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INTRODUCTION

This document will serve as the 2018 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 2017 Workforce Analysis,
applicant flow, and a variety of updated statistics. It also contains goals for 2018. Some
information from 2018 is included for clarity, but the Update is intended to report EEO matters
from calendar year 2017.

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 VIl Program, including AAR Program
Workplace Investigations Program
Disadvantaged Business Enterprise (DBE) Program,
Including Supportive Services
Contractor Compliance Program
OJT Program, including Supportive Services

Labor Compliance Program, including LCPtracker


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

NDDOT Organizational Chart (Updated 9/1/2017)
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Civil Rights Division Chart (Updated 3-2017)
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Updated Policies

Policy 1.2 Equal Employment Opportunity (Updated 5-2017)

ND DEPARTMENT OF TRANSFORTATION
POLICY NUMBER: 1.1

EQUAL EMPLOYMENT OPPORTUNITY

DIVISION  Human Fesources OFIGINALDATE 9-01-1976

REVISED/EEVIEWED DATE  5-01-2017

SCOPE: Ths policy applies to all employees, applicants for employment, and all divisions,
districts, and offices of the North Dakota Department of Transportation.

POLICY

The Department Director 15 committed to and supports Equal Employment Opportunity (EEQ)
so that no employee or applicant for employment will be discrminated against because of race,
color, religion, sex, age, national crigin, mpﬂmmﬂldlsab}]lt}r genefics, sexual onentation,
political opmion or affiliation, status with regard to marriage or public assistance, or
participation in lawful activity off the Department's premises dunng non-working hours which is
not in direct conflict with the essential business-related interests of the Department.

The Department 15 commutted to an Affirmative Action Program that details the efforts, goals,
and timetables to overcome the effects of past discnmination of mincnties and women The
Affirmative Action Program is a goal-setting program with measurement and evaluation factors
similar to other major Department programs. The program assures equal opportunity in all
employment practices, mcluding, but not limited to, recrtment, placement, advertising or
solicitations for employment; traiming dunng employment or selection for traiming (ncluding
apprenticeship); rates of pay or other forms of compensation; promotions, transfers, demotions,
layoffs, or terminations; recognition or awards; or any related fimetion

The responsibility for implementing the Department’s Affirmative Action Program is assigned to
the Civil Rights Division Director. However, all management staff shares in this responsibility

and will be assigned specific tasks to assure that compliance is achieved. The responsibility for
positive affirmative action in the discharge of the Affirmative Action Program, including
performance reviews of managers and supervisors i such fimctions, will be expected of and
shared by all management staff. The performance by managers and supervisors will be
evaluated by the success of the Affirmative Action Program in the same way their performance
1s evaluated by the success of other Department programs. The Department Director believes that
successful achievement of EEQ goals will provide benefits to the Department through
comprehensive utilization and the development of underutilized human resources.

Employees and applicants for employment have the nght to file complaints alleging
discmmination with the Department. Anyone who believes that he or she has been discnminated
against should contact either the Civil Rights Division Director or any Department Affirmative
Action representative. The Civil Rights Division Director may be reached by calling 701-322-
2576 or TTY: 711 or 1-B00-366-6888.



Policy 1.1 — Title VI/Nondiscrimination and Americans with Disabilities Act (ADA)

MORTH IAKCTA DEPARTMENT OF FRANSPORTAT.GN
CRIL RISH S DIWISION

Pulicy 11 Tice ViMNondizerimination ard Crriginal Date. July 11, 204
Amesicans with Cizabiliies Act (ADA) Rewvised, Saptember 11 2017

TITLE WINONDISCRIMINATION AND ADA POLICY STATEMENT

Title W) o7 he Civil Rights Act of 1954 prohibits diserimination an the basgis of rage, color, and national
origin. Specifcally, 42 UST 7000d sales thal "No person in the United Siates zhall, an the ground of
race, codor, or nal.onal origin, be s luded from perticipation in, be dem'ed the banefits of, ar be
subjecled i discrimination urder any pregram of azivity recsiving Federal financial assistance.” In
anldition to Titk: V1, there are other Mondiserimemation statides wiich include: Section 1521a) of the
Fedaral-Aid Highway Act of 1873 (23 USC 324) (sex), Age Discrimination A of 1975 {ape) snd
Fection 204 of the Rehagiltation Act of 1973ADA of 1580 {disability). Taken togethar, these
requiremants define an seer-arching Tile Vi Nondiscriming: o 214 ADA Program. Titla ¥ and the
addilipral Nendiscitmination requirements are ayplicable to programs receiving fede saf finznsial
aesistance due to the Civil Righis Restluralion At of 1047

There &rs tvio Presidenlial Executive Crders that ptace turther amphasis Lpon the Title W protections of
raze and tatiznal origin, Executive O:ter 12858 ansuras nandizcrismitation agaitst minariy
pepulations by discouraging pregrams, policies, and activitics with disproperionately high: aro adverse
huran feakh or envirnmenial efccts on minerty and law-inzome populations. Executive Order 13155
directs recipiants of Fedaral Erancial assistance that 1o ersure compfisnce with Tite Wi they must take
reasenshis steps 12 shgure that limited English aroficiency persuns have mearihgful aceese de thair
prograrns.

|, as Directer of the Marth Dakofa Deparment of Franspertation, am personally cammiitsd ta and
suppen taking afl steps to ehsure that ne person or groups ot persons shall, on the grounds of race,
eelar, national ciigin, sex, age, disahitity, limizd English proficiaagy, or income statue, be excluded
from paricipation in, be denied the banatits of, or ba otheryize zubjected 1o distrimination uwnder any
and all prograrns, senvices, ar activies administered by MDDOT, its recisients, sub regipierts, and
cantractors,

{he NGLOT Civil Rights Division Directer is appodnted a5 Uie Title W Liaignn Officer ang apa,
Cagrdinator and i= granted the suthordty deve.op, adminisior, and monitsr the Tile
ViNohdiscrimination shd ADA Prageam as promulgaled

Forther, | sub-delagats and chatye the Division Lirectors and CHetrict Engisers with the esponsibilities
to ansure compiiance with Title YNondiscriminatian and ADA Program reguirsments in $eir respective
pragran areas.

Altyanz who baliaves that he or 54 hes besn diserminated age sl shouid eontact Rameons Berharg,
HEDOT Title WA Liaison Gffier snd ADA Coordinator, NDXOT, 608 E. Bouleyard Ave. Bismarck, ND 2
¥01-328 2578, 1T ussrs may call Relay Notth Daksta at 711 o 1-8000 3668055 (tol- firoe.

Mg S

Thames K Soma!, Director Date
Math Dakesa [Gepartment of ‘| ranspartaticn




Policy 2.1 — Title VII/EEO and Workplace Harassment Policy Statement (10-4-2017)

MORTH DAKOTA DEPARTMENT OF TRANSFORTATION
CIWIL RIGHTS DEVISICN

Polioy 2-* Tithe vl Criginal Data: July 7, 2041
Ravigad Cate. Ccnober 4, 2017

T TLEWIFEFD ANDWORKPFLACE HARASSMENT POLICY STATEMENT

|, a= Diractor of the Morth Jakota Department of Transoardation (NDDOT). am parsbnaly
cemmited o and suppor Equal Emeloymant Ooporturety (£E0D) for all peopla tegartiess of
race, polor. religion sex, age, rational origing physcal or martal disability, genetics, sexust
arizntation, patitizal opinioin or affliation, status with regard to mariage or public assistance,
o1 pericipation in lawrul sctivity off NDOT's premizes durrg nen-working hours which is
=il in dimct conflict wth the ezsential business-related inierests of NODOT. Ta thia end,
WEDDOT has comniidied o uncedaxe an affirmetive sction: pregram, ingluding goals and
fimetamies. in oréer to cversama 1he eflecls of pasl discimination of minonties aod symen.
Taa afflizt®vs action grogram is 2 goassetting program wih measurement ard avaluation
faciere similar to other ma:or NODOT programs. The program assures rgual apperunity In
all employment prachces, msluding bt nob @evted 1o sBoIUdmant, alacament, acwartising or
gaticitatians for empfoymant, tradning during employment or selection sor trafning (inciuding
apprenticeship], rases of pay ar athar farms of compensation, promoetionz, trerefars,
demaoters. layoffs, tossinations, resognition o awards or any related function.

WODOT alsn guarantees all amployees 2 right 1o work in an envicgrment free of aewgsl
antl olher harasamen based on race, colar, religer, =ex, age. national origing sexual
arientation or disabilty, Specifigally, seeoal haragsment is deliberate or repeated, unsolicited,
and unwelzeme verbal commenrts, gestures, graphic materials. or physical contacis of a
sexual nature.  Unlawdl sexuat harsasment croers when 1@se achons are made a
mandtion of empteyriant, ate pgsd a5 it bass far an emplxyrent decision sffasting the
employea. interfam with an emp.oyea's work parformarce, or crea'e an intimidating, hoatile,
ot offensive wark snvirorment. I addition, it is unlawful Farassment for any employes 1o
engage ir: any conduct or activity or o display any graphic materal thet is basad en an
ermployae g race, solor religion. s2x. ags, nationas orgin sExuar orertation a: disabifity, ar
when il s pifehgive o shows hostility or aversion toward an employee or the enployee's
smiatives fisnds. o associates it adverzely affects an emiployes's employmznt appotunities.
it unressonably interferes with At empioyes’ s Work pernrrarces of it creates an intimidating,
koslle, ar atenzive work environmenl. NODOT also protects emcloyees from sexusl and
other harassrmeat by qon-NDDOT emplopess during werking Rours.

The responeitiliy fdr imoleraving MODOT's affirmative acticn program is assigned to the
Civit Rights Givision Circctar,  Howeever, all management staff share inthis responsibility and
will be assigned specific tasks to assurs that compliance is achisved. The -eapansibility for
zzsitive aftrmatie action 101 digsharge of the affirnative action prograne, incleding
sarformance reviews of managers and supervisors it such funetions, will be exdsested of anc
shaad by all managemnent staff. The performance by manage's zro sup2nnsers will be
svaiuated by the sicckes of he afimatve action pragram in e samea way their
performanze s ava'uated by the success of other NDDOT progrems. [ believe that
suscessful achisvement of ZED gosls will provide penefis to MODO | Mrough
pomprehensive U ligation aod davelopment of undarutized Aeman sesources. Fether
adnarence t3 EEQ pelicics is cansidered in performance evaluations of all employzes of the
NDDOT,

Emplovees and apalicants for employment have the right 1o file complaints alleging
digcriminaticr with MDDOT. Anyone who believes that he or she has been discriminsted
agamst of hatassed shoold cortact sithe the Civii Rights Divigion Director at 701.325- 2576
in Bisrarsk ar any NDOOT Affmagtve Action Representalive. TTY usere may call Relay
Motk Dakola at 711 or 1-800-365-6383 (foll free). .

—_, TR o
A oy Oainber 4. 2017
I homas Sarel, Direcier Crate

Morth Dakiota Departmant of Transpariation




Policy 3.1 Disadvantaged Business Enterprise Policy Statement (8-7-2017)

NDRTH DAKCTA DEPARTMENT OF TRANSPORTATION
CIVIL RIGHTS DVISION

Policy 3+ DBE Qriginal Pate: August 1, 2014
Revisinn Dale: August 7, 2007

DISADVANTAGED BUSINESS ENTERPRISE POLICY STATEMENT (49 CFR 526.23)

The Morth Dakxota Department o Trangportatian (Deegiinenl? has ssiablished a Disadvantaged
Business Enterprise (DBE) pragram in accerdance wth regulatians af the Ll 5 Depariment of
Transpailation (US0OT), 49 GFR Pars 22 and 28 The Capartmen: receives federal francial
gesistance from USDOT. As a onnditian of receiving this assistarce, the Depatment has
BigMEd An 2ssUrence thal it complies with 49 CFR Parts 23 gnd 26.

Thes DBE reguirements of 48 CFR Parts 23 end 28 and the Depatmenta BEE program apply o
all fadeeslly-asded highway consiuetion cantracts snd to any assknments mada to
subconracters suboonsultants of sub recipients.

Title W1 of the Civil Rights Act of 1984 prohibils Jisgriminaiion on the basis of race, coer and
national arigin. Specifraily, 42 US0 2000d states thar "No persnr in the United States shall on
Hig grovnd of race, color of nationa origi, e excluded from participation :n, be denied the
benafis af, ¢f b2 subjected 0 discriminaicn undar any progeam a- activity recefing Fodaral
financia: aesistance.” in addit-on by 1dle W), there sre other Mondissrimitaacn statutes which
incfude. Seclion 162iz) of the Federal-Aid Highway Ac: of 1973 (23 UEG 3243 (o), At
Discrmination Act of 19¥5 (ags), and Saciien 504 of the Rebatifation Act of 197HADA of 1290
(gizabitlity), Takentogether, these requituments define an cyer-arching Title
YIiNcrdiseimination and ADA Program. Title vl and e additional Nondiecimination
regquirements are appficable 1o programs receiving federal financial asshstancs due to the Givil
Firhts Restgraroen Act of 1937

In regard to the BEE Program, the Department, its sub recipients, contractors, suboantractors,
conglffants, Aand subconsultants shall not discriminate an the basis of race, color, natiangl
origin, or sex. |k is Department galicy to ensure that DBEE. st dafined n 19 CFR Parls 25 and
2B, have an equa: oppo:tunity ta mceive and participae in UsDOT-assistad contraciz. liis alse
Dapartmeni policy:

e To enzura nondiscririnatian n the swara and adminfsisaticn of DOT-aseisted conracts
in the Department's highway, vansih, and aiport finencial aszistance pregrams;

*  Tocreale a lewel playing field on which DBES can coreaie faily for 120 T-assisted
contracts;

+  Toensura that the Department's DEE program is narrcwdy tailered in sscordance with
applicable law,

*  Toensura inat only firns thas fuliy meet this paet's efigibilily slandards see permited
sarzicipale as DBEs;

« 7o halp remave Batiers tothe participation of DEEE in DOT-aseisted controcis;

« Topromote the use of DOCs in all types of federaily-assisted cortracts ard progarsmer,
activities conduched by recipiznts.
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Updated Forms
SFN 51795 — External Complaints of Discrimination (10-2017)

EXTERNAL COMPLAINTS OF DISCRIMINATION

Morth Dakota Department of Transportation, Civil Rights
SFM 51785 (10-2017)

PART | - COMPLAINANT INFORMATION (Print all itemns legibly_)

MName Telephone Mumber
Mailing Address Email Address.
City State ZIP Code

PART Il - CAUSE OF DISCRIMINATION BASED ON

(Check appropriate boxfes]

Title ¥ of the Civil Rights Act of 1964 (Other Nondiscrimination Statutes/Executive Orders
[] Race [] National Crigin [] Sex [] Disabisity [] Limited English Proficiency
[] Color ] Age [ Income Status

PART Il - THE PARTICULARS ARE

Include names, dates. places, and incidents involved in the complaint.

PART IV - REMEDY SOUGHT
State the specific remedy sought to resolve the issus[s].

PART V - VERIFICATION

Complainant's Signature Diate:

NDDOT Instructions
General

1. Instructions provided within this form are not meant to be all inclusive. Any person or group(s) of
persons filing external complaints of discrimination are responsible for all procedural requirements
contained in NDDOT's External Complaints of Discrimination process.

2. Under Title VI of the Civil Rights Act of 1964 or the related statutes and regulations, no person or
groupis) of persons shall, on the grounds of race, color, national origin; or sex, age, disability, limited
English proficiency, or income status, be excluded from participation in, be denied the benefits of, or
be otherwise subjected fo discrimination under any and all programs, services, or activities
administered by the North Dakota Depariment of Transportation. Any person or group(s) of persons
who feel they have been discriminated against may file a complaint.

3. Complainants must include all required information and must meet all timeframes as defined in
NDDOT's External Complaints of Discrimination process.

Legible copies of all available pertinent documentation should be attached to this form.

L All inquiries should be directed to the Civil Rights Division, North Dakota Department of
Transportation, 608 East Boulevard Avenue, Bismarck, ND 58505-0700, Telephone (701)328-2973,
TTY 711 or (800)366-6888 (toll free).

Part |
Complete all information in this section.

11



PART II- CONTRACTOR COMPLIANCE

I. Organization and structure

A.NDDOT EEO Coordinator (External) and staff support

Gail Brown continues to be the External EEO Officer and no changes have been made to
personnel in this area since the filing of the 2017 EEO Update.

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 construction personnel on January 11, 2017. 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 electronically to all staff.

CRD Staff engaged in training this year as well:

CRD Director Ramona Bernard

DOT Workplace Policy 4/2017
USDOL Prevailing Wage Seminar 4/2017
Spring Safety Training 5/2017
Title VI Training — CRD 5/2017
Virtual Symposium — Respectful Workplace 5/2017
Virtual Symposium — Title VI 5/2017
Virtual Symposium — LGBTQ Issues 5/2017
Virtual Symposium — DBE/GFE 5/2017

Virtual Symposium — Interstate DBE Certification  5/2017

Virtual Symposium — The Road Before Us 5/2017
Title VI Training — CRD 5/2017
FHWA Webinar — New Title VI Process 6/2017
Phishing Awareness 8/2017
HCWP/Dislocated Worker Grant Seminar 8/2017

12



FHWA Civil Rights Connect — 1392
Dakota OQutright Training

Phishing Awareness (part 2)
Power of Positive Language

ND Cybersecurity Awareness

Civil Rights Admin. Paula Messmer:

Identity Theft

DOT Central Office Workspace Policy
Records Management Training

DOT Workplace Policy

Spring Safety Training

Virtual Symposium — Respectful Workplace
Virtual Symposium — Title VI

Title VI Training — CRD

FHWA Webinar

Phishing Awareness

Dakota Outright Training

Phishing Awareness (part 2)
ND Cybersecurity Awareness/Refresher

EJ Community of Practice Webinar by

Center for Environmental Excellence, AASHTO

Title VI Annual Training, | Am A Person

Civil Rights Admin. Amy Conklin

DBE Bismarck Transit Training
Small Business Webinar
DOT Workplace Policy
Spring Safety Training
13
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Virtual Symposium, Session 6 (DBE)
Virtual Symposium, Session 12 (GFE)
Title VI Training — CRD

Phishing Awareness

Phishing Awareness (part 2)

ND Cybersecurity Awareness

Bonding Workshop

Admin. Sheila Kitzan

DOT Workplace Policy
Spring Safety Training

Title VI Training — CRD

Civil Rights Admin. Gail Brown

DOT Workplace Policy

Spring Safety Training

Virtual Symposium, Respectful Workplace
Virtual Symposium, LGBTQ Issues
Virtual Symposium, Inclusive Organ.
Title VI Training — CRD

Phishing Awareness

FHWA 1391 Training

Dakota Outright Training

Women'’s Health Conference
Harassment in the Workplace
Phishing Awareness (part 2)

ND Cybersecurity Awareness
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II. Compliance procedures

The Civil Rights Division has purchased and instituted use of the Certification & Compliance
System (CCS), which became mandatory for contractors in October 2017.

CCS combines online tools for contract compliance reporting, payment tracking, applying for
DBE Certification, and submitting electronic certified payrolls. Contractors will submit
documents and information supporting their Good Faith Efforts after bid openings and will
submit all required certified payroll through the system. Contractors/vendors and the
Department will be able to communicate with each other easily through the system. The
system is based on a partnership between B2Gnow Certification & Compliance System and
LCPtracker, a certified payroll tracking firm. Both are national firms that supply business to
government online data services.

In 2017, over 80% of payrolls were filed using LCPtracker, allowing the NDDOT to track
most workers onsite by sex and race/ethnicity and to accurately identify percentages of
female and minority workers. This allowed for more advanced Contractor Compliance
Reviews in 2017 and this will be even more so in 2018, when use will be mandatory for
nearly all contractors. The system will also allow for easy and efficient reporting of Form
1391. During 2017, the Division offered numerous training opportunities in LCPtracker,
including seven live trainings for contractors and other live trainings for project staff and
consultant engineers.

I1l. Accomplishments

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

A. Regular project compliance review program

. Number of compliance reviews conducted 10
. Number of contractors reviewed. 10
. Number of contractors found in compliance. 10

. Number of contractors found in noncompliance.
. Number of show cause notices issued.

. Number of show cause notices rescinded.

. Number of show cause actions still unresolved
. Number of follow-up reviews conducted.

(N U1 WN| -

(ol lololo)Ne]

For 2017, NDDOT set a goal of 10 compliance reviews and did 10. For 2018, the
NDDOT sets a goal of 10 compliance reviews.

There have been no other changes in this area since the filing of the 2014-18 Plan.
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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 did not receive any direct complaints from employees of contractors in
2017. The Department learned that several contractors had pending complaints made
against them to the EEOC or a state human rights entity, but after investigation, the
Department was satisfied that the contractors in question were in compliance. The
Department learned of an additional issue — the display of a confederate flag
conspicuously on a NDDOT project, but the matter was handled informally when the
employee in question voluntarily removed the flag. The Department continued receiving
reports from a contractor placed on an ongoing Voluntary Corrective Action Plan (VCAP)
following several complaints in 2016. The Department is satisfied that the contractor in
guestion has complied with and completed the term of the VCAP. There were no other
complaints or issues in 2017.

VII. External training programs, including supportive services

B. Participation by women and minorities in construction training programs.

NDDOT had 15 trainees in skilled craft training programs during 2017, of which 6 were
nonminority females and 9 were minority males. Of the 6 females, 4 were trained as
operators, 1 was trained as a Truck Driver, and 1 was trained as a Carpenter. Of 9
minority male trainees, 5 trained as operators, 2 were trained as Concrete Finishers and
2 were trained as Carpenters. All 9 minority trainees were male. Of 9 minority males, 2
were Native American and 7 were Hispanic.

NDDOT's OJT Program does not include a training program in the laborer category. All
15 trainees completed training.

To follow is a chart of female and minority completions in the 2017 OJT Program:

Trainees Equipment Truck Carpenters Concrete
Operators Drivers Masons

Skl 4 1 1 0
Trainees
Mln_orlty Male 5 0 5 5
Trainees

Uizt 9 1 3 2

Trainees
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For 2017, the following represents all participation of females in the
contractor workforce, as reported on Forms 1391

Classification Total Women 2017 % of | Benchmark % (+) or (-)
Workforce in Women in as % Benchmark

Workforce Workforce

Officials 20 1 5%

Supervisors 41 3 7.3%

Foremen 55 0 0%
Operator 330 17 5.2% 6.9% -1.7%
Mechanic 6 0 0% 6.9% -6.9%
Truck Driver 176 6 3.4% 6.9% -3.5%
Ironworker 0 0 0% -6.9%
Carpenter 33 0 0% 6.9% -6.9%
Cement Mason 25 0 0% 6.9% -6.9%
Electrician 14 0 0% 6.9% -6.9%
Painters 2 0 0% 6.9% -6.9%
Laborer 312 64 11.5 6.9% +4.6%

%
Apprentices (not 17 0 0% 6.9% 6.9%

0oJT)

TOTALS 1,031 91 8.8 6.9% +1.9%

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 8.8%, meeting the
benchmark goal.
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For 2017, the following represents all participation of minorities in the
contractor workforce, as reported on Forms 1391:

Classification Total Minorities 2017 % of Benchmark % (+) or (-)
Workforce in Minorities in as % Benchmark
Workforc Workforce
e

Officials 20 0 0%

Supervisors 41 0 0%

Foremen 55 1 1.8%
Operator 330 33 10% 4.4% +5.6%
Mechanic 6 0 0% 4.4% -4.4%
Truck Driver 176 24 13.6% 4.4% +9.2%
Ironworker 0 0 0% 4.4% -4.4%
Carpenter 33 9 27% 4.4% +22.6%
Cement Mason 25 12 48% 4.4% +43.6%
Electrician 14 0 0% 4.4% -4.4%
Painters 2 0 0% 4.4% -4.4%
Laborer 312 64 20.5% 4.4% +16.1%
Apprentices (not 17 2 11.8% 4.4% +7.4%

0oJT)

TOTALS 1,031 145 14% 4.4% +9.6%
or lower or more

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. Minority participation
met the benchmark goal in most categories and met the goal overall.
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VIII. Disadvantaged Business Enterprise Program (DBE)

Goal-setting for disadvantaged business enterprises (DBESs) with capabilities in the
transportation industry is required by 49 Code of Federal Regulations Part 26. The following
goals are applicable for the 2018 federal fiscal year (October 1, 2017 through September 30,
2018).

2018-2020 FEDERAL HIGHWAY ADMINISTRATION DBE GOAL: 4.91 Percent

This goal represents the percentage of work to be accomplished by DBE prime contractors,
subcontractors, consultants, vendors, and material suppliers on federal-aid transportation
projects.

NDDOT'’s FHWA 2018-2020 Goal Setting Methodology is posted on the Department’s website

at: https://www.dot.nd.gov/divisions/civilrights/dbeprogram.htm#dbe-annual-goals-statistics

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?

FHWA Sub Recipients

Currently, 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, if applicable.

Additionally, NDDOT has developed a process to conduct Title VI reviews of sub
recipients (Metropolitan 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 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. For pre-award, the
Title VI sub recipient is required to submit their signed Title VI Assurances
document, signed Title VI/Nondiscrimination and ADA Policy Statement, and the
sub recipient Title VI Checklist. The Title VI Specialist reviews these documents
for the pre-award compliance review.

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
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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/Nondiscrimination and 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, 2017 and December 31, 2017, NDDOT
had one division and no districts with sub recipients.

Local Government Division had a total of four sub recipients for federal highway
funds. These four sub recipients are the same every year. We have audited all of
them previously so we know they have a Title VI/Nondiscrimination and ADA
Program. New sub recipients or sub recipients from past years require the pre-
award compliance review.

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 Grand Forks-East Grand Forks Metropolitan Planning Organization (GF-EGF
MPO), who also receive FTA funds. 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 findings with recommendations made as follows:

Section Il, Item 1 FTA Circular 4702.1B Requirements

e FINDING:
As part of the FTA Circular there are a number of items that MPOs must

include in their Title VI plan. Namely these items are a demographic
profile, mobility needs identification, demographic funding distribution
maps and identification of disparate impacts. The MPO responded that
these items have been completed, but they noted them as being in the EJ
Manual and the IPI document. Per the Circular, these items must also be
included in the MPQO'’s Title VI plan.

RECOMMENDED CORRECTIVE ACTION:
The MPO needs to update their Title VI plan with the appropriate
documentation as noted by the FTA Circular.
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These recommendations have been implemented.

OTHER FINDINGS

MPO Title VI Website Information

e FINDING:
The MPQ'’s website does not contain fully executed Title VI
documentation. All of the Title VI documents on the website are currently
unsigned.

RECOMMENDED CORRECTIVE ACTION:
The MPO needs to make sure all documentation related to Title VI on
their website are officially signed copies of the documents.

The Title VI criteria has been modified to prevent the repeated review in subsequent
years of subrecipients for which prior reviews have not revealed deficiencies. The
exact wording is as follows:

1. NDDOT sub recipients

a) All sub recipients will complete a pre-award Sub Recipient
Audit Checklist.

b) Sub recipients shall be randomly selected for review in the
year in which the project is constructed. Ten percent of the
available pool or a minimum of one review will be conducted
in the year the project is constructed. If a sub recipient is
selected in subsequent years, provided no deficiencies were
identified in the previous audit, a new sub recipient will be
selected for review.

If deficiencies are found during the review, the sub recipient shall
be reviewed the following year

ADDITIONAL SUB RECIPIENT REVIEWS — FTA Reviews-Transit Agencies

FTA Circular 4702.1B Requirements

Local Government, Transit Section, is required to audit 10% or a minimum of three of
Transit Providers that receive 5311 federal funds. Four transit providers were audited.
These reviews were conducted on Walsh County Transportation, Nutrition
United/Rolette County Transportation, Fargo Metro Area Transit, and South Central
Adult Services.

There were findings with recommendations made as follows:

Nutrition United/Rolette County Transportation

e Minor modifications due 9/30/17

Fargo Metro Area Transit
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e Minor modifications due 9/30/17

These recommendations have been implemented.
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PART II - NDDOT INTERNAL EEO

L.

ORGANIZATION AND STRUCTURE

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

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

Educational Grant Program:

The Department had two participants in the Program graduate in 2017. One, a
nonminority female, declined an offer of employment in 2016. The second, a
nonminority male, declined an offer in late 2017.

TRAC Program

Administration of the TRAC Program was assumed by Jennifer Einreim, a Professional
Engineer in the Design Division. The program is funded for $160,000.00 for the
biennium. In 2017, the program visited schools in Dickinson, Fargo, Bismarck and
Edgeley. Staff did 3 teacher trainings, and had attendance from all over North Dakota.
high school and middle school students. In 2017, a new pilot project (VISION 2030) was
begun for students to envision, present, and propose the future city they would like to
see. Ms. Einreim received the Governor’s Award in recognition for her work on lifelong
learning for the Vision 2030 project. (This award will be covered in the 2018 Report at
length.)

Recruiter: The NDDOT Recruiter resigned from his position in November of 2017 and
the Department hired a new Recruiter, Denise Osmond, in December 2017. While Ms.
Osmond took actions in community outreach and participation of in local fairs and
events, this occurred in 2018 and will be part of a report for the 2018 calendar year. The
prior recruiter engaged in a pattern of participation in local fairs and outreach to local
educational institutions similar to that reported in the calendar year 2016 report (filed in
2017). No other changes are noted since the previous Update.

Training Opportunities with Tribal Colleges: The NDDOT continues to pursue
relationships with both Turtle Mountain Community College and United Tribes Technical
College. Despite repeated efforts, this has not resulted in collaborative training program
with the NDDOT. Further outreach efforts in the future are expected.
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C. Progress on Action items from the 2014 EEO/AA Plan

Transportation Institute (NSTI) Program.

Proposed Action:

The Department will provide support to the first National Summer Transportation Institute
in North Dakota in July of 2017. It is hoped that the program will be a success and that
this will lead to expansion and increased funding in the years to come.

Result: The Department supported the SOW filed by the Engineering faculty at the
University of North Dakota, and the Program received $20,000.00 in federal funding from
FHWA. Subsequently, the organizers reported that they were unable to secure the 15
applications to attend necessary to support the program, and intended to cancel.

Further Proposed Action: The Department will support any further applications for the
National Summer Transportation Institute and will be more “hands on” in assisting in the
recruitment of attendees through the TRAC program or otherwise.

IL MARKET AND WORKFORCE ANALYSIS

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%
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B.

NDDOT Workforce
12/31/2017

FEMALE

NDDOT Workforce, by Race and Sex

EEO-4 Category

Admin Support
Officials/Admin
Professionals
Service/Maintenance
Skilled Craft
Technicians

Paraprofessionals
Total

AMIND OTHER WHITE

4

64
25
81
7
15

51

4

25

FEMALE
Total

MALE

AMIND OTHER WHITE

6
53

33

Grand
Total




Note: Where Underutilization is less than 1 whole person, no hiring goal will be set, such that a notation of

NDDOT 2016 WORKFORCE UTILIZATION

Total MALES FEMALES
Job Category Work Non American Other Non American Other
Force minority Indian Minority minority Indian Minority
Officials-Administrators
# Workforce 78 53 0 0 25 0 0
% in Category 67.9% 0.00% 0.00% 32% 0.00% 0.0%
% of Availability 0.6% 0.56% 16.5% 0.7% 0.11%
% Utilization ---- -0.6% -0.56% | +15.5% -0.7% -0.11%
Significantly Underutlé;z/('a\g N N N N N
# Needed to Reach Parity <1 <1 0 <1 <1

Professionals

# Workforce 244 146 2 9 81 3 3
% in Category 60% 0.8% 4% 33.0% 1.23% 1.23%
% of Availability 1.0% 1.5% 23.0% 1.6% .9%
% Utilization -0.2% +2.5% +9.0% -0.37% +0.3%
Significantly Underutilized
(YIN) N N N N N
# Needed to Reach Parity <1 0 0 <1 0
Technicians
# Workforce| 184 121 2 7 51 1 2
% in Category 65.8% 1.1% 4% 28% 0.5% 1.1%
% of Availability 0.4% 15 34% 0.1% 0.06%
% Utilization +0.7% +2.5% -6.0% +0.4% +1.04%
Significantly Underutilized
(YIN) N N Y N N
# Needed to Reach Parity 0 0 11 0 0

Administrative Support

# Workforce 76 6 0 1 64 1 4
% in Category 7.9% 0.00% 2.6 84% 1.3% 5.3%
% of Availability - 0.04% 0.04% 90.0% 1.6% 1.30%
-% Utilization -0.04% | +2.56% -6.0% -0.3% +4%
Y N N Y N N
# Needed to Reach Parity <1 0 1 <1 0
|
Skilled Craft
# Workforce 374 349 7 3 15 0 0
% in Category 93.0% 1.9% 0.8% 4% 0.00% 0.00%
% of Availability - 2.20% 0.3% 2.1% 0.06% 0.05%
% Utilization -0.3% +0.5% +1.9% -0.06% -0.05%
Significantly Underutlzle/?\ld) N N N N N
# Needed to Reach Parity <1 0 0 <1 <1
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Service-Maintenance

# Workforce 44 33 3 1 7 0 0

% in Category 75% 7% 2.3% 16% 0.00% 0.00%

% of Availability 6% 6.3% 13.7% 0.5% 0.5%

% Utilization +1% -4% +2.3% -0.5% -0.5%
Significantly Underutlg(z;;z\lo; N v N N N
# Needed to Reach Parity 0 1 0 <1 <1

“<1” in the above chart will not result in the setting of a hiring goal.

o

NDDOT Workforce Utilization and Analysis

NDDOT 2017 UTILIZATION SUMMARY

Occupational Available in Labor Market Present in NDDOT(12/31/2017) 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-
Administrators .60 | .70 | .56 | .11 | 16.5 | 0.00 | 0.00 | 0.00 | 0.00| 31 -0.6 | -0.7 | -0.56 | -0.11| 14.5 0 0 0 0 0
Professionals | 10 | 1.3 | 15 | 09| 230| 08 | 1.6 | 40 | 1.2| 33 |-02|-03| 25 | 03] 9.0 0 0 0 0 0
Technicians | 64 | 91 | 15 |006|340| 1.1 | 05| 40 | 21| 28 |.07| 04| 25 |104| 60| 0 | 0| 0 | 0 | 12
ggggﬁ"a‘t"’e 004 | 16 | .004| 1.3 |90 | 0 | 13| 26 | 53| 84 [-004/-03|256|40|-60| 0 | 0| 0| 0| O
Skilled Craft | 55 | 05 | 3 | .05 | 21 | 1.9 |0.00| 08 |000| 40 |-03[-0.06] 05 005 29| 0 | 0o | 0 | 0| O
Service-
Maintenance 60 | 05| 63 | 05| 137 | 7.0 0 2.3 0 16 10| 40| 23 | -05| 23 0 0 1 0 0

I11. 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 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 (31%) far exceeds the parity

figure (16.5%). 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 (33%) far
exceeds the parity figure (23%). No hiring goals will be set for nonminority females. The
percentage of Other Minority males employed at the NDDOT (4%) far exceeds the market
estimate (1.5%). Other Minority females also exceed parity (.9%) at 1.2%. Other groups are
just below parity, but less than a whole worker. No hiring goals will be set for the Professional
Classification.

C. Technicians

The percentage of nonminority females in the NDDOT technician workforce (28%) is below the
parity figure (34%). The NDDOT is underutilized by 11 nonminority females in the Technicians
classification. This category remains the only significant underutilization in the NDDOT. The
underutilization in the category centers on engineering techs, who make up 60% of the
Technicians classification at the NDDOT. Despite the best efforts of management, the NDDOT
has few nonminority female applicants for engineering tech positions. The data from the 2010
Census, available only for engineering techs as a whole, and not for civil engineering techs in
particular, would predict that 1 in 5 (20%) applicants would be female. In fact, female applicants
make up about 8% of applications. (See Note below.) The percentages of American Indian
males, American Indian females, Other Minority males and Other Minority females are above

parity.

The NDDOT has formed a working group to address the issue of hiring goals in the Technicians
classification. This working group will include the Director of CRD, the Assist. Director of HRD,
the Title VII Program Administrator, the NDDOT HR Recruiter, and a manager with Construction
Services responsible for the hiring of several engineering tech positions each year. Engineering
Techs within Construction Management Division. This group has met and has begun examining
data to determine whether the hiring goals are legitimate and to formulate strategies to recruit
more female applicants for tech positions. The recommendations of this group will be included
in the 5 year AA/EEO plan to be filed in 2019. In the interim, the NDDOT continues to
implement hiring goals for all open technician positions.

D. Administrative Support

The percentage of nonminority females in the NDDOT administrative support classification
(84%) is mildly below parity (90%). However, this is due to the recent hiring of males and
minority females in a category dominated by nonminority females. For this reason, the
Department will not set a goal. The percentage of American Indian females (1.3%) is slightly
below the parity figure (1.6%), but this falls below the whole person standard and is not
statistically significant. Both Other Minority males and Other Minority females greatly exceed
the parity figure. Native American males are .04% underutilized, but this result is not significant
enough to set a hiring goal. The NDDOT is not significantly underutilized in the Administrative
Support classification and no hiring goal will be set.
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E. Skilled Craft

The percentage of nonminority females in the NDDOT skilled craft workforce (4%) exceeds
parity (2.1%). American Indian males (1.9%) are not underutilized. Other Minority males (0.8%)
exceed parity (0.3%). 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 (16%) is
above the parity figure (13.7%). American Indian females and Other Minority females are not
significantly underutilized. American Indian males are 7% of the NDDOT service maintenance
workforce, while parity is at 6%. Other Minority males are 2.3% in the Service Maintenance
workforce with a parity of 5.7%, which indicates significant underutilization. A hiring goal of 1
Other Minority male worker will be set.
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Modified Five-year (2014-2018) Hiring Goals for Minorities and Women:

Occupational 2014 2015 2016 2017 2018
Classifications
Amer. Other |y hite Amer. Other | \whitel ~ Amer. | Other | White|  Amer. Other| Whitd Amer.| Other | White
Indian Min Indian Min Indian | min Indian Min Indian Min
Sex MIFIMIF[ 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 I I R T - I .
Professionals 1 1| = | = - = 21 =l =| = -1 1
Technicians = =] == 2 S N S Y B R Y I 2 -l - 2 - = *2
Admin - - - . .
Support - I - - oL ; B -
Skilled Craft U === =] -] =~ - -~ |- [ T R B T R (R
Service-Maintenance | 1| | 1 - = A = g = 1l | - R T A | i N

*The NDDOT will continue to conduct a review of the availability of female engineering technicians throughout 2017, since the data
used to project workforce availability are very different from female applicant flow for these positions.
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A. PROGRESS ON MINORITY AND FEMALE HIRING GOALS

Occupational Employment Figures Employment Figures .
Group 1-1-17 1-1-18 Crln @ bese
American Other ) American Other )
Indian Minority White Indian Minority White | Al White
Minorities| Female

Total | Male | Female | Male | Female| Female| Total Male | Female| Male | Female| Female
Officials- 77| o 0 0 o | 23| 78 | o 0 0 0 25 0 o7
Administrators
Professionals | 551 | 2 4 13| 4 | 81| 24| 2 | 3 9 3 81 6 0
Technicians 192 | 1 1 6 1 | 56 | 18| 2| 1 7 2 51 +3 5
Administrative | 26| 1 1| 3 | 67| 76 | 0] 1 1 4 | 64 +1 3
Support
+++++

386 9 0 3 0 15 374 7 0 3 0 15 -2 0
‘Skilled Craft
Service-
Maintenance 3B | 2 0 1 0 8 44 | 3 0 1 0 7 +1 -1
Paraprofessio
nal 4 0 0 0 0 4 4 0 0 0 0 4 0 0
Net Gail or Loss -5 -7

Minorities Females

Occupational Group

+/- % of Total

+/- % Increase in #

+/- % of Total

+/- % Increase in

Classification of Workers Classification # of Workers

Officials/Administrators 0 0 +2% +8.7%
Professionals -1.8% -21% 0% 0%
Technicians +2.7% +33% -1.0% -9%

Administrative Support +1.1% +20% -4% -4.5%
Skilled Craft -0.7% -25% 0% 0%

Service Maintenance +0.5% +33% -6.9% -12.5%
Paraprofessional 0 0 0 0%
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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 3 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
Male Female Male Female Male Female Info
Job Applicants 63 7 0 1 5 0 16
Total Hires 10 3 0 0 0 0
Selection Rate 15.9% 42% -—- -—-
Ratio to Highest Rate .38 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: Professionals
White American Indian Other Minority No
Male Female Male Female Male Female Info
Job Applicants 118 94 0 1 24 3 22
Total Hires 18 11 0 0 1 0
Selection Rate 15% 12% 4%
Ratio to Highest Rate 1.0 .80 — — .27 ---
4/5 Rule — 80% Base >80 80 <80
Adverse Impact N N N N Y N
Adverse impact is noted for other minority males.
Job Category: Technicians
White American Indian Other Minority No
Male Female Male Female Male Female Info
Job Applicants 20 157 3 1 26 9 5
Total Hires 10 7 0 0 2 0
Selection Rate 11.1 4.5 -
Ratio to Highest Rate 1.0 40 —-
4/5 Rule — 80% Base >80 <80 -- - S -
Adverse Impact N Y N N N N

Adverse impact is noted for white females.
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Job Category: Administrative Support

White American Indian Other Minority No Info
Male Female Male Female Male Female
Job Applicants 36 265 0 6 3 10 0
Total Hires 2 7 0 0 0 1
Selection Rate 2.7%
Ratio to Highest Rate 1.0 —
4/5 Rule — 80% Base >80 ---
Adverse Impact N N N N N N
No Adverse Impact is noted.
Category: Skilled Craft
White American Indian Other Minority No Info
Male Female Male Female Male Female
Job Applicants 202 7 14 1 6 0 1
Total Hires 56 2 1 0 2 0
Selection Rate 27% 28.6% --- ---
Ratio to Highest Rate 94 1.0 —
4/5 Rule — 80% Base >80 >80 ---
Adverse Impact N N N N N N
No Adverse Impact is noted.
Job Category: Service-Maintenance
White American Indian Other Minority No Info
Male Female Male Female Male Female
Job Applicants 73 5 5 0 4 0 5
Total Hires 17 0 1 0 1 0
Selection Rate 23% --- -—-- ---
Ratio to Highest Rate 1.0
4/5 Rule — 80% Base >80 -—-- -
Adverse Impact N N N N N N

No Adverse Impact is noted.

Job Category: Paraprofessionals

No Adverse Impact is noted.

(4 employees - no hiring)




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

White American Indian Other Minority
Male Female Male Female Male Female

Total Workforce 53 25 0 0 0 0
Total Terminations 7 3 0 0 0 0
Number Retained 46 22 -- -- -- --
Retention Rate 87% 88% -

Ratio To Highest 99 1.0 - - - -
4/5 Rule — 80% Base >80 >80 -- -- - --
Adverse Impact N N N N N N

No Adverse Impact is noted.
Job Category: Professionals
White American Indian Other Minority
Male Female Male | Female Male | Female

Total Workforce 146 81 2 3 9 3
Total Terminations 9 6 0 1 4 1
Number Retained 137 75 5
Retention Rate 94% 93% 56%

Ratio To Highest 98 1.0 - - 56 —
4/5 Rule — 80% >80 >80 - -- <80 --
Adverse Impact N N N N Y N

Adverse Impact is noted other minority males, which may be of limited reliability given the
small size of this category.

Job Category: Technicians

White American Indian Other Minority
Male Female Male Female Male Female

Total Workforce 121 51 2 1 7 2
Total Terminations 5 10 0 0 1 0
Number Retained 116 41 6
Retention Rate 95% 80.3% -- -- 86%

Ratio To Highest 1.0 .80 - - 86 -
4/5 Rule — 80% Base >80 >80 - - >80 -
Adverse Impact N N N N N N

No Adverse Impact is noted.
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Job Category: Skilled Craft

White American Indian Other Minority
Male Female Male Female Male Female

Total Workforce 349 15 7 0 3 0
Total Terminations 36 1 3 0 1 0
Number Retained 313 14 4 -- - -
Retention Rate 90% 93% 57% -

Ratio To Highest .90 1.0 .57

4/5 Rule — 80% Base >80 >80 <80 - - -
Adverse Impact N N Y N N N

Adverse Impact is noted for American Indian males, which may of limited reliability, given

the small size of this category.

Job Category: Administrative Support

White American Indian Other Minority
Male Female Male Female Male Female

Total Workforce 6 64 0 1 1 4
Total Terminations 0 3 0 0 0 0
Number Retained 6 61 0 1 1 4
Retention Rate 100% 95% - - -

Ratio To Highest 1.0 95 - - - -
4/5 Rule — 80% Base >80 >80 - - - -
Adverse Impact N N N N N N

No Adverse Impact is noted.

Job Category: Service-Maintenance

White American Indian Other Minority
Male Female Male Female Male Female

Total Workforce 37 7 3 0 1 0
Total Terminations 7 0 1 0 1 0
Number Retained 30 7 2 0 0 0
Retention Rate 81% 100% -- -- --

Ratio To Highest 81 1.0 - - - -
4/5 Rule — 80% Base >80 >80 - -- - --
Adverse Impact N N N N N N

No Adverse Impact is noted.
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D. Adverse Impact - Training

Job Category: Officials-Administrators

White American Indian Other Minority
Male Female Male Female Male Female
Employees 12/31/2017 53 25 0 0 0 0
Available Training 67.95% 32.05% 0% 0% 0% 0%
Occurrence % 58.99% 41.01% 0% 0% 0% 0%
Training Rate 87 1.28 - - - -
Ratio to Highest Rate 0.68 1.0 — — — —
4/5 Rule — 80% Base <80 >80 --- - --- ---
Adverse Impact (Y/N) Y N N N N N
Adverse Impact is noted for white males only.
Job Category: Professionals
White American Indian Other Minority
Male Female Male Female Male Female
Employees 12/31/2017 146 81 2 3 9 3
Available Training 59.84% 33.2% 0.82% 1.23% 3.69% 1.23%
Occurrence % 57.15% 34.35% 4.6%
Training Rate 0.96 1.03 1.25
Ratio To Highest Rate 96 1.0 - - — -
4/5 Rule — 80% Base >80 >80 -- - - --
IAdverse Impact (Y/N) Y N N N N N

The figure for Other Minority males is treated as an outlier, since it is from a small sample and is very
high. No Adverse Impact is noted.

Job Category: Technicians

White American Indian Other Minority
Male Female Male Female Male Female
Employees 12/31/15 121 51 2 1 7 2
Available Training 65.76% 27.72% 1.09% 0.54% 3.80% 1.09%
Occurrence % 69.16% 23.71% 1.05% 0.47% 4.79% 0.82%
Training Rate 1.05 0.86 0.96 0.87 1.26 0.75
Ratio To Highest Rate 1.0 0.82 - - - -
4/5 Rule — 80% Base >80 >80 -- - - --
IAdverse Impact (Y/N) N N N N N N

The figure for Other Minority males is treated as an outlier since it is from a small sample and is very
high. No Adverse Impact is noted.
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Job Category: Administrative Support

White American Indian Other Minority

Male Female Male Female Male Female
Employees 12/31/15 6 64 0 1 1 4
Available Training 7.89% 84.21% 0% 1.32% 1.32% 5.26%
Occurrence % 8.81% 82.12% 0% 1.04% 1.30% 6.74%
Training Rate 1.12 0.98
Ratio To Highest Rate 1.0 0.88 - - - -
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
Male Female

American Indian

Other Minority

Male Female Male Female

Employees 12/31/16 349 15 7 0 3 0
Available Training 93.32% 4.01% 1.87% 0% 0.80% 0%
Occurrence % 92.34% 5.11% 1.76% 0% 0.79% 0%
Training Rate 0.99 1.27 0.97

Ratio To Highest Rate 0.78 1.0 0.76 -- - --
4/5 Rule — 80% Base <80 >80 <80 - -- -
IAdverse Impact (Y/N) Y N Y N N N

Very mild Adverse Impact is noted for white males and American Indian males as compared to

nonminority females. This is best explained by very high training rates for females in this classification,
which skewed the numbers.

Job Category: Service-Maintenance

White American Indian Other Minority
Male Female Male Female Male Female
Employees 12/31/16 33 7 3 0 1 0
Available Training 75% 15.91% 6.82% 0% 2.27% 0%
Training Rate 0.98 0.88
Ratio To Highest Rate 1.0 0.90 - - - -
4/5 Rule — 80% Base >80 >80 - - -- -
IAdverse Impact (Y/N) N N N N N N

No Adverse Impact is noted.
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EEO Complaints

The Department received 3 complaints of discrimination in 2017.

EEO COMPLAINTS:

_3 EEO complaints of discrimination was filed during the reporting period (calendar year 2017).
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Gender | NDDOT | HRMS/OMB EEOC NDDOL S g S| 2 235
S & E Status/ Investigating
# | Issue | Race M/F MM/DD/YY | MM/DD/YY | MM/DD/YY | MM/DD/YY e a Comments Entity
1
2
3
4
Selection Promotion Work Assignment W - White Al - American Indian
ISSUE: Discipline Removal Job Classification RACE: B - Black API - Asian/Pacific Islander
Harassment  Other: H - Hispanic 2+ - 2 or More
STATUS/COMMENTS:

Position Statement Submitted to NDDOL

Closed; No Discrimination Found

Under Conciliation

Position Statement Submitted to HRMS/OMB

Position Statement Submitted to EEOC

Complainant Withdrew Complaint

Under Investigation

COMMENTS: A description of these 3 complaints will be sent under separate cover
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