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C. Analysis of EEO Groups by Grade

An analysis was also made of the representation of various EEO group members by grade in the
Agency.

The following tables and exhibits clearly indicate an underrepresentation of women in key Agency
jobs when the percentage of women in the various groups and grades is compared to the
percentage of women in the Agency work force (see table 1). The most significant imbalance
between overall percentage in the Agency work force and percentage in upper-level positions
occurs in White and Black females. Hispanic females are still conspicuously absent from grades
GS-14 through Senior Executive Series (SES). The overall trend from FY87 to FY95 shows
improvement in all minority groups and women.

Exhibit II-£ is a chart showing the number of FHWA employees from FY87 to FY95. Exhibit II-6
shows the distribution by grade of minorities in FY87, and exhibit II-7 shows the distribution by
grade of minorities in FY95.
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TABLE 1.—EEO groups by grade

FY87 “ FY95

White: Male Female Male Female
Grade No. %Total No. |%Total No{ %Total | No. 'I%Tota!
SES 52 90 3 5 39 70 9 16
GS-15 146 91 6 4 82 18 9
GS-14 267 87 15 5 Il 240 73 35 11
GS-13 637 83 41 5 606 71 111 13
RO L | et ™
GS-13-SES 1102 85 65 5 1045 73 173 12
GS-9-12 789 71 127 11 839 61 298 22
GS-1-8 306 29 453 44 117 16 395 54
Percent ;_; Aén W;rk Force:_ " - L -g_~ | 24
Black: Male Female < Male Femaie___
| Grade | No.. [%Total | No. |%Total | No. |%Total | No. [%Total
SES 2 3 0 0 5 9 1 2
GS-15 4 3 0 0 E 7 4 3 2
GS-14 11 4 3 1 17 5 5 2
GS-13 _2_2 3 8 1 31 4 31___ 4
GS-13-SES 39 3 11 1 60 4 40 3
GS-9-12 51 5 44 4 62 4 74 5
GS-1-8 42 4 177 17 19 3 145 20
Per;—nt— of Ag:l;cy Work Force ~ T ‘ 4 ’ l I_- 7
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TABLE 1.—EEO groups by grade—Continued

|

~ FYST FY95
Hispanie: 7 Male = Female E Male Female
[ Grade l No. I%Totat !_'Nm %Total || No. |%Total | No. |%Total
SES 0 0 1 2 1 2 0 0
GS-15 4 3 0 0 5 3 0 0
GS-14 7 2 0 0 13 4 0 0
GS-13 22 3 1 0 28 3 5 1
GS-13-SES 33 3 2 0 47 T 3 N 5 0
GS-9-12 48 4 3 0 43 3 7 1
GS-1-8 20 “ 2 20 2 10 1 17 2
[Percent of Agency WorkForee o pege
| Femse | wae | Fema
Grade No. No. |%Total . No. |%Total ! No. | %Total
SES 0 0 0 0 1 2 0 —__0
GS-15 0 0 0 0 3 2 0 0
GS-14 2 0 0 0 13 4 2 1
“G§-13 29 4 z 0 27 3 ) 9 1
; | | |
GS-13-SES 31 2 2 0 44 3 11 1
GS-9-12 36 3 5 1 36 3 15 1
GS-1-8 6 1 7 1 8 1 11 1
Pemn;gAgency Wﬁkoﬁﬂ:ﬁ,— . l 2 _L 1
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TABLE 1.—EEO groups by grade—Continued

Amgﬁcan Indian: | Male .. Female | Male ,

Grade | No. |%Total | No. [%Total |No. [%Total | No. |%Tota
SES 0 0 0 0 0 0 0 0
GS-15 0 0 0 0 0 0 0 0
GS-14 3 1 0 0 3 1 0 0
GS-13 5 1 0 0 3 '[ 0 2 0 |

L

GS-13-SES 8 1 0 0 6 0 2 0

GS-9-12 4 0 3 0 5 0 3 0
GS-1-8 3 0 5 1 3 0 9 1

Percent of Agency Work Force l 0 ] ! 1
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D. Analysis of Employment Trends by EEO Groups

A trend analysis of the women and minority grade structure since FY87 was carried out using the
data in exhibits IT1-6 and II-7 and the previous tables. This section describes the trends that were
observed.

White Female: There was an increase in the percentage of White females in all grades. In grades
GS-9 through GS-15, the percentage of females has more than doubled since 1987. The
percentage of White females in the SES has tripled from 5 percent in 1987 to 16 percent in 1995.
The percentage of White females in the GS-1 through GS-8 grades is still much larger than the
percentage of White females in the Agency’s labor force. Fifty-four percent of the Agency’s
GS-1 through GS-8 employees are White females, while only 24 percent of the Agency’s total
labor force are White females. The percentage of White females in GS-9 through the SES grades
is still lower than the percentage of White females in the Agency’s labor force.

Black Male/Female: The percentage of Black males in the GS-13 through SES grades has
increased. The percentage of Black males in grades GS-9 through SES is equal to or greater than
the percentage of Black males in the Agency labor force. The percentage of Black females
increased in all grades. Twenty percent of the Agency’s GS-1 through GS-8 employees are Black
females, as compared to 7 percent of its total labor force. The percentage of Black females in the
GS-9 through GS-12 and GS-13 through SES grades is still lower than the percentage of Black
females in the Agency’s labor force.

Hispanic Male/Female: The percentage of Hispanic males in the GS-13 and 14 grades has
increased. The percentage of Hispanic males in the SES is slightly lower than the percentage of
Hispanic males in the Agency’s labor force. The percentage of Hispanic females in the GS-9
through GS-13 grades has increased. Hispanic females are still conspicuously absent from the
GS-14 through SES grades. Fifty percent of the Agency’s Hispanic females are in the GS-1
through GS-8 grades.

Asian-American/Pacific Islander Male/Female: The percentage of Asian-American/Pacific
Islander males in the GS-14 through SES grades has increased. The percentage of Asian-
American/Pacific Islander males in the GS-9 through SES grades is consistent with the percentage
of Asian-American/Pacific Islander males in the Agency’s work force. The percentage of Asian-
American/Pacific Islander females in the GS-13 and 14 grades has increased. However, there
remains a conspicuous absence of Asian-American/Pacific Islander females at the GS-15 and SES
levels.

American Indian Male/Female: Less than 1 percent of the Agency’s work force is American
Indian. Very little has changed since 1987 with regard to American Indian males. Some increase
in the percentage of American Indian females has occurred in the GS-1 through GS-8 and GS-13
grades.
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E. Analysis of EEO Groups in Key Positions

An analysis was made of the composition of each EEO group in key field jobs that lead to
leadership positions. The key field positions are:

GS-13/14 District Engineer, Field Operations Engineer or equivalent
GS-13 Division Financial Manager

GS-13 Division Right-of-Way Officers

GS-12 Motor Carrier Officer-in-Charge

GS-13 State Director

Exhibits I1-8, II-9, and II-10 show FHWA employees in significant occupations for 1987, 1994,
and 1995.

The underrepresentation of minorities and women in the key field jobs that lead to leadership
positions was recognized in the 1988-92 MY AEP. Although progress has been shown in this area
each year, continued emphasis should be placed on increasing the selecting officials’

awareness of the underrepresentation in these positions so they can take underrepresentation of
specific EEO groups into account in their personnel decisions.
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REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: II. WORK FORCE

PROBLEM/BARRIER STATEMENT: Manifest imbalance or conspicuous absence of some
EEO groups in some major occupations as indicated below.

OBJECTIVE: To reduce the manifest imbalance or conspicuous absence of the affected EEQ

groups.

RESPONSIBLE OFFICIAL: Executive Director

TARGET DATE: 9/30/97, 9/30/98 |

ACTION ITEMS:

Increase the representation of
the following groups in the
listed categories over the next
two years.

Secretary (Clerical):

Black Males + 6
Hispanic Males + 4
Hispanic Females + 6
Asian/Pacific Males + 2

Asian/Pacific Females + 1

Engineering Technician:

White Females +28
Black Females + 3
Hispanic Females + 2
Asian/Pacific Males + 3

Asian/Pacific Females + 1
American Indian Males + 1

RESPONSIBLE
OFFICIAL:

Associate Administrators
Staff Office Directors
Regional Administrators
Division Administrators
Motor Carrier (MC)
Regional Directors
Federal Land Highway (FLH)
Program Administrator
and Division Engineers
ITS Joint Program Director

Associate Administrator for
Engineering and Program
Development

FLH Division Engineers

TARGET DATE:

9/30/98

9/30/98
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REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: II. WORK FORCE

PROBLEM/BARRIER STATEMENT: Manifest imbalance or conspicuous absence of some
EEO groups in some major occupations as indicated below.

OBJECTIVE: To reduce the manifest imbalance or conspicuous absence of the affected EEO

groups.

RESPONSIBLE OFFICIAL: Executive Director

TARGET DATE: 9/30/97, 9/30/98

ACTION ITEMS:

Civil Engineer:

Asian/Pacific Males

+11

RESPONSIBLE
OFFICIAL:

Associate Administrators

Regional Administrators

FLH Division Engineers

Director, Office of Personnel
and Training

TARGET DATE:

9/30/98
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REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: II. WORK FORCE

PROBLEM/BARRIER STATEMENT: Manifest imbalance or conspicuous absence of some
EEO groups in some major occupations as indicated below.

OBJECTIVE: To reduce the manifest imbalance or conspicuous absence of the affected EEO
groups.

RESPONSIBLE OFFICIAL: Executive Director

TARGET DATE: 9/30/97, 9/30/98

ACTION ITEMS: RESPONSIBLE TARGET DATE:
OFFICIAL:

Transportation Specialist:

White Females + 6 | Associate Administrators 9/30/98
Black Males + 1 | Regional Administrators

Hispanic Males + 2 | Division Administrators

Hispanic Females + 1 | MC Regional Directors

Asian/Pacific Males + 1 | FLH Program Administrator

American Indian Males + 1

Motor Carrier Specialist/

Highway Safety Specialist:

White Females +34 | Associate Administrators 9/30/98
Black Females +2 for MCS and Safety and

Hispanic Males + 4 System Applications

Hispanic Females + 3 | Regional Administrators

Asian/Pacific Males + 1 | MCS Regional Directors
Asian/Pacific Females + 2 | Director, Office of Personnel
and Training

41



FHWA Multi-Year Affirmative Employment Program Plan 1996-1998

REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: II. WORK FORCE

PROBLEM/BARRIER STATEMENT: Manifest imbalance or conspicuous absence of some
EEO groups in some major occupations as indicated below.

OBJECTIVE: To reduce the manifest imbalance or conspicuous absence of the affected EEO
groups.

RESPONSIBLE OFFICIAL: Executive Director

TARGET DATE: 9/30/97, 9/30/98

ACTION ITEMS: RESPONSIBLE TARGET DATE:
OFFICIAL:

Motor Carrier Specialist:

White Females + 8 | Associate Administrator 9/30/98
Hispanic Males + 2 for Motor Carriers

Hispanic Females + 1 | MC Regional Directors

Asian/Pacific Males  + 1

American Indian Males + 1

Highway Safety Specialist:

White Females +26 | Associate Administrators 9/30/98
Black Females + 2 for Motor Carriers and

Hispanic Males + 2 Safety and System

Hispanic Females + 2 Applications

Asian/Pacific Males + 1 | Regional Administrators
Asian/Pacific Females + 1
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REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: II. WORK FORCE

PROBLEM/BARRIER STATEMENT: Manifest imbalance or conspicuous absence of some
EEO groups in previously-identified major occupations listed on pages 21-23.

OBJECTIVE: To reduce the manifest imbalance or conspicuous absence of the affected EEO
groups.

RESPONSIBLE OFFICIAL: Executive Director

TARGET DATE: 9/30/97, 9/30/98

ACTION ITEMS: RESPONSIBLE TARGET DATE:
OFFICIAL:

Use the FEORP to advise Director, Office of 8/30/97

managers on the Agency’s Personnel and Training

progress in meeting the Director, Office of

employment objectives. Civil Rights
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REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: II. WORK FORCE

PROBLEM/BARRIER STATEMENT: The underrepresentation of women and minorities in
key Agency jobs.

OBJECTIVE: Continue to increase the awareness of Unit Managers to consider qualified
women and minorities for jobs that lead to top management positions.

RESPONSIBLE OFFICIAL: Executive Director and Director, Office of Civil Rights

TARGET DATE: 9/30/97, 9/30/98

ACTION ITEMS: RESPONSIBLE TARGET DATE:
OFFICIAL:

1. Increase awareness of Director, Office of 9/30/97 and
Unit Managers of the Civil Rights 9/30/98
underrepresentation of
minorities and women in
jobs that lead to
management positions.
These jobs include GS-
13/14 District Engineer or
equivalent; GS-14
Assistant Division
Administrator; GS-13
Motor Carrier State
Director; GS-14 Motor
Carrier Regional Program
Coordinator Team
Leader; and GS-13
Financial Managers.
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FHWA EMPLOYEES IN SIGNIFICANT OCCUPATIONS

AS OF SEPTEMBER 30, 1987
POSITION Total White Black Hispanic Asian/Pacific | Native Amer.
M F M F M F M F M F
Highway Engineers 1332 1117 54 31 2 57 4 57 4 5 1
810, 80glu:l
GM/GS-13 410 360 2 13 1 11 0 20 0 3 0
GS-12 419 342 12 14 0 26 1 23 0 0 1
Assistant Division Administrators
Gn/GS-14 47 47 0 0 0 0 0 ] 0 0 0
District Engineers
GM/GS-14/13 90 88 0 1 0 1 0 1 0 1 0
Financial Specialists
501, 505, 510, 560 148 91 38 9 4 4 3 1 0 0 0
GM/GS-13 61 49 6 1 1 3 1 0 0 0 0
GS-12 32 19 8 3 0 2 0 0 0 ] 0
Drvision Financial
Manager 50 43 4 1 0 2 0 0 0 0 0
GM-%3
Highway/Motor
Carrier Specs.
2123 and 2125 327 255 25 21 13 3 0 4 0 4 2
GM/GS-13 34 33 1 0 0 0 0 0 0 0 0
GS-12 58 46 3 4 1 0 0 1 0 3 0
Motor Carrier-
OIC or State
Director
GM/GS-13/12 60 49 2 4 1 0 0 1 0 3 0
Realty Specialists
tyl 1%‘60 136 121 8 2 1 4 0 0 0 0 0
GM/GS-13 79 71 3 1 0 4 0 0 0 0 0
GS-12 48 42 4 1 1 0 0 0 0 0 0
Division Right-of-Way Officers
GM/GS-13 49 46 0 0 0 3 0 0 0 0 0
Total-Significant
Occupations - No. 1943 1584 123 63 20 68 7 62 4 9 3
-% 100.0% 81.5% 63% ] 32% | 1.0% | 35% | 04% | 32% | 02% 00% | 0.2%
Total-Key Field
Position - No. 296 27 6 6 1 6 0 2 0 4 0
-% 1000% | 916% | 20% | 20% | 03% | 20% | 00% | 0.7% | 00% | 14% | 0.0%
EXHIBIT 1I-8
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FHWA EMPLOYEES IN SIGNIFICANT OCCUPATIONS

AS OF JUNE 30, 1994
POSITION Total White Black Hispanic Asian/Pacific | Native Amer.
M F M F M F M F M F
Highway Engineers 1356 1076 98 40 5 55 4 61 11 5 1
e 8 15, 801
GM/GS-13 405 334 14 11 1 118 0 23 2 2 0
GS-12 459 358 40 12 1 92 3 19 2 1 1
Assistant Division Administrators
Gm/GS-14 49 42 1 1 0 2 0 3 0 0 0
District Engx
GM/GS-14/13 62 53 1 3 0 3 0 1 0 1 0
Financial Speciali
501, 505, 510, 560 145 81 34 12 4 2 2 2 0
GM/GS-13 67 46 10 6 0 3 1 1 0 0 0
Gs-12 43 16 16 5 4 1 0 0 1 0 0
Division Financial
h er 51 40 5 4 0 2 0 0 0 0 0
GM-13
Highway/Motor
Carrier Specs.
2123 and 2125 438 307 77 21 11 10 2 4 0 4 2
GM/GS-13 82 65 6 6 0 2 0 0 0 2 1
GS-12 296 205 55 14 8 8 0 4 0 2 0
Motor Carrier-
OIC or State
Director
GM/GS-13/12 48 40 2 1 0 2 0 0 0 2 1
Realty Specialists
T1170 98 80 9 3 1 3 0 0 0 0 0
GM/GS-13 39 49 5 2 0 0 3 0 0 0 0
GS-12 26 20 5 0 1 0 0 0 0 0 0
Division Right-of-Way Officers .
GM/GS-13 45 39 2 2 0 2 0 0 0 0 0
Total-Significant
Occupations - No. 2037 1544 220 76 25 72 8 67 13 9 3
-% 100.0% 758% | 108% | 3.7% | 12% | 35% | 04% | 3.3% | 0.6% 04% | 0.1%
Total-Key Field
Position - No. 255 214 11 11 0 11 0 4 0 3 1
-% 100.0% 83.9% 43% | 43% | 00% | 43% | 00% | 1.6% | 0.0% 1.2% | 0.4%
EXHIBIT 1I-9
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FHWA EMPLOYEES IN SIGNIFICANT OCCUPATIONS

AS OF SEPTEMBER 30, 1995
POSITION Total White Black Hispanic Asian/Pacific | Native Amer.
M F M F M F M F M F
nghvg% Es%glmeers 1286 993 105 39 5 55 4 66 13 6 0
405 333 17 12 1 17 0 23 1 1 0
Ghé/SGlsin 437 333 48 9 2 18 3 20 3 1 0
42 35 2 1 0 1 0 3 0 0 0
Assistant Division Administrators
Go/GS-14
63 56. 1 3 0 2 0 0 0 1 0
District Engin
GM/GS-I4/13
Financial Specialists
501, 505, 510, 560 141 74 34 11 9 4 2 3 3 0 1
GM/GS-13 71 4 13 6 2 2 1 1 2 0 0
GS-12 39 13 15 5 3 2 0 0 1 0 0
vamon Financial
% 51 37 8 4 0 1 0 0 1 0 0
GM- 3
Highway/Motor
Carrier Specs.
2123 and 2125 423 289 78 23 13 8 2 5 0 3 2
GM/GS-13 83 66 6 6 1 2 0 0 0 1 1
GS-12 297 200 60 14 8 6 2 4 0 2 1
Motor Carrier-
OIC or State
Director
GM/GS-13/12 44 37 3 1 0 1 0 0 0 1 1
Realty Specialists
1170 81 64 9 3 2 0 0 0 0 0
GM/GS-13 52 4 4 2 0 0 2 0 0 0 0
GS-12 17 11 4 0 1 0 1 0 0 0 0
Division inll:u-of Way Officers
41 35 2 2 0 2 0 0 0 0 0
Total-Significant
Occupations - No. 1931 1420 226 76 29 70 8 74 16 9 3
-% 100.0% 73.5% | 11.7% | 3.9% { 1.5% | 3.6% | 04% | 3.8% | 0.8% 0.5% | 0.2%
Total-Key Field .
Position - No. 241 200 16 11 0 7 0 3 1 2 1
-% 1000% | 83.0% | 66% | 46% | 00% | 29% | 00% | 12% | 04% [ 08% | 0.4%
EXHIBIT I-10
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PROGRAM ANALYSIS

III. DISCRIMINATION COMPLAINTS

In 1994, DOT reorganized its civil rights program, transferring authority for the formal internal
discrimination complaint process to the Departmental Office of Civil Rights (DOCR). Under DOT
Order 1100.60A, Section 1.45, the modal administrators retained the responsibility for the EEO
Counseling program, which involves resolving informal allegations of discrimination through
counseling or Alternative Dispute Resolution. This section examines how FHWA handles
complaints and provides statistics on complaints that have been filed.

A. FHWA EEO Complaint Process

The FHWA counseling process consists of informal resolution of allegations brought by an
employee, former employee, or applicant for employment. The EEOC, as lead agency in the
implementation of the Federal EEO Program under Title VII of the Civil Rights Act of 1964, has
requirements (29 CFR 1614) which establish the jurisdictional requirement that a complainant
must contact an EEO Counselor within 45 calendar days of the date the alleged discriminatory
event occurred. In some circumstances, FHWA may extend the 45-day limit for timely contact by
individuals for inclusion in the counseling process. The complainant may choose any counselor of
their choice, and has the right to anonymity during the counseling phase of the complaint process
unless (s)he waives that right. The aggrieved person has the right to representation throughout the
complaint process, including the counseling stage.

Counseling must be completed within 30 calendar days unless both parties agree in writing to an
extension of not more than 60 calendar days. The complainant cannot file a formal complaint until
the EEO counselor has had an opportunity to resolve the matter. During the initial interview, the
counselor asks the aggrieved person to explain his or her allegation on the matter. The counselor
also asks how the complainant wants the matter resolved. It is important to realize, however, that
the counselor does not represent the complainant or management in the resolution process.

The counselor is a neutral party whose function is to attempt informal resolution and to provide
accurate information regarding the complaint process and the rights of aggrieved parties and
management. The counselor contacts the management official who can resolve the matter. If
appropriate, the counselor may ask the management official to make a resolution offer. The
counselor attempts to negotiate an agreement between the aggrieved person and the management
official. The counselor may choose to interview witnesses and review records. The counselor shall
attempt to hold the final interview within 30 calendar days of the date the matter was brought to
his or her attention. Although counseling may continue beyond the 30th day (if the time period
was extended by mutual consent of the aggrieved and the EEO Office), the aggrieved person does
have the right to file a formal complaint on or after the 30th day.
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If the matter has not been informally resolved by the conclusion of the counseling period, the
complainant will be informed in writing of the right to file a discrimination complaint. If the
individual wishes to file a complaint at the conclusion of counseling, (s)he must file in writing
within 15 calendar days of the receipt of the EEO Counselor’s Notice of Right to File a
Discrimination Complaint. Only issues raised at the counseling stage (or matters like or related to
those issues) may be the subject of the formal complaint.

Public information regarding the complaint process and how to file a complaint of discrimination
has not only been limited, but also unavailable, except in a few areas. However, it appears that this
problem is being remedied. Recently, an informational brochure was printed outlining the policy
of the Federal government in prohibiting discrimination and providing the names and phone
numbers of FHWA EEO Counselors. Another brochure on how to file a discrimination complaint
is currently in draft stage.

B. Complaint Activity
Pre-Complaint Counseling
In its Annual Federal Equal Employment Opportunity Statistical Report of Discrimination

Complaints for fiscal years 1995 and 1996, which DOT’s OCR compiles for submission to the
EEOC, FHWA Pre-Complaint Activity Report provided the following data:

EY9S FY9%
Number counseled within 30 days = 23 15
Number counseled within 60 days (with extension) = 0 1
Number of counselors on September 30 = 30 28

Formal Complaints

The DOT’s OCR reported on the following FHWA formal complaint processing activity for
FY96:

New cases accepted =9

Cases moved to appeal status = 4

Cases moving into a pending hearing status = 3
Cases closed = 14

Investigations completed = 15

Final Agency decisions completed = 6

The FY96 complaint activity includes action on: a) some cases opened in previous fiscal years and
processed in FY96, and b) some cases that continue to be processed in FY97.
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The complaint acfivity is further explained as follows:

Year Total Issues
FY 96 9 5 Promotion/Non-Selection
1 Evaluation/Appraisal
1 Sexual Harassment
1 Equal Pay Act Violation
1 Disciplinary Action/
Suspension
(The bases for the nine complaints include: 5 sex, 1 race, 1 age, 1 religion, and 1 reprisal.)

FY 95 20%* 12 Promotion/Non-Selection
6 Disciplinary Action
2 Evaluation/Appraisal
1 Terms/Condition
1 Harassment
1 Proposed Termination
1 Retirement

* DOT listed 20 formal complaints that included 25 issues and 39 bases. The bases for the 20
complaints include: 9 age, 8 sex, 6 race, 6 disability, 5 reprisal, 3 national origin, and 2 religion.
Again, it appears that some of the complaints were carried over from the previous years(s).

Records for previous fiscal years are not as complete as those developed since FY95. Therefore,
only total number of FHWA formal complaints are provided as follows:

FY9%4 13 complaints filed
FY93 12 complaints filed
FY92 5 complaints filed
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REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: III. DISCRIMINATION COMPLAINTS

PROBLEM/BARRIER STATEMENT: 1) Employees need more information on the EEQ
process and how to file a complaint of discrimination; 2) Agency records are inadequate to
perform an analysis of the effectiveness of the counseling program; and 3) since the formal
complaint process is not controlled by FHWA and is handled by the Departmental OCR, it is
difficult to measure the effectiveness of this process.

OBJECTIVE: To give employees a better awareness of the EEO process and how to file a
complaint of discrimination.

RESPONSIBLE OFFICIAL: Office of Civil Rights

TARGET DATE: 9/30/97

ACTION ITEMS: RESPONSIBLE TARGET DATE:
OFFICIAL:

1. Distribute information on Office of Civil Rights 9/30/97
the EEO process to all
employees.

2. Establish a monitoring Office of Civil Rights 9/30/97
system to evaluate the EEO
Counseling Program within
FHWA.

3. Establish a system to Office of Civil Rights 9/30/97
receive information from the
Departmental OCR on the
resolution of FHWA
complaints and provide timely
information to Unit Managers
on closed cases.
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PROGRAM ANALYSIS

IV. RECRUITMENT AND HIRING

This section of the report describes the recruitment and hiring practices of the FHWA that were
examined by the task force.

Each year, FHWA prepares a Recruitment/Federal Equal Opportunity Recruitment Plan (FEORP)
in conjunction with representatives of OCR and Agency field organizations. The plan describes
FHWA actions, specifies which colleges and universities will be targeted for recruitment, and lists
the minority engineering career fairs recruiters and managers will attend. It takes into account
recruitment efforts for the nationwide career training program, as well as general recruitment.

The majority of FHWA external hiring is for entry-level positions that are primarily filled through

career training programs. Most mid- and senior-level positions are filled through merit promotion

procedures. Informal upward mobility and the FHWA Merit Promotion Program are currently the
most effective methods for internal advancement of diverse employees. The Merit Promotion Plan
provides managers flexibility to use other methods to recruit.

The FHWA targets institutions with a strong representation of minorities and women in programs
of study that prepare candidates for key transportation occupations. The Agency uses data
supplied by the American Association of Engineering Societies to identify the representation of
women and minorities in Civil Engineering programs at each college and university. These data
help recruiters by enabling them to target campuses with strong representation of minorities and
women. The recruiters use FHWA’s recruitment brochures, video tapes, and displays that portray
all segments of the work force. The FHWA also participates in conferences and career fairs
sponsored by national minority and women’s organizations to promote FHWA programs and
attract minorities into the transportation profession.

The analysis of the Agency’s recruitment and hiring activities included examining phases of
personnel practices and policies as they relate to recruitment and hiring. First, recruitment
strategies and sources were identified to determine their impact on EEO groups that evidenced a
manifest imbalance/conspicuous absence in the Agency’s work force. Second, the methods used
to monitor the certification and selection rates for EEO groups were assessed.
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HIRES - PERMANENT

The percentage of minority hires increased in FY95. Other improvements in FY95 included the
hiring of one Native American woman, one Native American man, and six Hispanic women. This
represents significant progress from FY94, in which there were no hires in these groups.

: Minority | Minority Non-Minority | Non-Minority
FY TOTAL Females Males Females Males

1994 85 10.6% 10.6% 40.0% 38.8%

1995 192 12.5% 12.5% 37.0% 38.5%

HIRES - PERMANENT
Professional and Administrative

The percentage of hires for minorities is higher than their representation in the work force.
Percentage of minority and non-minority women decreased in 1995 compared with 1994. There
were improvements in the hiring of Hispanic women (3 in 1995, compared with 0 in 1994) and
the hiring of Native American men (2 in 1995, compared to 0 in 1994).

Minority - Minority iNOn-Mi!lﬂl‘ﬁy Non-Minority i
FY TOTAL Females | - Males Females Males:
1994 40 12.5% 15.0% 27.5% 37.8%
1995 93 10.8% 19.4% 22.6% 47.3%

A. Recruitment For Career Training Programs

The FHWA offers a number of career training programs through which entry-level professional
and administrative employees are prepared for transportation careers in key occupations
nationwide, including Highway Engineer, Structural Engineer, Transportation Planner,
Transportation Specialist, Environmental Protection Specialist, Right-of-Way Specialist, Civil
Rights Specialist, Financial Manager/Financial Specialist, and Motor Carrier Specialist. The
number of hires for these programs varies each year depending on anticipated losses in the
occupation. The Highway Engineering Training program is the only program for which there is
hiring each year. However, the number of hires has decreased from 60 to approximately 30 per
year due to downsizing.

The FHWA recognizes the critical need for ensuring the diversity of its work force at the entry
level. Thus, recruiting for the Career Training Programs in FHWA is managed centrally by the
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Training and Executive Development Division. This enables the Agency to place strong emphasis
on affirmative hiring and actions that promote diversity.

Each year FHWA uses a variety of techniques to identify minorities and women for the Career
Training Programs. For example, the Agency requests multiple Office of Personnel Management
certificates from different geographic areas of the country. Using this technique in recruiting for
Civil Engineers, classes of trainees have been hired in which the representation of women and
minorities is significantly higher than their representation in the candidate pool.

In addition, FHWA advertises in Peterson’s Guide for Engineering, Science and Computer Jobs,
which is distributed to colleges, minority and women’s organizations, and professional societies
nationwide. The Federal Lands Highway Division field offices have also utilized cooperative
education programs to attract candidates for B.S. or Advanced Civil Engineering degrees.

The following tables reflect the number of participants and demographics for the Career Training
Programs.

HIRES FOR CAREER TRAINING PROGRAM
(FY93 - FY96)

FY93 FY9%4 FY95 FY96

Total Hires 25 22 32 34

Women 13 7 14 8
Black 2 1 1 3

Hispanic 1 -- 1 --
Asian/Pacific 2 3 2 --

American Indian -- -- -- —

Men 12 15 18 26
Black -- 1 4 1

Hispanic 1 2 3 4
Asian/Pacific -- 3 4 2

American Indian -- — 1 1

The Career Training Program includes the 24-month HETP; 18-month Transportation Planning/
Traffic Management; Highway Materials Training Programs; and the Right-of-Way Training
Program.
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HIRES FOR MOTOR CARRIER TRAINING PROGRAM
(FY94 - FY96)

FY9%4 | FY95 EY96

Total Hires 19 -- -
Women 11 - -
Black 4 -- -
Hispanic -- - -
Asian/Pacific -- -- -

American Indian - - _

Men 8 - -
Black 3 - —
Hispanic 1 -- --
Asian/Pacific -- -- --

American Indian - —_ _

This was the most diverse group of 17 prior Motor Carrier classes. No trainees were hired for the
Motor Carrier Training Program during FY95 and FY96.

B. Recruitment For Senior-Level Work Force

The FHWA is proactively recruiting diverse candidates for senior-level positions and monitoring
progress. A proactive approach has been taken to remove barriers that inhibit the recruitment and
advancement of minorities and women into managerial and Senior Executive Series (SES)
positions. An SES Diversity Action plan has been incorporated into FHWA's overall Diversity
Action Plan.

The FHWA is taking the following specific actions to improve the representation of women and
minorities at higher levels:

1)  All current SES positions are being reviewed to identify those that could be restructured
and reclassified in non-technical positions should they become vacant.

2)  Some SES Division Administrator and Assistant Division Administrator positions are
being restructured from engineering to program management positions in order to
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broaden opportunities for employees who are highly qualified but are in non-engineering
occupations.

3) Technical SES knowledge, skills and abilities (KSAs) are being modified to attract a
more diverse applicant pool. Fewer and less technical KSAs are now being used. Before
SES positions are advertised, all technical KSAs are reviewed and broadened whenever
feasible.

4) A minority recruiting firm has been contracted to assist with minority recruiting for two
SES vacancies.

5)  Senior executives are assisting in recruiting at minority institutions (e.g., Morgan State
University).

6) Copies of vacancy announcements and recruitment fliers are being sent to minority
organizations.

7)  Other avenues for appointing minorities and women into critical managerial positions are
being identified, such as Intergovernmental Personnel Act Assignments and limited-term
appointments, when appropriate.

C. Educational Outreach Activities

The FHWA is involved in a number of initiatives to identify and attract diverse groups to careers
in transportation. Specifically, the Agency is participating in the following:

1. Transportation and Civil Engineering (TRAC) Careers

The TRAC program is sponsored by the American Association of State Highway and
Transportation Officials (AASHTO), professional engineering societies, and minority and
educational institutions. The FHWA works with AASHTO in a unique partnership effort designed
to improve the diversity of the transportation profession. One of the major projects has been the
TRAC program.

The TRAC program aims to increase awareness among high school students, their parents, and
their teachers about transportation and civil engineering careers. This is done by providing
students and math and science teachers with an innovative kit of curriculum-relevant teacher aids,
a mobile laboratory called the Transportation Research Activities Center (TRAC PAC) that
complements present day-to-day high school math and science topics. In addition, a national
electronic bulletin board system gives high school students access to a wealth of information
about transportation and engineering.
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The TRAC program operated as a pilot from September 1991 in six States—California, Florida,
Maryland, New York, Pennsylvania, and Washington—until it was launched as a national
program in the Spring of 1995 with the full endorsement of the AASHTO Board of Directors.
The major promotional program was held at the Transportation and Technology Academy
(TRANSTECH) of Cardozo High School in Washington, DC. The program is now in 19
additional States, plus Puerto Rico, the U.S. Virgin Islands, and South Africa.

During the pilot phase of the TRAC program, FHWA was a major financial supporter of TRAC
and has contributed nearly $650,000 since FY91. TRAC is now developing a plan to incorporate
activities about ITS in the TRAC Educational Outreach Program for the Office of Traffic
Management and ITS Applications. The plan, to be known as TRAC Smart, is expected to be
implemented during FY96.

2. DOT Summer Transportation Internship Program for Diverse Groups (STIPDG)

The STIPDG is jointly sponsored by the FHWA, the Federal Transit Administration, the Research
and Special Programs Administration, and the Federal Railroad Administration, and is
administered by a college/university or related association, e.g., Morgan State University (MSU),
the Hispanic Association of Colleges and Universities, the Organization of Chinese Americans,
and the National Association of Equal Opportunity and Higher Education. The FHWA chairs the
advisory committee and contributes approximately two-thirds of the funds.

The internship program is designed to attract and promote the entry of minorities, women, and
persons with disabilities into transportation fields in which these groups are underrepresented. The
program offers 20 college students a 10-week agenda of research, work experience, and onsite
visits to introduce them to many aspects of the complex field of transportation.

Applicants must have completed their freshman year of studies and must be enrolled in a degree-
granting program (associate or baccalaureate) at the undergraduate level at an accredited
institution of higher learning. Applicants must possess a minimum grade point average of 2.5 or
equivalent.

3. Cardozo TRANSTECH Program

In February 1994, FHWA became a partner in Cardozo High School's TRANSTECH program.
This program combines educational opportunities with an emphasis on transportation career
identification and training, followed by job placement and/or continued education after high
school graduation. The FHWA hires students, donates computers and other surplus equipment,
and supports activities such as career days, graduation and award ceremonies, orientations to
FHWA, mentoring of students, and on-campus presentations by program officers. The FHWA
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presently has 18 current and former TRANSTECH students on the rolls. The student population
is ethnically diverse.

4. Partnerships with Historically Black Colleges and Universities (HBCU)

In 1991, an FHWA HBCU task force evaluated the Agency’s HBCU program and identified a
number of action items that could be implemented to enhance the involvement of HBCUs in a
wider spectrum of the Agency’s programs and projects. One recommendation of the task force
was the establishment of pilot partnerships with HBCUS. Since 1991, FHWA has signed
partnership agreements with ten HBCUs: MSU, North Carolina A&T State University, South
Carolina State University (SCSU), Florida A&M University, Tennessee State University, Albany
State College, Benedict College, Southern University, Baton Rouge Johnson C. Smith University,
and Elizabeth City State University. It is through these agreements that HBCUs are provided
technical assistance, curriculum development, exchange of staff, and resources. The goal of the
partnerships is to develop a better ongoing relationship with each HBCU. In 1996, the Agency
convened another task force to identify options to enhance and increase the participation of
HBCUs and other Minority Institutions of Higher Education in the Agency’s programs, with
emphasis on research and technology grants and contracts. Upon completion of its deliberations,
the task force will submit a report to the administrator on existing programs and will make
recommendations for enhancement by March 31, 1997.

5. Summer Transportation Institute Program (STI)

The STI program was one of the many activities that was generated by the Agency’s partnership
with SCSU. This four- to five-week program is designed to encourage minority high school
students to pursue careers in the transportation industry. Since its inception, approximately 490
students, 12 HBCUs, and 1 Hispanic-Serving Institution (HSI) have participated in the program.
Students are introduced to a variety of surface transportation disciplines such as highway design,
transportation safety, and environmental science. Also, most of the institutes offer a residential
component, providing students with the opportunity to experience campus life.

6. ITS Consortium Student Internship (CSI) Program

In 1994, FHWA awarded a cooperative agreement to ITS Consortium, Inc., a nonprofit
educational and scientific organization. The purpose of the agreement is to support and promote
the participation of Minority Business Enterprises, HBCUs, and other Minority Educational
Institutions in ITS programs and activities. The award was $1 million over a 3-year period. The
Consortium, in conjunction with some of its private sector and minority institutions partners,
initiated the ITS CSI program in 1995. This 10-week program for undergraduate and graduate
students is designed to attract and promote the entry of members of minority groups, who
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traditionally have been underrepresented in the transportation professions, into careers in the field
of ITS. The intern program offers the opportunity for minority students to obtain first-hand
experience in the ITS research and decision-making arena and the chance to work on projects that
will impact the field of transportation and move the boundaries of research forward. Since its
inception, approximately 40 HBCU students have participated in the program.

7. Dwight David Eisenhower (DDE) Transportation Fellowship Program

The DDE program was developed in 1992 under the provisions of the Intermodal Surface
Transportation Efficiency Act of 1991 and encompasses all areas of transportation. The
program’s objectives are to: 1) attract the nation’s brightest minds to the field of transportation;
2) enhance the careers of transportation professionals by encouraging them to seek advanced
degrees; and 3) retain top talent in the transportation industry. The program awards over 100
fellowships annually to students who are pursuing transportation-related fields (i.e., engineering,
accounting, business, architecture, and environmental sciences). There are six components of the
program:

Eisenhower Graduate Fellowships: To enable students to pursue Masters’ Degrees or
Doctorates in transportation-related fields.

Eisenhower Grants for Research Fellowships: To acquaint students with transportation
research, development, and technology transfer activities at DOT.

Eisenhower HBCU Fellowships: To provide students with additional opportunities to
enter careers in transportation.

Eisenhower HSI Fellowships: To provide HSI students with additional opportunities to
enter careers in transportation.

Eisenhower Faculty Fellowships: To provide talented faculty in transportation fields
with opportunities to improve their transportation knowledge, including attendance at
conferences, courses, seminars, and workshops.

Tribal Colleges Initiatives (TCI): TCI was initiated as a pilot in 1995 to identify
transportation issues at tribal colleges and establish fellowships for Native American
students and faculty. To date, no fellowships have been awarded. It is anticipated that the
first fellowships will be awarded during FY97.
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PROGRAM ANALYSIS

V. EMPLOYEE DEVELOPMENT PROGRAM
This section examines the employee development function of FHWA, which is managed by OPT.

The Training Advisory Group, made up of top WH and field managers, establishes national
training priorities based on current and upcoming Agency policies and initiatives and recognized
nationwide training needs stemming from management processes such as needs of the staff.
Priority consideration, however, is given to training that accomplishes the AA Strategic Plan. The
priorities reflect immediate training and long-range developmental needs of the staff. Priority
consideration is given to training that accomplishes the following:

1. Enhances employees’ skills required for present performance and carrying out the
mission of the Agency.

2. Prepares them for near-term future assignments consistent with FHWA needs and
their individual career plans.

A. Training Management System (TMS)

The FHWA’s TMS consists of both programs and administrative processes used to deliver
training and developmental opportunities to FHWA employees. Employees at all levels are
encouraged to become aware of the system and know how to work with the system to take full
advantage of the opportunities available to them. This system supports the Annual Training Cycle,
which provides a systematic way to ensure that all managers/supervisors are aware of and
communicate training needs to meet Agency-wide priorities.

The TMS tracks an employee’s identified training needs as well as completed training. This
training information is available to managers and supervisors to be used in making decisions
regarding training for current positions or for their employees’ development to meet future

Agency needs.

B. Annual Call For Training

After the Agency has completed the training needs assessment for the upcoming fiscal year and
for at least the following two years, the information is transmitted to the Training and Executive
Development Division (TEDD) via TMS to develop the Agency-wide training plan. This plan is
submitted to the Executive Director for approval. The plan consists of courses, number of
participants to be trained, and total costs. Once the plan is approved, FHWA’s Annual Training
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Plan is issued to each organization, which then consolidates centrally funded training and local
training to begin the new fiscal year’s training program.

C. Central Training

The training budget is allocated in two parts. Centralized Agency funds are used primarily to
provide general types of training to the work force as a whole, i.e., executive, managerial,
supervisory, and secretarial. Second, individual program offices may pay for technical and local
training from their funds.

The Central Training budget increased from $912,000 in 1987 to $4,200,000 in 1994 and then
decreased to $1,399,000 in 1996. According to the Budget Division, FHWA should not expect
the budget for training to increase in the next few years. However, the approximately $1.4 million
reflects only the centrally funded training, and does not reflect additional funds made available to
each organization in their allocations. These statistics reflect the amount of resources provided to
the Agency, both field and Headquarters, to deliver the fiscal year’s training priorities. Using
various sources to deliver training, e.g., local colleges, universities, local vendors, and the
National Highway Institute and the MC National Training Center, managers and supervisors
must: 1) make sure that employees selected for training satisfactorily complete the training, 2)
evaluate the effectiveness of the training received, and 3) monitor employees’ work to gauge
progress in development of skills.

In addition to the individual instances of training presented to employees, FHWA offers a number
of special formal training programs to prepare employees for leadership positions. The following
chart illustrates some opportunities that the Agency has offered employees to develop as
supervisors, managers, and executives.
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Examples of various training program opportunities that provide knowledge and skills that help
employees prepare for senior leadership positions:

Number of
Training Opportunity FY Participants Statistics on Make-up of Participants

* Career Strategies 94 35 23 WF, 12 MF

95 25 13 WF, 8 MF, 1WM, 3MM

96 14 8 WF, 2MF, 3 WM, IMM
Highway & 94 11 2MM, 9 WM
Transportation 95 10 1MM, 2 WF, 7 WM
Management Institute 96 10 4MM, 2 WF, 4 WM
DOT Fellows 94 4 2MM, 2 WM

95 5 3 MM, 2 WM

96 5 2MM, 1 WF, 2 WM
SES Candidate 93 10 1 MM, 1 WE, 8 WM
Development Program 94 No Program

95 No Program

96 No Program

* Beginning in FY95, the program was opened to male employees. Prior to that time, the
program was known as “Career Strategies for Prospective Women Managers.”

The FHWA also offers a number of career training programs through which entry-level
professional and administrative employees are prepared for transportation careers in key
occupations nationwide, including Highway Engineer, Structural Engineer, Transportation
Planner, Transportation Specialist, Environmental Protection Specialist, Right-of-Way Specialist
Civil Rights Specialist, Financial Manager/Financial Specialist, and Motor Carrier Specialist.

&4

The following chart reflects the programs, number of participants, and demographics of each
program for the last two years.
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RECRUITMENT FOR CAREER TRAINING PROGRAMS (FY96)

Total Commitment 34
Total Women 8
Total Minorities 11
Black Males 1
Black Females 3
Hispanic Males 4
Asian/Pacific Males 2
American Indian Males 1

HIRES FOR CAREER TRAINING PROGRAM (FY95)
Highway Engineer and Related Training Programs

Total Hires 32
Total Women 14
Minority Women 4
Total Minorities 16
Black Males 4
Hispanic Males 3
Hispanic Females 1
Asian/Pacific Males 4
Asian/Pacific Females 2
Black Females 1
American Indian Males 1

In addition, FHWA participates in the Presidential Management Intern Program. However, due to
downsizing activities, FHWA has not participated in this program since FY94.

In the past, FHWA has participated in the SES Candidate Development Program (SESCDP). The
SESCDP is a part-time program, not to exceed two years, to develop future executives. It is
designed for GS-14/15 high-potential employees who, upon successful completion of certain
formalized developmental programs and rotational assignments, can be selected for SES positions
without further competition for a period of three years. However, the Department has no
immediate plans to conduct another class in the near future, since there are more than 60
graduates DOT-wide who have not been placed.

The TEDD is available to provide career development advice, and the DOT Connection located in
WH Nassif Building is prepared to provide career counseling services to FHWA employees.
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PROGRAM ANALYSIS

VI. PROMOTION

The FHWA Merit Promotion Program was revised to provide management with increased
flexibility to select the best qualified candidate while ensuring merit. The plan covers
all organizational elements and positions throughout FHWA, except for SES positions.

The policy statement in the plan clearly indicates that actions taken will be guided by merit and
non-discrimination; that is, selections and promotions through FHWA are based on job-related
criteria and on merit principles. In those instances in which discriminatory or non-merit practices
are alleged, the plan provides guidance to the employee concerning the opportunity to consult
with an EEO counselor regarding his/her concerns or discrimination complaint.

The majority of the Agency's mainline occupations (e.g., Highway Engineers and Motor Carrier
Specialists) are filled through recruitment of entry-level college graduates at the GS-5/7 level.
These positions have career ladders, and employees are promoted non-competitively to the
journey level, which is identified in the merit promotion plan. The FHWA’s managers
systematically promote career ladder employees non-competitively to the next higher grade after
they meet specific experience and performance requirements. There are no significant adverse
deviations for women, minorities, or others. Supervisors are provided advisory assistance on
counseling employees who do not receive career ladder promotions or within-grade increases.
The employees may have the need for further training or improvements in performance to be
considered for a promotion or within-grade increase. In some cases, a performance improvement
plan is prepared and discussed with the employee.

Merit promotion procedures may be used to fill positions for which there is not a career ladder.
Vacancy announcements are distributed depending on the area of consideration. Selection
officials are responsible for ensuring diverse representation of panel members when a merit
promotion panel is convened.

The FHWA has taken additional actions during the last few years to increase the range of career
opportunities for non-engineers and office support staff. Specifically, positions are being reviewed
as they are vacated to determine whether they require engineering knowledge and skills. If not,
they are being reclassified in occupational series, such as transportation specialist and program
analyst. For example, several vacant SES positions were restructured from technical and
engineering classifications to non-technical positions to attract more minorities and women. As a
result, Regional Administrator positions are now being advertised and filled in either the ES-801
or the 340 series, or both. A Hispanic male, a White female, and a Black male were among recent
selections. Other positions, such as that of Director, Office of International Programs, were also
restructured and reclassified from the 810 series to the 301 series. In addition, many Division
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Administrator positions were reclassified from the 810 series to the 340, Program Manager.
Assistant Division Administrator positions are typically advertised in the 340 series.

To provide career enrichment and advancement opportunities for office support staff, FHWA has
been encouraging supervisors to examine the work of their offices and identify work that is more
challenging and will better utilize the skills of the office support staff. The OPT provided
supervisors with guidance in 1992 and in 1994. Since 1992, over 200 clerical and office support
employees have moved into paraprofessional or administrative/program positions, thus providing
experience to qualify for professional positions.

Another initiative that helps prepare employees for advancement opportunities is the selection of
women and minorities to attend the Federal Executive Institute, Harvard University Program for
Senior Managers in Government, University Programs for Executive Development, Capitol Hill
and White House Workshops, etc. Employees participate in formal executive management
programs designed to broaden their executive skills so they may be prime candidates for senior-
level positions.

During FY96, there were 611 total promotions Agency-wide. The MW received 12.4 percent,
MM received 10.6 percent, and NW received 45.7 percent of the total. Overall, these groups were
promoted at rates either consistent with or well in excess of their percentage in the Agency work
force. This is true for promotion actions and for other promotions that include career ladder
promotions and reclassifications.

Similarly, in analyzing promotions involving professional and administrative positions, as well as
those accomplished through merit promotion, it was found that the percentage of women and
minorities promoted increased.
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MERIT PROMOTIONS - PERMANENT

‘Minority Minority Non-Minority Noﬁ-Minetity
F Females Males Females 4 Males
1994 141 11.3% 12.1% 24.8% 51.8%
1995 197 12.2% 12.7% 29.4% 45.7%
OTHER PROMOTIONS - PERMANENT
annty Minority Non-Minority Non-Minority
FY TOTAL Famaies Males Females : Males
1994 10.9% 8.9% 32.2% 48.0%
1995 414 12.5% 9.7% 31.6% 45.4%
MERIT PROMOTIONS - PERMANENT
Professional and Administrative
l ‘ Minority ‘ Minority Non-Minority | 'Non-Minority |
FY TOTAL ‘Fem/ales Males Females Males
1994 74 4.1% 13.5% 25.7% 56.8%
1995 143 9.1% 12.6% 27.3% 51.0%
OTHER PROMOTIONS - PERMANENT
Professional and Administrative
Minority Minority Non-Minority Non-Minority
FY TOTAL Females Males Females Males
1994 315 10.5% 10.5% 27.0% 52.1%
1995 307 10.7% 11.7% 26.7% 50.8%
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PROGRAM ANALYSIS

VII. SEPARATIONS

The final part of the study was an analysis of FHWA separation data. Separations may be
voluntary or involuntary, and the reasons include resignation, retirement, buy-out, transfer,
position abolishment, and death. Of particular note, FHWA offered a buy-out in FY95, which
resulted in 193 employees retiring.

SEPARATION RATES
Y .. FHWA [ Fed. Goy. DOT
1990 9.2 29.4 8.6
1991 8.6 21.6 8.6
1992 8.8 21.6 5.3
1993 9.0 22.0 4.5
1994 7.9 19.2 7.2
1995 13.4 19.2 0

* Total DOT separation rates were unavailable at the time of this study.

The analysis shows that FHWA’s attrition rate continues to be substantially lower than the
separation rate for the Federal Government Executive Branch. This reflects a good retention rate
for FHWA. The Agency provides more career advancement opportunities for employees,
including its office support staff. Many programs implemented during the past few years are
providing employees with greater flexibility for balancing their work and family responsibilities.
The FHWA now has flexitime, telecommuting, flexiplace, and alternate work schedules.
Information is provided on child care and elder care. Offices have implemented wellness programs
and a variety of peer recognition programs. As a result of an employee survey in FY95, FHWA is
focusing on improving the flow of communication.

67



FHWA Multi-Year Affirmative Employment Program Plan 1996-1998

SEPARATIONS - PERMANENT

Minority ] Minority I Non-Minority [Non-Min\ority :

FY TOTAL | Females Males Females Males
1994 213 8.2% 6.1% 28.2% 57.7%
1995 420 9.5% 6.6% 24.4% 59.5%

Separation rates for minorities, especially minority men, are significantly lower than employment
rates for minorities in FHWA. For MM, the separation rate has been approximately 3 percent
lower than their employment level. For MW, the separation rate has been an average of

0.5 percent lower than the employment level for the last two years. This is allowing FHWA to
make some small increases in the employment level of minorities during a time of downsizing.

The separation rate for NW has been at or higher than their employment level for the last two
years. While the difference between the separation and employment rates is not as great as it was
in 1987, this is an area on which FHWA should continue to focus.

In the FY95 buy-out, 193 employees retired from FHWA. They included:

72 percent NM
15 percent NW
7.3 percent MM
5.2 percent MW

Of the employees who accepted the buy-out, 105 were at the GS-13 level and above. They
included:

92.3 percent NM
6.7 percent MM
1 percent MW

Note: The percentage of minorities and women who took the buy-out is less than their
employment rates.

In summary, FHWA has made significant improvements since 1987 in retaining women and
minorities. As a result of efforts to train and develop highly-qualified employees for higher-level
positions, the Agency is increasing the employment levels of women and minorities. The FHWA
will continue its efforts in this regard. In addition, a newly-targeted goal for FHWA is to develop
a better mechanism to collect data from employee exit interviews.
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REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: VII. SEPARATION—PERMANENT

PROBLEM/BARRIER STATEMENT: The separation rate for non-minority women has
been at or higher than their employment level for the last two years, and the retention rates for
minority men and minority women have been, on average, only 3% and 0.5% higher than their
employment rates, respectively, for the past two years.

OBJECTIVE: To improve the retention rates of women and minorities and to obtain more
definitive information through employee exit interview mechanisms.

RESPONSIBLE OFFICIAL: Director, Office of Personnel and Training

TARGET DATE: April 1, 1998

ACTION ITEMS: RESPONSIBLE TARGET DATE:
OFFICIAL:

Develop system to obtain Director, Office of Personnel | April 1, 1998

better information from exit and Training

interviews.
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PROGRAM ANALYSIS

VIII. PROGRAM EVALUATION

FHWA’s OCR is responsible for monitoring and evaluating the effectiveness of the Agency’s
MYAEP. Any comments or recommendations from the EEOC, DOCR, or an internal
organization, committee, or office are addressed by OCR. The OCR has the budget and, with
cooperation from OPT, the resources to assure the administration and implementation of a
results-oriented, proactive program that involves the EEO aspects of personnel management,
policy, and practice.

The OPT has an automated system to provide comprehensive personnel data on demand. The
OPT publishes a Human Resources Information and Planning Guide annually. This guide provides
comprehensive information and, in conjunction with the MYAEP, can be used as a planning tool
for FHWA managers and supervisors at all levels. It normally provides a variety of exhibits on the
organizational structure such as employment, grade structure, and work force dispersion and
employment as well as examines occupational information, age, length of service, and retirement
eligibility profiles. It includes a section that focuses on statistical data related to minorities and
women.

The OCR and OPT staffs responsible for the EEO program evaluation and merit system have met
the requirements set forth in the EEOC and OPM regulations.

The OCR will track the implementation of the AEP action items that have been assigned to other
individual offices for direct action. Periodic reports will be submitted to the Administrator,
Deputy Administrator, and Executive Director for information and follow-up as needed. It is
recommended that this MYAEP Plan be evaluated annually by OCR.
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