
within his/her agency, that person should contact the Department of Personnel, EO/AA Division or
Employee Relations Division (615-741-2958).

Individuals who wish to file a complaint are encouraged to submit the complaint in writing and to include
a description of the incident(s) as well as the dates(s), time(s), place(s) and any witnesses.

If a complaint involves an assistant commissioner, deputy commissioner, or the commissioner, an
employee or applicant for employment may file the complaint directly with the Department of Personnel,
EO/AA Division.

HOW TO REPORT RETALIATION INCIDENTS

In an employee, applicant for employment or third party believes he/she has been subjected to retaliation
for engaging in protected conduct under this policy, he/she must report incidents as soon as possible after
the event occurs.

Any employee, applicant for employment, or third party who makes complaints of discrimination or
provides information related to such complaints will be protected against retaliation. If retaliation occurs,
the employee, applicant for employment, or third party should report the retaliation in the same manner as
he/she would report a workplace harassment complaint.

HOW COMPLAINTS ARE INVESTIGATED AND RESOLVED

The Affirmative Action Officer in the TDOT Office of Civil Rights will conduct a thorough and neutral
investigation of all reported complaints of workplace discrimination, harassment and/or retaliation as
soon as practicable. Generally, an investigation will include an interview with the complainant to
determine if the conduct in issue violates this policy. If the department determines that the conduct falls
within the terms of this policy, the department will interview the alleged offender and any other witnesses
who have direct knowledge of the circumstances of the allegations.

The department retains the sole discretion to determine whether a violation of this policy has occurred and
to determine what level, if any, of disciplinary action is warranted.

If a complaint involves an assistant commissioner, deputy commissioner, or the commissioner, the
Department of Personnel, EEO/AA Division will investigate the complaint on behalf of the department
and report the results to the appropriate agency or authority.

HOW CONFIDENTIALITY IS TREATED
To the extent permitted by law, the State will try to maintain the confidentiality of each party involved in

disability discrimination and/or harassment investigation, complaint or charge, provided it does not
interfere with the department’s ability to investigate the allegations or to take corrective action. However,
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