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Introduction

This document will serve as the 2016 Annual Update to the North Dakota Department of
Transportation (NDDOT) five-year EEO/Affirmative Action Plan. The current plan is effective
from 2014 through 2018. The entire five year plan can be found at:

https://www.dot.nd.gov/divisions/civilrights/docs/titlevii/AffirmativeActionPlan.pdf

This annual update includes data and narratives with regard to the 2015 Workforce Analysis,
applicant flow, and a variety of updated statistics. It also contains goals for 2016. Some
information from 2016 is included for clarity, but the Update is intended to report EEO matters
from calendar year 2015.

Please Note: Only sections with updated information appear in this Annual Update, so
numbering of sections may not be sequential.

Civil Rights Division

The NDDOT Civil Rights Division (CRD) is responsible for the following programs:
Title VI/Nondiscrimination and ADA Program
Internal EEO/Title VII
Workplace Investigations Program
Disadvantaged Business Enterprise (DBE) Program,
Including Supportive Services
Contractor Compliance Program
OJT Program, including Supportive Services

Labor Compliance Program


https://www.dot.nd.gov/divisions/civilrights/docs/titlevii/AffirmativeActionPlan.pdf
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Civil Rights Division Chart
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PART I- CONTRACTOR COMPLIANCE

I. Organization and structure

A.NDDOT EEO Coordinator (External) and staff support

There have been no changes in this area since the filing of the 2015 Plan.

B. District or Division Personnel

3. Describe training provided for personnel having EEO compliance responsibility.

The CRD published its yearly External Civil Rights Manual for use by construction
personnel and did trainings for both experienced and intermediate construction
personnel throughout February, 2016. The trainings were recorded so that anyone who
was unable to attend, either through video conference or in-person, could view the
training later. All construction personnel are required to attend the training. Prior to the
training, updated External Civil Rights Manuals were distributed to all staff.

CRD Staff engaged in training this year as well:

CRD Director Ramona Bernard

ADA - Designing, Constructing, & Maintaining Pedestrian Facilities in the Public Right-
of-Way — 2/14/15

HR Academy — Fair Labor Standards Act — 3/19/15
FHWA - Local Highway Program Finance Course — 7/31/15

2015 Southern Transportation Civil Rights Training Symposium, Ft. Lauderdale, FL —
8/3-6/2015

AASHTO National Transportation Management — 10/23/15
FHWA DBE Academy, Baltimore, MD — 11/30 — 12/2, 2015
FHWA — EJ Reference Guide Webinar - 6/4/15

FHWA DBE Small Business Element Webinar - 7/19/15

Virginia DOT: Business Development Program - 9/18/15

Civil Rights Admin. Denise Spanjer

EEO Training: Against the Law or Just against What's Right, Harassment and Bullying in
the Workplace, NDDOT Training - 1/12/15

Coaching for Peak Performance — 2/05/2015
7



Driving Change — 2/05/15

Delegating with a Purpose — 2/05/15

Communicating for Leadership — 2/05/15

Records Management Training 8/26/15

FHWA — EJ Reference Guide Webinar - 6/4/15

FHWA DBE Small Business Element Webinar - 7/19/15
Virginia DOT: Business Development Program - 9/18/15
FHWA FAA FTA DBE Academy, Chicago — 4/4/2016-4/8/2016

Civil Rights Admin. Paula Messmer

EEO Training: Against the Law or Just against What's Right, Harassment and Bullying in
the Workplace, NDDOT Training - 1/2/15

ECR Training, by CRD - 1/25 and 1/26/16
USDOT FHWA Civil Rights Virtual Symposium - 2/3-5/2015

ADA-Designing, Constructing, & Maintaining Pedestrian Facilities in the Public Right-of-
Way, Upper Great Plains Transportation Institute, Video Conference - 2/4/15

Mastering Leadership Skills, NDDOT course - 1/2-6/15

Everyone Communicates, Few Connect, Maxwell Training - 2/2/15 thru 4/27/15
llinx Email Import, NDDOT Training — 2/2/2015

FHWA Bonding Webinar - 4/14/15

LCP Tracker Webinar - 5/6/15

Transportation Planning Information Exchange Webinar on Public Involvement Tools, by
FHWA - 5/7/15

Chick-fil-A Leadercast, University of Mary - 5/8/15

Everyone Communicates, Few Connect, NDDOT Maxwell Course - 5/28/15
Environmental Justice Reference Guide External Webinar by FHWA - 6/4/15
NDDOT Spring Safety Training, NDDOT training - 7/29/15

ADA Coordinator Mini Camp, by Rocky Mountain ADA Center - 8/4-5/15

Contract Management, NDDOT class



Virginia DOT Business Development Program - 9/8/15
FY 2016 National Summer Transportation Institute (NTSI) webinar - 11/19/15

SR200 Addressing the Challenge of State ADA Transition Plans: A New “Acceptance”
Process, Effective Immediately, webinar by FHWA - 12/1/15

Admin. Amy Conklin

Customer Service Training (Web-based) — 6/5/2015

The 360 Degree Leader Course — 8/19/2015 (several weeks)

AA Eliminate Negativity Course —11/19/2015

Record Management Training — 8/26/2015

Everyone Communicates, Few Connect (multi week training) — 8/13/2015
AA Representative Training — 4/07/2015

Advanced ECRT — 3/05/2015

Intermediate ECRT — 3/05/2015

EEO Training — Against the Law, or against what's Right — 1/12/2015
FHWA — EJ Reference Guide Webinar - 6/4/15

FHWA DBE Small Business Element Webinar - 7/19/15

Virginia DOT: Business Development Program - 9/18/15

Civil Rights Admin. Gail Brown

EEO Training — Against the Law or Against What's Right — 1/12/2015
Mastering Leadership Skills — 3/10/2015

AAR Training — 4/07/2015

State of ND, Procurement, Level 1 — 5/10/2015

State of ND, Procurement, Level 2 — 5/12/2015

Active Shooter Training — 5/28/2015

Safety Training — 7/29/2015

Contract Management Training — 8/13/2015

ASHTO Management Course (week-long course) — 10/2015
Intermediate Excel (BSC) — 11/16/2015



FHWA — EJ Reference Guide Webinar - 6/4/15

FHWA DBE Small Business Element Webinar - 7/19/15

Virginia DOT: Business Development Program - 9/18/15

II. Compliance procedures
No Changes in this Area since filing of 2014-18 Plan.

Ill. Accomplishments

Describe accomplishments in the construction EEO compliance program during the past fiscal

year.

A. Regular project compliance review program

1. Number of compliance reviews conducted 10
2. Number of contractors reviewed. 10
3. Number of contractors found in compliance. 10
4. Number of contractors found in noncompliance. 0
5. Number of show cause notices issued. 0
6. Number of show cause notices rescinded. 0
7. Number of show cause actions still unresolved 0
8. Number of follow-up reviews conducted. 0

For 2015, NDDOT set a goal of 10 compliance reviews and did 10. For 2016, the
NDDOT sets a goal of 8 large prime contractor reviews and 3 small contract reviews.

There have been no other changes in this area since the filing of the 2014-18 Plan.

VI. Complaints

Identify the Federal-aid highway contractors that have had discrimination complaints filed

against them during the past fiscal year and provide current status.

The NDDOT successfully dealt with a number of complaints against contractors in 2015.
One contractor had two complaints of discrimination in the summer of 2015. One
complaint centered on allegations of sexual harassment against a supervisor. The
NDDOT asked that the supervisor be moved off the project the same day a complaint
was made verbally to the Department, pending investigation. An investigation followed:
the supervisor admitted wrongdoing and was terminated. A second complaint related to
abusive language was made by a female flagger against a male flagger. The male
flagger was terminated for performance reasons prior to completion of the investigation

on the harassment violation.
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Another contractor had a racial discrimination suit dismissed for failure to state a claim in
July of 2015. The employee at issue was found by the EEOC to have committed safety
violations, with the EEOC dismissing the complaint for no cause and the District Court
finding the employee had failed to state a legal claim.

The Department also heard a complaint from a female OJT trainee that she was not
allowed to complete OJT training because of her age. The trainee was advised of her
right to file a complaint, and she did file a Title VI complaint. The contractor in question
was subsequently placed on a Voluntary Corrective Action Plan (VCAP) related to failure
to complete OJT training generally. The contractor successfully completed this VCAP.

The Department placed another contractor on a VCAP to “improve the percentage of
women in skilled positions.” The contractor successfully completed this VCAP.

The NDDOT is aware of no other discrimination complaints against contractors during
2015. All of the above incidents and issues were reported to FHWA via compliance data
reports.

VII. External training programs, including supportive services

C. Participation by women in construction training programs.

NDDOT had 33 trainees in skilled craft training programs during 2015. 14 were female
and 19 were minority males. Of the 14 females, 9 were trained as operators, 3 were
trained as Truck Drivers and 2 were trained as Qualified Testing Technicians. NDDOT's
OJT Program does not include a training program in the laborer category. Eleven of
these female trainees completed training. Nine minority males completed training.

To follow is a chart of female and minority completions in the 2015 OJT Program:

Sex/Race of Equipment Truck Carpenter Concrete
Trainees Operators Driver Finisher
Female 8 3 0 0
Trainees

Minority Male 5 2 1 1
Trainees

Total 13 5 1 1
Trainees

Of 19 minority males in the approved OJT programs, 6 were Native American, 10 were
Hispanic, 2 were disadvantaged white males and 1 was African American.

Of 14 women, all were nonminority females except for 2 minority female trainees, both
of whom were Hispanic. One of these minority female trainees was a Truck Driver
trainee, while the other was an Equipment Operator trainee.

11



For 2015, the following represents all participation of females, including

trainees:

Classification Total Women 2015 % of | Benchmark % (+) or (-)
Workforce in Women in as % Benchmark
Workforce Workforce
Operator 323 17 5.3% 6.9% -1.6
Mechanic 23 0 0% 6.9% -6.9
Truck Driver 213 13 6.1% 6.9% -0.8
Cement 42 2 4.8% 6.9% 2.1
Masons
Electricians 16 6.3% 6.9% -0.6
Painters 19 0% 6.9% -6.9
Carpenter 27 0 0% 6.9% -6.9
Laborer 590 88 15% 6.9% +8.1
TOTALS 1253 121 9.7% 6.9% +2.8%

The contract goal of 6.9% for women set by the Office of Federal Contract Compliance
Programs (the OFCCP) is used here as a benchmark. North Dakota federal-aid highway
contractors attained a female representation in their workforce of 8.1%, exceeding the

benchmark goal.

For 2015, the following represents all participation of minorities, including trainees:

Total Minorities 2(.)15 % of
Classification Workforce in Minorities Benchgnark % (+) or (-)
T — in as % Benchmark
Workforce
Operator 11.2
323 36 % 4.4% or lower +6.8
Mechanic 23 2 8.7% 4.4% or lower +4.3
Truck Driver 18.8
213 40 % 4.4% or lower +14.4
Cement
Masons 42 17 40.5% 4.4% or lower +36.1
S 16 2 12.5% 4.4% or lower +8.1
Painters 19 13 68.5% 4.4% or lower +64.1
Carpenter 27 6 22.3% 4.4% or lower +17.9
Laborer 23.2
588 136 % 4.4% or lower +18.8
TOTALS 1251 252 20.2% 4.4% or lower +15.8%
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North Dakota’s minority participation is greater than the OFCCP benchmark goal of 4.4%
(or less) set in the contract special provisions. NDDOT acknowledges it has no
authority to enforce OFCCP goals. They are used here only to provide a basis of
comparison.

VIII. Disadvantaged Business Enterprise Program (DBE)

A. Method for Listing DBE Contractors

Describe the method used for listing of minority contractors capable of, or interested in,
highway construction contracting or subcontracting. Describe the process used to
circulate names of appropriate minority firms and associations to contractors obtaining
contract proposals.

We have instituted the “Civil Rights Certification & Compliance System” which features
the online searchable and downloadable DBE Directory. DBE Certification applicants
and continuing program eligibility reviews have been processed online since July 1,
2015. The newly required DBE Uniform Program Application form serves as the basis
for the online application. Additionally all contract payments to subcontractors, suppliers,
and other providers of services and goods to prime contractors will be eventually tracked
online for greater accuracy, compliance assurance, and savings in contractor and
Department staff time. Tracking payments, commitments, and project activities through
the new system will allow the Department to produce the Uniform Report of DBE
Commitments/Awards and Payments. We anticipate enormous potential savings in staff
time and effort along with decreasing the potential for errors using the new system.

B. Procedure for ensuring that all contractors take action to affirmatively solicit potential
minority subcontractors

Throughout the past three years, CRD has worked to streamline, simplify, and
strengthen the DBE Program Special Provisions in an effort to clarify the Department’s
process and contractor’s responsibilities. March 1, 2016 marks the culmination of this
work when the New Special Provisions governing federal projects will go into

place. These special provisions incorporate the DBE rule modifications published in
October 2014. Stages in preparing contractors and project staff for the changes began
in 2014 with a clarification of the Replacement Approval process which requires primes
to exert Good Faith Efforts and to seek written approval prior to all replacements on
Race/Gender Conscious jobs. Approval must be requested prior to replacing DBEs,
approved non-DBEs, and any work intended to be self-performed at the time of award.

13



C. DBE Achievement Goal
Describe the action the State has taken to meet its goals for prequalification or licensing of
minority business. Include dollar goals established for the year, and describe what criteria or
formula the State has adopted for setting such goals. If it is different from the previous year,
describe in detail.

NDDOT does not set dollar goals nor does it set goals for prequalification or licensing of
minority businesses.

NDDOT calculated the DBE achievement goal using the criteria in 49 CFR Part

26.45. The determination is based on a level of DBE participation relative to all
businesses ready, willing and able to participate on Federally-assisted contracts, and
reflects a level NDDOT would expect in the absence of discrimination. NDDOT's
methodology is based on demonstrable evidence of local market conditions and is
designed to ultimately attain a goal that is narrowly tailored to the relative availability of
DBE's in the North Dakota market. The current goal is 6.22%.

In an effort to assist DBE contractors in honing their competitive skills, the Department
instituted its DBE Business Development Program in 2015. In the 2015-2016 program,
named the DBE Academy “Boot Camp”, nine DBE contractors received one-on-one and
team training in essential business development skills including: accounting
fundamentals, QuickBooks implementation, advanced accounting for construction
companies, equipment supplies, materials and inventory management, marketing and
business, pricing, mark-up and overhead rates, project management. The project will
conclude with graduation from this session of the DBE Boot Camp in 2016.

XI. Liaison

Describe the liaison established by the State between public (State, county and municipal)
agencies and private organizations involved in EEO programs. How is the liaison maintained on
a continuing basis?

Currently, all sub recipient federal-aid projects are let by NDDOT and subject to the
requirements of the Contractor Compliance Review Program. When a sub
recipient’s prime contractor is selected for a compliance review, Civil Rights
Division sends a notice of review letter to the prime contractor with a copy to
NDDOT's Assistant District Engineer. A representative of the city or county is
invited to participate in the process.

Additionally, NDDOT has developed a process to conduct Title VI reviews of sub
recipients (Municipal Planning Organizations, cities, and counties). Title VI
Specialists are responsible to conduct Title VI pre-award and post-award
compliance reviews of their program area sub recipients.

Pre-award compliance reviews require applicants for federal financial assistance to
identify all the components necessary to develop a Title VI Plan including EEO and

14



ADA requirements. The Title VI Specialist provides one-on-one training and
assistance to the applicant to develop their Title VI Program. The Title VI Sub
Recipient Information web page provides templates and information for the
development of Title VI, EEO, and ADA program documents. The Title VI
Specialist conducts a desk audit for pre-award compliance.

Post-award compliance reviews require ten percent of sub-recipients to be audited
or a minimum of one sub recipient per division or district must be reviewed
annually. Sub recipients selected for post-award reviews are required to produce
all the documentation of all the components of the sub recipient’s Title VI Plan. The
Title VI Specialists conduct on-site reviews for post-award compliance.

NDDOT Title VI and Nondiscrimination/ADA Program has Review Selection and
Procedures that are a step-by-step guidance from pre-award through post-award
compliance including corrective action within specified timeframes.

During the period between January 1, 2015 and December 31, 2015, NDDOT had
one division and no districts with sub recipients.

Local Government Division had a total of five sub recipients.

Sub recipients are randomly selected for annual reviews in the year in which the
project is to be constructed or for funds used on other eligible activities. Ten
percent of the available pool or a minimum of one review will be conducted in the
year the project is constructed.

The Title VI Specialist conducted one Title VI review. This review was conducted
on Walsh County. Findings from this review were reviewed and approved by the
Local Government Division Director prior to release to the entities for voluntary
cooperative remedial efforts.

Title VI review criteria includes personnel employed, composition and selection of
commission, council, committee, and boards, recruitment, and internal and
external outreach. No overt discrimination issues related to services or benefits
stemming from employment discrimination have been found in the review.

There were several recommendations made as follows:

¢ It has been recommended to increase the posting of appointed positions
in other media types and more locations. Promotional positions also need
to be posted externally.

e The ADA Coordinator's hame and contact information needs to be posted
in the counties public access areas. The Request for Reasonable
Accommodations needs to be included on public notices.

e Title VI training for all county employees needs to be completed within 30
days and documented on the training log.

e The Title VI complaint form, instructions, and procedures needs to be
updated and posted in public areas in addition to access on the web and
from the ADA Coordinator.

e Document or collect race and sex of individuals that had ROW acquired
and maintain this and future information for the records.

15



These recommendations have been implemented.

16



PART Il

INTERNAL EEO | TITLE VII
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Part Il - NDDOT Internal EEO

L. Organization and structure

A. EEO/Affirmative Action Officer
Civil Rights Division Director, Ramona Bernard is the Internal EEO/Affirmative Action
Officer.

B. Specific programs to eliminate discriminatory barriers, achieve goals and encourage
promotions

NDDOT EDUCATIONAL GRANT PROGRAM

In 2015, the NDDOT had three active educational grant recipients, two of which were
nonminority female engineering students. Grant recipients are provided grants of $1,000
per semester, which the grantee is not required to pay back provided that the grantee
accepts employment with the Department following graduation.

CAREER FAIRS

In 2015, the NDDOT visited a variety of job and career fairs and focused efforts in
recruiting female and minority employees, including the following:

. February 3 — North Dakota State College of Science Spring Career Fair
February 4 — Bismarck-Mandan Development Association Internship Fair
February 11 — North Dakota State University Spring Career Fair
February 12 — University of North Dakota Spring Career Fair
February 26 — Bismarck State College Spring Job Fair
March 18 — United Tribes Technical College Spring Career Fair
March 19 — University of Mary Spring Career Fair
March 25 — Minot State University Spring Career Fair
March 26 — Turtle Mountain Community College Career Fair
April 1 — Job Service ND Career Fair
June 3 — ND Future Farmers of America Career Fair
September 15 — University of Mary Career & Internship Fair
September 22 — South Dakota Schools of Mines & Technology Fall Career
Fair
September 23 — North Dakota State University Fall Career Fair
September 24 — Job Service ND Multi-Industry Career Fair
September 29 — University of North Dakota Fall Career & Internship Fair
September 30 — Bismarck State College Fall Career Fair
October 5 — North Dakota Department of Transportation Williston Career
Fair
October 6 — North Dakota Department of Transportation Crosby Career Fair
October 7 — Carrington High School Career Fair
October 21 — United Tribes Technical College Fall Career Fair
October 23 — Minnesota State College Government Career Fair
(Minneapolis)

December 3 — Fargo Career Expos
December 4 — Sitting Bull College Fall Career Fair

18



December 18 — Center / Stanton High School Career Fair
TRAC OUTREACH

February 18 — Ashley TRAC School Visit

March 20 & 21 — ND Science Teachers Association Conference
August 10 & 11 — ND Career & Technical Education Development
Conference

CAMPUS CONNECTIONS

The NDDOT Human Resources Division Recruiter, Jason Sutheimer, SPHR, SHRM-
SCP, serves on the Commercial Driver’s License / Heavy Equipment Operations and
Business and Office Technologies boards with United Tribes Technical College (UTTC).
He also serves on the Employer Advisory Board at the University of Mary and the
TREND Consortium Industry Advisory Council. This Committee is made up of Bismarck
State College, Nueta Hidatsa Sahnish College, Sitting Bull College, Turtle Mountain
Community College, and Williston State College.

As a result, the NDDOT and the UTTC have entered into a Memorandum of Agreement
in 2015 to work together to offer workforce training and a pathway for trained workers to
fill high demand transportation jobs in ND. Although the program is based at a tribal
college, enroliment is open to all who meet enrollment criteria. This training specifically
targets Equipment Operators and Transportation Technicians. (The NDDOT employs
approximately 350 individuals in these job areas.)

In addition, the NDDOT has been working with Nueta Hidatsa Sahnish College, Sitting
Bull College, and Turtle Mountain Community College in an attempt to sign a similar
Memorandum to the UTTC agreement.

DIVERSITY OUTREACH

In addition, to the Campus Connections, NDDOT Human Resources Division Recruiter,
Jason Sutheimer, SPHR, SHRM-SCP, also serves on numerous outreach committees
directed at assisting and promoting Diversity. These include serving as the Central
Dakota Human Resource Association President, ND Society for Human Resource
Management State Council Diversity Director, Ambassador and Workforce Development
Teams of the Bismarck Mandan Young Professionals Association, and Burdick Job
Corps Career & Community Council.

C. Recruitment and Placement
There are no further updates to the Recruitment and Placement information provided in
the 2014 Plan.

D. Training
Commencing in the fall of 2015, there are now 14 mentor/mentee pair completing
training in the mentoring program.

E. Progress on Action items from the 2014 EEO/AA Plan
1. ACTION ITEM 2014-1: ADVERSE IMPACT REPORTING

Proposed Action:
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Testing using live data will occur in July, 2014. The CRD, HRD, and ITD personnel will
continue to work together in developing and fine-tuning the new adverse impact reporting
programs using PeopleSoft.

Result:

CRD, HRD and HRMS worked together throughout early 2015 on the first adverse
impact report and data. This Update contains the first complete year of live data from
2015. Applicant flow data analysis for adverse impact purposes is how a reality at the
NDDOT.

Further Action: This project will continue on an ongoing manner and will be used in
future reports, but this item is completed and closed.

2. ACTION ITEM 2014-3: REVIEW AFFIRMATIVE ACTION REPRESENTATIVES
(AAR) PROGRAM

Proposed Action:

Create a review team of CR staff, current AARSs, division director or district engineer, to
look at the program and to recommend changes, if necessary.

Result:

This Action Item was completed informally by the CRD Director and the Program
Admin. The Program Admin met one-on-one with each Affirmative Action
Representative in 2015 and asked for suggestions regarding improvements which might
be made to the AAR Program. As a result, an online AAR Resource Page was created
and the Program Admin instituted online training, so that AARs could train on their own
schedules. No other changes were suggested during the one-on-one meetings. After a
thorough review, it was determined that the AAR Program would continue in its current
form, with some improvements in terms of access to resources.

Further Action: This action item is completed and closed.

3. PROGRESS ON 2014-4 ACTION ITEM 2014-4 RESEARCH FHWA National
Summer Transportation Institute (NSTI) Program.

Proposed Action:

Research the NSTI program to determine if it would be feasible to offer in ND, which
stakeholders/colleges/universities would support the program, what level of effort is
required.

Result:

The Department investigated and supported the application of the University of North
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Dakota to sponsor the first North Dakota National Summer Transportation Institute
(NSTI). University of North Dakota (UND) Civil Engineering staff applied to FHWA and
was granted $20,000.00 for the first NSTI. UND did not receive a sufficient number of
applicants and was not able to facilitate the program.

Further Action: The Department plans to send out notice of the NSTI grant opportunity to
educational institutions throughout the state in 2016 in anticipation of a successful
program.
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IL MARKET AND WORKFORCE ANALYSIS

A. State Population

Total North Dakota State Population by Race as of 2010 (Census Bureau):

White Alone 605,449 90%
American Indian or Alaska Native 36,591 5.4%
Black 7,960 1.2%
6,909 1.0%
Native Hawaiian 320 <0.5%
Some Other Race 3,509 0.5%
Two or More Races 11,853 1.8%
Total Population 672,591 100%

B. NDDOT Workforce, by Race and Sex

NDDOT Workforce FEMALE
12/31/2014 Total
EEO-4 Category AMIND OTHER WHITE AMIND QOTHER WHITE

Admin Support 2 71 4
Officials/Admin 25 52
Professionals 82
Service/Maintenance 6 2 31
Skilled Craft 13

Technicians

Paraprofessionals
Grand Total




C. NDDOT Workforce Utilization and Analysis

NDDOT 2015 WORKFORCE UTILIZATION

Professionals

Total MALES FEMALES
Job Category Work Non American Other Non American Other
Force minority Indian Minority minority Indian Minority
Officials-Administrators
# Workforce 77 52 0 0 25 0 0
% in Category 67.53% 0.00% 0.00% 32.4% 0.00% 0.0%
% of Availability 0.7% 0.7% 16.1% 0.7% 0.05%
% Utilization ---- -0.7% -0.7% +16.3% -0.7% -0.05%
Significantly Underutlé;z/('ag N N N N N
# Needed to Reach Parity <1 <1 0 <1 <1

# Workforce 262 159 2 13 81 3 4

% in Category 60.68% | 0.76% 496% | 30.91% | 1.14% 1.53%

% of Availability 0.8% 1.71% | 22.99% 1.6% 0.99%

% Utilization -0.04% | +3.25% | +7.92% | -0.46% +0.54%
Significantly Underutlé;z/('ag N N N v N
# Needed to Reach Parity <1 0 0 1 0

Administrative Support

Technicians
# Workforce| 203 132 3 5 62 1 0
% in Category 65.02% | 1.48% 2.46% 30.1% 0.49% 0.00%
% of Availability 0.29% 1.99% 32.6% 0.09% 0.02%
% Utilization +1.19% | +0.47% -2.5% +0.40% -0.02%
Significantly Underutlé;z/('ag N N v N N
# Needed to Reach Parity 0 0 3 0 <1

# Workforce 79 4 0 1 71 2 1

% in Category 5.06% 0.00% 1.27% | 89.87% | 2.53% 1.27%

% of Availability -= 0.17% 0.04% | 90.08% | 1.63% 1.30%

% Utilization -0.17% | +1.23% | -0.21% | +0.90% -0.03%
Significantly Underutlé;z/('ag N N N N N
# Needed to Reach Parity <1 0 <1 0 <1

Skilled Craft
# Workforce| 386 360 9 2 15 0 0
% in Category 93.3% 2.33% |0.52% 3.89% 0.00% 0.00%
% of Availability - 2.20% 0.31% 2.07% 0.06% 0.05%
% Utilization - [+0.13% +0.21% | +1.85% | -0.06% -0.05%
Significantly Underutlé;z/('ag N N N N N
# Needed to Reach Parity 0 0 0 <1 <1
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Service-Maintenance
# Workforce 40 31 1 2 6 0 0
% in Category 77.5% 2.5% 5 15.0% 0.00% 0.00%
% of Availability 5.9% 6.07% 13.1% 0.56% 0.7%
% Utilization -3.4% -1.07% +1.9% -0.56% -0.7%
Significantly Underutlg(z/?\lo; v N N N N
# Needed to Reach Parity 1 <1 0 <1 <1

Note: Where Underutilization is less than 1 whole person, no hiring goal will be set, such that a notation of
“<1” in the above chart will not result in the setting of a hiring goal.

NDDOT 2015 UTILIZATION SUMMARY

Occupational Available in Labor Market Present in NDDOT(12/31/2015) Over/Underutilization Rate Needed Employment Gains
Group % % +or% (Individuals)

American Other . American Other . American Other . American Other .
Indian Minority White Indian Minority White Indian Minority White Indian Minority White
Male |Female| Male |[Female| Female | Male |[Female| Male |Female| Female | Male |Female| Male |Female| Female | Male | Female| Male |Female| Female

Officials-

e .70 .70 .70 .05 | 16.1 | 0.00 | 0.00 | 0.00 | 0.00| 324 | -0.7 | -0.7 | -0.7 |-0.05| 16.3 0 0 0 0 0

Professionals | g | 16 | 1.71 | 0.99| 22.9 | 0.76 | 1.14 | 4.96 | 1.53|30.91| -.04 |-0.46| 3.25 | 0.54| 7.92 | 0 1 0 0 0

Technicians | 559 | 09 | 1.09 | .02 | 32.6 | 1.48 | .49 | 246 | 0 | 301 |119| 40 |047|-02| 25| 0 | 0o | o | 0| 3

gﬂpmgg'i"at've 17 | 163| 04 | 1.3 |9008| 0 |253| 1.27|127|8987|-017| 0.9 | 1.23|-003]-021| 0 | 0 | 0o | 0| ©O

Skilled Craft | 55 | 0g | 31 | .05 | 2.07 | 233 | 0.00| 0.52 | 0.00|3.89 |0.13|-0.6| 021|005 18| 0 | 0 | 0 | 0| O

Service-

Maintenance 5.9 56 | 6.07 | 0.7 | 13.1 2.5 | 0.00 5 0.00| 15 -3.4 |-0.56| -1.07| -0.7 | 1.9 1 0 0 0 0

II1. HIRING GOALS

The Utilization Analysis was done with the 2010 US Census Data from the American Community
Survey (ACS). A weighted analysis of all pertinent job titles at the NDDOT was done and hiring
goals were set any time this analysis showed a deficit at or near the equivalent of at least 1

worker.

A. Officials/Administrators

The NDDOT is at parity in the Officials/Administrators classification. The percentage of
nonminority women employed by the NDDOT in this Classification (32.4%) far exceeds the
parity figure (16.1%). Underutilization figures for minorities fall short of the equivalent of a whole
worker in each category. No underutilization is noted in the Officials/Administrators
classification and no hiring goals will be set.
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B. Professionals

The NDDOT is at parity for nonminority females in the Professional classification. The
percentage of nonminority women employed by the NDDOT in this classification (30.91%) far
exceeds the parity figure (22.9%). No hiring goals will be set for nonminority females. The
percentage of Other Minority males employed at the NDDOT (4.96%) far exceeds the market
estimate (1.71%). Likewise, Other Minority females employed at the NDDOT (1.53%) exceed
the market estimate (0.99%). American Indian males are just below parity (but less than a whole
worker), while American Indian females are significantly below parity. It will be necessary to hire
1 Native American female in the Professional classification to achieve parity. The Department
will adopt a hiring goal of 1 Native American female in the Professionals classification for 2015.

C. Technicians

The percentage of nonminority females in the NDDOT technician workforce (30.1%) is below the
parity figure (32.6%). The NDDOT is underutilized by 3 nonminority females in the Technicians
classification. The percentages of American Indian males, American Indian females, Other
Minority males and Other Minority females are above parity. The Technicians classification is a
particularly difficult classification in that engineering technicians are in high demand in North
Dakota and several technician positions have been open for 6 months or more. The
Department will set a hiring goal of 2 nonminority females for 2015 in the Technicians
classification.

D. Administrative Support

The percentage of nonminority females in the NDDOT administrative support classification
(89.87%) is exactly at parity (90.08%). The percentage of Other Minority males at the NDDOT
(1.27%) is well above the parity figure (0.04%). The percentage of American Indian females
(2.53%) is above the parity figure (1.63%). Other minority females’ utilization (1.27%) is near
parity (1.30%) and no underutilization is present. While American Indian males are underutilized
0.17%, this results in a small fraction of a whole person, and no significant underutilization is
present. The NDDOT is not underutilized in the Administrative Support classification and no
hiring goal will be set.

E. Skilled Craft

The percentage of nonminority females in the NDDOT skilled craft workforce (3.89%) exceeds
parity (2.07%). American Indian males (2.33%) exceed parity (2.20%). Other Minority males
(0.52%) exceed parity (0.31%). American Indian females and Other Minority females are not
significantly underutilized. No hiring goal will be set in the Skilled Craft classification.

F. Service Maintenance

The percentage of nonminority females in the NDDOT service maintenance workforce (15%) is
above the parity figure (13.1%). American Indian females and Other Minority females are not
significantly underutilized. American Indian males are 2.5% of the NDDOT service maintenance
workforce, while parity is at 5.9%: this results in an underutilization of one American Indian male
and a hiring goal of 1 American Indian male. Other Minority males are 5% in the Service
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Maintenance workforce with a parity of 6.7%.
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Modified Five-year (2014-2018) Hiring Goals for Minorities and Women:

Occupational 2014 2015 2016 2017 2018
Classifications
Amer. Other| whitg ~Amer- Other | whitel ~ Amer. | Other | White| ~Amer. | Other| Whitd Amer.| Other | White
Indian Min Indian Min Indian | pmin Indian Min Indian Min
Sex M| F|{MI|F| F {|M|F|M|F| F |[M|F|M|F| F |M|F|M|F F |[M| F M| F F
Officials-Admins - S I S I R I - I .
Professionals 1 1 - |~ - = 21 =l =| = -1 1
Technicians = =] == 2 - - -] - 2 -l - 2 o e 2 - - - 1
Admin | . ~ ~ . - _ . . B
Support B . - - . ; . -
Skilled Craft 1 - == =] = -| - -| - | -] | - [ R ! [ T R (R
Service-Maintenance | 1| .| 1 = -l 1] -] 1] - 1l | - [ N R .
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PROGRESS ON MINORITY AND FEMALE HIRING GOALS

Occupational Employment Figures Employment Figures .
Group 1-1-15 1-1-16 (CE @IF [Lose
American Other ) American Other ]
Indian Minority White Indian Minority White CAllL White
Fernal Minorities| Female
Total Male | Female | Male e Female Total Male | Female| Male | Female| Female
Officials- 77 0 0 0 0 25 77 0 0 0 0 25 0 0
Administrators
Professionals | 546 | 1 0 11| 3] 78 | 262 | 2 | 3 13 3 81 +6 +3
Technicians 207 | 4 1 5 1 62 203 | 3 1 5 0 62 -2 0
Administrative | . | 4 2 1 1] 7 79 | 0 2 1 1 71 0% 0%
Support
Skilled Craft 387 | 9 0 1 0 16 386 | 9 0 2 0 15 +1 1
Service-
Maintenance 42 1 0 0 0 9 40 | 1 0 2 0 6 +2 -3
Paraprofessio
nal 3 0 0 0 0 3 4 0 0 0 0 4 0 +1
Net Gail or Loss +7 0
Minorities Females

Occupational Group

+/- % of Total

+/- % Increase in #

+/- % of Total

+/- % Increase in

Classification of Workers Classification # of Workers
Officials/Administrators 0 0 0 0
Professionals 1.5% +40% -0.8% 3.8%
Technicians -0.9% -1.0% +0.6% 0%
Administrative Support 0 0 0 0
Skilled Craft +0.2% +0.25 -0.2% -6.2%
Service Maintenance +4.9% +200% -6.4% -33%
Paraprofessional 0 0 0 +25%
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IV. ADVERSE IMPACT

A. Adverse Impact — New Hires and Promotions — Jobs Posted Internally and Externally

Note: If use of the highest selection rate in a classification (1.0) would result in an expected hiring figure of 5 or
fewer employees in any particular category, that category is deemed too small in which to make reliable adverse
impact calculations. These categories are noted with (----).

Job Category: Officials-Administrators

White American Indian Other Minority No Info
Male Female Male Female Male Female
Job Applicants 1 7 0 0 1 2 0
Total Hires 0 0 0 0 0 1
Selection Rate
Ratio to Highest Rate - - - - - -
4/5 Rule — 80% Base — — — — — —
Adverse Impact - - - - - -
No Adverse Impact is noted.
Job Category: Professionals
White American Indian Other Minority No Info
Male Female Male Female Male Female
Job Applicants 126 104 1 3 59 11 14
Total Hires 22 8 1 2 5 0
Selection Rate 17.46 7.69 8.47 ---
Ratio to Highest Rate 1.0 0.44 - - 0.49 -
4/5 Rule — 80% Base >80 <80 <80
Adverse Impact N Y N N Y N

Adverse impact is noted in this classification for nonminority females and other minority males. This adverse impact is
suspect, and likely caused by the “clumping” of female candidates in a small number of job titles.

The Department received 104 applications from nonminority females. Of the 104 applications, 47 were for two
administrative staff officer positions. The Department hired a minority female for one of the positions and an internal male
(promotion) for another. Adverse impact is noted for White females and Other Minority males. For two Administrative
Officer positions, the Department had 22 white female applications, and hired two nonminority females. Therefore 69 of the
104 applications from white females came from these 4 postings. The Department hired two nonminority females and a
minority female, but this good hiring pattern is obscured by the concentration of female applicants in just a few job titles. For
more common job titles, such as for 12 engineering position hired for in 2015, the Department had only 5 white female
applications total. If the applications for these 4 positions were removed, no adverse impact would be present.

The Department received 59 applications from other minority males. Of the 59 applications, 47 of the 59 applied for 17
Transportation Engineering positions. For the 12 Transportation Engineer | positions 18 of the 36 candidates did not get
through initial screening to be selected for an interview; 6 were not recommended for hire after their interview; and 6
withdrew their application from consideration. Of those who did made it through screening (6), the Department hired 4. For
the 5 Transportation Engineer Il positions; 2 of the 9 candidates did not get through initial screening to be selected for an
interview; 2 were not recommended for hire after their interview; and 2 withdrew their application from consideration. Of
those who did made it through screening (3), the Department hired 1. If the applications for these positions were removed,
no adverse impact would be present.

There was no hiring goal in this classification for Other Minority males and no hiring preference.
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Job Category: Technicians

_ White American Indian Other Minority No Info
Male Female Male Female Male Female
Job Applicants 95 143 3 9 39 6 51
Total Hires 14 16 0 0 3 0
Selection Rate 14.74 11.19 7.69 ---
Ratio to Highest Rate 1.0 0.76 0.52
4/5 Rule — 80% Base >80 <80 -- --- <80 -
Adverse Impact N Y N N Y N

Adverse impact is noted in this classification for nonminority females and other minority males. This adverse impact is
suspect, and likely caused by the “clumping” of female and other minority candidates in a small number of job titles.

The Department received 143 applications from nonminority females. Of the 143 applications, 41 were for two Accounting
Technician positions where the Department hired three nonminority for these positions. The Department had 78 nonminority
female applicants for the 14 Drivers License Examiner positions and 11 nonminority females were hired by the Department.
Therefore for the Technician classification 119 applicants (83%) were for 16 positions in which the Department hired 14
nonminority females (87.5%). If the applications for these positions were removed, no adverse impact would be present.

Of the remaining 24 nonminority female applicants the Department had 10 nonminority female applicants for 8 Engineering
Technician positions. Of these 10 applicants; 7 were not qualified, 1 withdrew from consideration, 1 was not recommended
for hire after an interview, and 1 was still in the screening process.

The Department received 39 applications from other minority males. Of the 39 applications, 16 were for the 14 Drivers
License Examiner positions. All 16 of these applicants did not get through the initial screening to be selected for an
interview. The Department hired 11 nonminority females (NDDOT hiring goal), 1 nonminority male veteran (ND Veterans
Preference), and 2 nonminority males for these 14 positions. The Department also had 14 other minority male applicants for
the 8 Engineering Technician positions. Of these 14 applicants; 5 failed minimum qualifications, 1 did not get through initial
screening to be selected for an interview, 1 was not recommended for hire after an interview, 3 were recommended for hire,
1 application was still in process, and 3 were hired.

There was no hiring goal in this classification for Other Minority males and no hiring preference.

Job Category: Administrative Support

White American Indian Other Minority No Info
Male Female Male Female Male Female
Job Applicants 57 239 0 9 9 13 6
Total Hires 3 15 0 0 0 0
Selection Rate 5.26 6.28
Ratio to Highest Rate 0.84 1.0
4/5 Rule — 80% Base .80 >80 -- - -—- -
Adverse Impact N N N N N N
Adverse Impact is not noted.
Job Category: Skilled Craft
White American Indian Other Minority No Info
Male Female Male Female Male Female
Job Applicants 84 4 4 0 8 0 5
Total Hires 19 0 0 0 0 0
Selection Rate 22.62%
Ratio to Highest Rate 1.0 - - - - -
4/5 Rule — 80% Base >80 ---
Adverse Impact N N N N N N




Adverse Impact is not noted.

Job Category: Service-Maintenance

White American Indian Other Minority No Info
Male Female Male Female Male Female
Job Applicants 186 10 7 0 25 1 8
Total Hires 42 0 1 0 2 0
Selection Rate 22.58 35.43 ---
Ratio to Highest Rate 0.64 - - - 1.0 -
4/5 Rule — 80% Base <80 >80
Adverse Impact Y N N N N N
Adverse Impact is noted for White males only.
Job Category: Paraprofessionals
White American Indian Other Minority No Info
Male Female Male Female Male Female
Job Applicants 1 6 0 1 0 0 1
Total Hires 0 1 0 0 0 0
Selection Rate
Ratio to Highest Rate -
4/5 Rule — 80% Base -
Adverse Impact N N N N N N

Adverse Impact is not noted.
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B. Adverse Impact - Promotions Posted Externally Only

Some time ago, the NDDOT executive team made a decision to post most jobs both
internally and externally at the same time. Division Directors and District Engineers
would receive both internal and external applicants at the same time.
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C. Adverse Impact - Terminations

Note: If a subcategory within a classification included fewer than 5 individuals, no adverse
impact computation was done in that subcategory due to inherent unreliability of such low

numbers.

Job Category: Officials-Administrators

Total White Other Minority American Indian
Male Female Male Female Male Female Male Female
Total Workforce 52 24 52 24 0 0 0 0
Total Terminations 0 3 0 3 0 0 0 0
Number Retained 52 21 52 21 0 0 0 0
Retention Rate 100.0% | 87.5% | 100.0% | 87.5% | coe- | ceeee | e | e
Ratio To Highest 1.0 0.88 1.0 0.88 - - - -
4/5 Rule — 80% Base >80 >80 >80 >80 - - - -
Adverse Impact (Y/N) N N N N N N N N
No Adverse Impact is noted.
Job Category: Professionals
Total White Other Minority American Indian
Male Female Male Female Male Female Male Female
Total Workforce 175 90 160 83 14 4 1 3
Total Terminations 9 3 8 3 1 1 0 0
Number Retained 166 87 152 80 13 4 1 3
Retention Rate 94.9% | 96.7% | 95.0% | 96.4% | 92.9% - - .
Ratio To Highest 0.98 1.0 0.98 0.99 0.96 - - -
Adverse Impact (Y/N) N N N N N N N N
No Adverse Impact is noted.
Job Category: Technicians
Total White Other Minority American Indian
Male Female Male Female Male Female Male Female
Total Workforce 135 59 126 57 5 1 4 1
Total Terminations 9 3 8 3 0 0 1 0
Number Retained 126 56 118 54 5 1 3 1
Retention Rate 93.3% 94.9% 93.7% 94.7% 100.0% | 100.0% 75.0% 100.0%
Ratio To Highest Rate | 0.94 0.95 0.94 0.95 1.0 - -- --
4/5 Rule — 80% Base >80 >90 >80 >80 >80 - -- -
Adverse Impact (Y/N) N N N N N N N N
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No Adverse Impact is noted.

Job Category: Administrative Support

Total White Other Minority American Indian
Male Female Male Female Male Female Male | Female
Total Workforce 7 69 6 67 1 1 0 1
Total Terminations 4 11 4 10 0 0 0 1
Number Retained 3 58 2 57 1 1 0 0
Retention Rate 42.9%|  84.1% 333% | 85.1%| 100.0% | 100.0%| - 0.0%
Ratio To Highest Rate 0.50 .99 0.40 1.0 - - - -
4/5 Rule — 80% Base <80 >80 <80 >80 -- -- - -
Adverse Impact (Y/N) Y N Y N N N N N
Adverse Impact is noted only for white males.
Job Category: Skilled Craft
Total White Other Minority American Indian
Male Female Male Female Male Female Male| Female
Total Workforce 373 14 363 14 2 0 8 0
Total Terminations 7 1 7 1 0 0 0 0
Number Retained 366 13 356 13 2 0 8 0
Retention Rate 98.1% | 92.9% | 98.1% | 92.9% | 100.0% | - 1000 .
Ratio To Highest 0.98 0.93 0.98 0.93 - - 1.0 --
4/5 Rule — 80% Base >80 >80 >80 >80 - - >80 -
Adverse Impact (Y/N) N N N N N N N N
No Adverse Impact is noted.
Job Category: Service-Maintenance
Total White Other Minority American Indian
Male Female Male Female Male Female Male | Female
Total Workforce 27 8 23 8 3 0 1 0
Total Terminations 9 4 9 4 0 0 0 0
Number Retained 18 4 14 4 3 0 1 0
Retention Rate 66.7% 50.0% 60.9% 50.0% | 100.0% | - 100.0%| -
Ratio To Highest 1.0 0.82 0.93 0.82 - - - -
4/5 Rule — 80% Base >80 >80 >80 >80 - - - -
Adverse Impact (Y/N) N N N N N N N N

No Adverse Impact is noted.
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D. Adverse Impact Training

Job Category: Officials-Administrators

White Other Minority American Indian
Male Female Male Female Male | Female
Employees 12/31/15 52 25 0 0 0 0
Available Training 67.53 32.47 0 0 0 0
Occurrence % 68.18% 31.82% 0 0 0 0
Training Rate 101 oo8 | | | 1
Ratio to Highest Rate 1.0 0.97
4/5 Rule — 80% Base >80 >80
Adverse Impact (Y/N) N N N N N N
No Adverse Impact is noted.
Job Category: Professionals
White Other Minority American Indian
Male Female Male Female Male | Female
Employees 12/31/15 158 82 2 3 13 4
Available Training 60.31 31.30 0.76 1.15 4.96 1.53
Occurrence % 54.76 34.09 1.22 1.71 7.0 1.22
Training Rate 0.91 1.09 -- -- 1.41 -
Ratio To Highest Rate 0.83 1.0 -- - 1.0 --
4/5 Rule — 80% Base >80 >80 -- -- >80 --
Adverse Impact (Y/N) N N N N N N
No Adverse Impact is noted.
Job Category: Technicians
White Other Minority American Indian
Male Female Male Female Male | Female
Employees 12/31/15 131 61 3 1 5 0
Available Training 64.53 30.05 1.48 0.49 2.46 --
Occurrence % 63.04 32.74 2.05 0.38 1.66 0.13
Training Rate 0.98 1.09 -- -- -- --
Ratio To Highest Rate 0.90 1.0 - - - -
4/5 Rule — 80% Base >80 >80 -- -- -- -
Adverse Impact (Y/N) N N N N N N

No Adverse Impact is noted.
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Job Category: Administrative Support

White Other Minority American Indian
Male Female Male Female Male | Female
Employees 12/31/15 5 65 0 1 1 1
Available Training 6.85 89.04 0 1.37 1.37 1.37
Occurrence % 7.65 88.99 0 0.61 0.32 2.14
1.0 -- -- -- --
Training Rate 1.12
Ratio To Highest Rate 1.0 0.89 - - - -
4/5 Rule — 80% Base >80 >80 -~ -- -- --
Adverse Impact (Y/N) N N N N N N
No Adverse Impact is noted.
Job Category: Skilled Craft
White Other Minority American Indian
Male Female Male Female Male | Female
Employees 12/31/15 361 14 9 0 2 0
Available Training 93.52 3.63 2.33 0 0.52 0
Occurrence % 91.98 5.32 2.29 -- 0.49 --
1.47 0.94 - -- --
Training Rate 0.98
Ratio To Highest Rate 0.67 1.0 0.64 - - -
4/5 Rule — 80% Base <80 >80 >80 - -- --
Adverse Impact (Y/N) Y N Y N N N

Adverse Impact is noted for White males and Native American males. However, all males were trained
at a nearly identical rate, and it appears that an abnormally high training rate for White females has
“skewed” other data. This high training rate for females is indicative of the value placed on female
workers in an overwhelmingly male classification.

Job Category: Service-Maintenance

White Other Minority American Indian

Male Female Male Female Male | Female
Employees 12/31/15 31 6 1 0 2 0
Available Training 77.5 15 2.5 0 5.0 0
Occurrence % 70.39 21.05 1.97 0 6.58 0
Training Rate 0.91 1.4 0.79 0 1.32 0
Ratio To Highest Rate 0.65 1.0 - - - -
4/5 Rule — 80% Base <80 >80 -- - -- --
Adverse Impact (Y/N) Y N N N N N

Adverse Impact is noted only for white males.
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EEO Complaints

The Department received no complaints of discrimination this year.

EEO COMPLAINTS:

0 EEO complaint of discrimination was filed during the

reporting period (calendar year

2015).
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