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I .. STATEMENT OF POLICY 

The Metropolitan Council hereby reaffirms its policy of providing equal 
opportunity in: employment; citizen participation in program planning; the 
provision of services to the public; economic opportunities; and participation 
in, and receipt of benefits derived from federally funded programs. The 
Council will comply with current applicable federal and state statutes and 
regulations and local ordinances in implementing this policy. 

No person or organization shall, on the basis of race, color, creed, religion, 
national origin, sex, marital status, status with regard to public assistance, 
disability, age, or political affiliation be excluded from participation in, be 
deprived of the benefits of, or be subjected to discrimination by the 
Metropolitan Council. • 

The Council shall continue its affirmative action efforts to ensure equal 
opportunity in employment, citizen participation in program planning, business 
opportunities afforded by the provision of goods or services to the Council, 
and participation in federally funded programs. 

Gerald Isaacs 
Chairman 
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PLAN DISSEMINATION 

Dissemination of the Council's equal opportunity policy is essential to 
implementation of the program. The policy will be corrrnunicated both internally 
and externally as follows. 

Internal 

1. The policy statement will be prominently placed on all common employee 
bulletin boards. 

2. Copies of the Affirmative Action Plan will be available to all 
employees at any time from the equal opportunity and personnel offices. 

3. The Affirmative Action Plan will be kept on file in the Council 
library. 

4. Personnel policy documents will include the plan. 

5. The employee newsletter will announce the adoption by the Council of 
the plan. 

6. The equal opportunity coordinator will meet with department directors 
to explain and discuss the plan at least annually. 

7. Department directors will review the plan with division directors and 
management personnel reporting to them. 

8. Each manager and supervisor will be responsible for reviewing the 
plan with employees under their supervision. 

9. New employee orientation sessions conducted by the Personnel Depart­
ment will include information about the policy and plan. 

10. The equal opportunity coordinator will serve as an information 
resource on the plan to all employees. 

11. The Council will maintai~ a position that a nondiscrimination clause 
will be included in any labor agreement. 

12. News items pertaining to equal opportunity and affirmative action wi11 
be included in employee newsletters, posted on bulletin boards and 
circulated to department directors, as appropriate. 

13. Quarterly progress reports will be provided to the Metropolitan 
Counc i 1 . 

External 

1. The Council's annual report to the State Legislature 11"ill include a 
report on the revised plan. 
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2. Citizen action groups, government agencies, educational institutions 
and organizations that serve as sources for recruitment for employ­
ment of protected-class members will be notified of the Council's 
equal opportunity policy and may obtain a copy of the plan upon 
request. 

3. Information regarding Council adoption of the revised plan will be 
included in appropriate Council publications. 

4. All advertisements, announcements of job openings, application forms, 
letters acknowledging receipt of applications or resumes, purchase 
orders and contracts will include an equal opportunity clause. 

5. All contractors, vendors and suppliers who currently supply goods 
and services to the Council will be informed of the Council's policy 
and plan, and of their equal opportunity obligations thereunder. 
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DESIGNATION OF RESPONSIBILITIES 

1. RESPONSIBILITIES OF THE CHAIR 

The chair of the Council has final responsibility for the success of 
the Affirmative Action Plan. The chair may delegate such authority, duties 
and responsibilities as needed to achieve the objectives in the plan. 

2. RESPONSIBILITIES OF THE EXECUTIVE DIRECTOR 

The executive director is responsible for the overall administration 
of the plan, enforcing its policy and making recommendations as necessary 
to the Council to promote programs for the achievement of equal opportunity. 

3. RESPONSIBILITIES OF THE DIRECTOR OF ADMINISTRATION 

The director of the Department of Administration is responsible for 
overseeing and providing administrative support in developing, 
implementing, and maintaining the plan. 

4. RESPONSIBILITIES OF THE MANAGEMENT STAFF 

(Department directors, division directors, program managers and 
supervisors) 

The management staff is responsible for ensuring that the Council 
meets its equal opportunity and affirmative action responsibilities by 
implementing equal opportunity policies and procedures within the work 
unit. Management staff will be evaluated on performance of equal 
opportunity responsibilities as they would any other program-related 
area. Specific responsibilities include: • 

a. Help the Council meet affirmative action goals by identifying 
problem areas, estimating staffing needs and projected vacancies, and 
setting annual employment goals for the work unit consistent with the 
Council's long-range goals and timetables. ' 

b. Answer inquiries about the plan from employees under their 
supervision. 

c. Communicate the policy and spirit of the plan to current employees 
and when interviewing candidates for job openings. 

d. Work closely with the Personnel and Equal Opportunity Offices to 
ensure fair and consistent application of employment policies. 
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e. Encourage employees, particularly members of protected classes, 
to obtain additional training and education as needed for career 
advancement and encourage them to apply for job openings for advancement 
within the Council. 

f. Consider, investigate and take appropriate action on equal 
opportunity grievances. 

g. Help the personnel manager and equal opportunity coordinator, as 
requested, to develop and implement procedures to increase the employment 
and career-advancement opportunities of protected-class members. 

h. Annually reports on progress toward meeting equal opportunity 
goals and objectives within the department. 

5. RESPONSIBILITIES OF THE EQUAL OPPORTUNITY COORDINATOR 

The equal opportunity coordinator is responsible for the ongoing 
development, implementation and maintenance of the Council's affirmative 
action plan. The duties of the coordinator are as follows: 

a. Develop and maintain data, including utilization analysis, to 
monitor and report results of the Council's equal opportunity and 
affirmative action efforts in employment. 

b. Help the management staff set short- and long-range goals and 
timetables. 

c. Provide information and recommendations, as necessary, to the 
executive director and department directors regarding Council compliance 
requirements. 

d. Develop equal opportunity program policies, goals and implementa­
tion strategies, in conjunction with the executive director and department 
directors, for recommendation to the Council. 

e. Maintain comnunication with management staff to increase 
understanding of and build commitment to the Affirmative Action Plan; 
provide advice on matters pertaining to equal opportunity and affirmative 
action, including helping resolve grievances. 

f. Serve as an information resource to all employees regarding the 
equal opportunity policy and Affirmative Action Plan, and employee rights 
and obligations under current applicable federal and state statutes and 
regulations, local ordinances and the Council's plan. 

g. Develop and maintain communication with comnunity resources, 
educational institutions, agencies and organizations to promote the 
Council's equal opportunity policy and identify additional sources of 
recruitment. 
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h. Coordinate the establishment and implementation of affirmative 
action procedures and necessary recordkeeping with the personnel manager. 

i. Serve as liaise~ between the Council and government enforcement 
agencies; gather information and prepare reports as required by such 
agencies. 

j. Obtain preliminary facts surrounding internal or external 
complaints of unlawful discrimination, refer grievances to proper appeal 
channel, and assist staff attorneys in any actions involving compliance 
agencies. 

k. Provide technical assistance to staff members as they prepare 
infonnation regarding the Council's equal opportunity compliance efforts 
for inclusion in grant applications; help internal grant coordinators 
develop procedures to monitor grantees on equal opportunity compliance. 

1. Provide direction to and coordinate activities of the staff Equal 
Opportunity Advisory Committee. 

6. RESPONSIBILITIES OF THE PERSONNEL MANAGER 

The personnel manager is responsible for administering all personnel pro­
grams of the Metropolitan Council in a manner consistent with its commitment to 
equal employment opportunity and affirmative action. The duties of the 
personnel manager include the following: 

a. Develop and recommend for Council consideration personnel policies 
and programs needed to facilitate the Council 1 s equal employment 
opportunity and affirmative action efforts. 

b. Administer personnel policies and procedures in accordance with 
current applicable federal and state statutes and regulations and local 
ordinances. 

c. Periodically review personnel policies and procedures to ensure 
legal compliance. 

d. Provide the equal opportunity coordinator with personnel system 
infonnation as needed to monitor the effectiveness of the Council 1 s equal 
employment opportunity and affirmative action efforts. 

e. Coordinate equal employment opportunity efforts with the equal 
opportunity coordinator. 

7. RESPONSIBILITIES OF ALL EMPLOYEES 

Employees are responsible for being aware of the Council 1 s equal 
opportunity policies and program. The Council requires the cooperation of all 
employees in implementing its Affirmative Action Plan and adhering to its 
poiicies. Empioyees are ·encouraged to submit suggestions for facilitating the 
Council 1 s equal opportunity and affirmative action efforts and to participate 
in equal opportunity activities. 
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8. RESPONSIBILITIES OF THE EQUAL OPPORTUNITY ADVISORY COMMITTEE 

The Equal Opportunity Advisory Committee, composed of Council employees, 
is responsible for _providing advice and assistance in the implementation of the 
Council's Affirmative Action Plan. 

As directed by the equal opportunity coordinator (EOC), the committee will 
perfonn the following functions and duties: 

a. Make recommendations to the EOC concerning the Council's equal 
opportunity policy and implementation of the ffirmative Action Plan. 

b. Serve as communication liaison with other employees to convey 
information and promote the Council 1 s Affirmative Action Plan and 
activities. 

c. Help the EOC gather information, conduct projects and develop 
specific procedures and programs to meet the Council 1 s equal opportunity 
objectives. 

d. Monitor the accomplishment of affirmative action programs and 
objectives; report results to the EOC. 

e. Determine committee objectives and priorities on a yearly basis. 

9. RESPONSIBILITIES OF LEGAL COUNSEL 

a. Provide advice and review documents submitted by the EOC for legal 
sufficiency, to ensure that the Council 1 s Affirmative Action Plan is 
consistent with current statutory and regulatory law. 

b. Provide assistance in determining whether a given situation will 
give rise to a discrimination complaint. 

c. Help management investigate alleged discriminatory acts by the 
Council and its staff in the performance of their Council-related duties. 

d. Keep abreast of current case law in the area of equal employment 
opportunity and minority business enterprise, and provide ongoing legal 
assistance to the EOC in assuring that the Council complies with applicable 
federal, state, and regulatory law. 
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PLAN OEVELOP-Mt ~T. ANO EXECUTION 

In order to meet the Council's affirmative action goals, the following 
personnel actions will be taken. 

1. RECRUITMENT 

The equal opportunity coordinator (EOC) will advise managers of the goals for 
various occup~tional categories under their supervision. 

a. EXTERNAL 

In order to increase the number of protected-class members 
applying for employment, recruitment resource lists have been 
developed. These lists are periodically updated by the equal 
opportunity coordinator and include organizations and educational 
institutions which are normally prepared to refer applicants in 
protected classes. 

All job announcements will be sent to the appropriate recruitment 
resources as well as advertised in media with a high audience among 
protected classes. Such notification will contain pertinent job 
infonnation, including: job title, department, location, work 
schedule requirements, a brief description of major duties and 
responsibilities, minimal job·-relevant requirements, starting salary 
or salary range, close of application date and name of person to 
contact. All notices or advertisements of job openings will include 
the statement: 11 An Equa 1 Opportunity Emp 1 ayer. 11 

The Council may also participate in various other programs at the 
local, regional or national levels for recruitment in job 
classifications where the annual utilization analysis has identified 
an underutilization of protected class members. The personnel 
manager, who is responsible for all recruitment programs, may request 
that the EOC and management staff help develop recruitment strategies 
and identify additional recruitment resources. Applications and 
resumes will be retained for one year to maintain a sufficient 
app 1 i cant poo 1 . 

b. INTERNAL 

Notices of job openings for all positions will be posted 
prominently on all bulletin boards to encourage employees to apply for 
positions for which they meet the minimal job-relevant requirements 
and which would provide them with job advancement and career 
opportunities. The posting period shall be not less than 10 working 
days . The EOC will also be provided with notices of all job openings 
and will be available to provide information and encouragement to 
employees seeking job advancement and career opportunities. 
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2. APPLICATION BLANKS ANO EQUAL OPPORTUNITY INFORMATION FORMS 

Application blanks will request only that information which is relevant for 
employment consideration. The application blanks currently in use have been 
reviewed and revised· in accordance with guidelines established by the Equal 
Employment Opportunity Commission. In addition to completing an application 
form, applicants will be asked to voluntarily complete an Equal Opportunity 
Information Form which requests information needed to monitor and evaluate the 
Council's affirmative action efforts. This information will not be used to 
discriminate against persons in the selection process or in subsequent 
personnel decisions, but may be used for affirmative action purposes. The 
Equal Employment Opportunity Forms will be maintained in a confidential file by 
the personnel manager. Application blanks and the Equal Employment Opportunity 
Forn1 will prominently display the statement: "An Equal Opportunity Employer" 
and will be revised periodically as needed to comply with current applicable 
federal and state statutes, and regulations and local ordinances. 
Falsification or misrepresentation of information on the application blank will 
be grounds for rejection or dismissal. 

3. JOB REQUIREMENTS 

Specific objective criteria relating to the activities, duties and 
responsibilities of a position shall be established before any recruiting is 
done. 

Minimal job requirements established by the personnel manager and 
management staff will be based on an analysis of the job and will be job­
relevant. All management personnel who participate in selection procedures and 
in making selection decisions will receive from the equal opportunity 
coordinator and personnel manager periodic information and training as 
necessary concerning the Council's equal employment opportunity obligations and 
current policy and practices. 

4. EXAMINATIONS 

Written, oral and job performance examinations, when required, will be job 
relevant. Eligibility of an applicant to take an examination will be 
determined solely on job-relevant qualifications. Standards for grading 
examinations will be uniformly applied. 

5. INTERVIEWS 

Interviews serve a dual purpose: they are a means of providing the 
applicant with information regarding the job and also of obtaining job-relevant 
information which will be considered in the selection process. Referrals of 
applicants for interviews will be based on considerations of applicants' job­
relevant qualifications and the Council 1 s affirmative action goals. Interviews 
will be structured and inquiries will be confined to areas relevant to 
employment and job performance considerations. The equal opportunity 
coordinator wi11 provide guidelines for conducting interviews in compliance 
with equal employment opportunity statutes. The personnel manager will provide 
training in structured interviewing as necessary to ensure that interviews are 
conducted in accordance with established personnel procedures. 
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6. ARREST AND CONVICTION RECORDS 

Arrest records will not be considered by the Coun~il in making employment 
decisions. Conviction records may be considered. An applicant will not be 
rejected solely on the basis of a conviction record, unless the nature, recency 
and number of offenses would make the applicant unfit for employment in the 
position open. 

7. PREVIOUS-EMPLOYMENT REFERENCE CHECKS 

Conducting previous-employment reference checks is a means of obtaining 
job-relevant information concerning an individual's past and/or present 
employment history and job performance. Previous-employment reference checks 
will be made with the written permission of the applicant and questions will be 
confined to job-relevant areas of inquiry. 

8. PROMOTION AND TRANSFER 

Promotion and transfer decisions will be based on considerations of 
applicant's job-relevant qualifications and the Council 1 s affirmative action 
goals. Internal applicants will be considered and interviewed for job openings 
for which they meet the minimal job-relevant requirements. Employees are 
informed of promotion and transfer opportunities through the posting of notices. 

9. RETAINING PROTECTED-CLASS MEMBERS 

The following efforts will be made to encourage the successful and 
continued employment of protected-class members: 

a. Follow-up meetings may be conducted by the equal opportunity 
coordinator at the request of employees who are members of protected 
classes. The purpose of such interviews is to discuss any employment 
problems which may have developed. The equal opportunity coordinator 
make recommendations to the management staff to remedy such problems. 

will 

b. Exit interviews will be conducted, at the option of the 
terminating employee, by the Personnel Office to explore reasons for 
leaving and as a means of identifying, for subsequent investigation and 
remedy, any discriminatory treatment alleged to exist. 

10. TRAINING/CAREER DEVELOPMENT 

Training opportunities provided at the expense of the Council, including 
on-the-job training and programs, seminars or conferences offered by other 
organizations, will be made available to employees based on job-performance 
needs and other job-relevant considerations, including affirmative-action 
goals. Management personnel will encourage their subordinates to enroll on 
their own time in course work and other learning opportunities which would 
provide them with knowledge and skills needed for job growth and career 
advancement. Information regarding the Council's Employee Education Plan will 
be made available to all employees by the personnel manager. 
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A knowledge and skills update questionnaire will be developed by the 
personnel manager and made available to all employees who wish to have included 
in their personnel records information regarding knowledge and skills acquired 
through education, job experier,ce or volunteer experience since their 
employment with the Council. The personnel manager may use such information in 
providing employees, at their request, with information regarding career 
advancement opportunities within the Council. Management personnel will 
encourage their employees to complete these questionaires and to seek 
infonnation about career planning. 

11. COMPENSATION--SALARY ANO FRINGE BENEF1TS 

Salaries, fringe benefits and other forms of remuneration will be provided 
on the basis of Council compensation policies that are in conformance with the 
legal obligations of employers to provide "equal pay for equal work. 11 The 
Council Compensation Plan has established a hierarchy of salary ranges for 
classes of positions that are similar with respect to duties, responsibilities 
and employment conditions. 

Guidelines for determining rate of compensation upon hire or promotion 
based on job-relevant considerations will be prepared and communicated to the 
management staff as part of the administration of the Council Compensation 
Plan. Salary increases based on performance also must be justified based on 
criteria relevant to performance and applied on a nondiscriminatory basis. 

In accordance with the Council's leave-of-absence policy as contained in 
the Personnel Code, the Council will consider pregnancy-related disabilities as 
temporary disabilities and will provide the same benefits to employees with 
pregnancy-related disabilities as those with other temporary disabilities. 
Requests for child-rearing leave may be made by female or male employees and 
will be considered in accordance with Council policies and practices regarding 
unpaid leaves of absences. 

12. DISCIPLINARY ACTION 

Disciplinary action and discharge will be for just cause and will not be 
based on race, color, creed, religion, national origin, sex, marital status, 
status with regard to public assistance, disability, age, or political 
affiliation. Records of disciplinary action will be maintained annually by the 
personnel manager and reviewed as necessary with the management staff and equal 
opportunity coordinator to ensure compliance with the Council's policy of 
nondiscrimination. 

13. LAYOFF ANO RECALL 

Layoff, where necessary, and recall will be made consiste~t with Council 
policy and based on consideration of job-relevant employee qualifications, 
business necessity, and the Council's affirmative-action goals. 
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14. LABOR AGREEMENT 

The provisions of any collective bargaining agreement will be reviewed by 
the equal opportunity coordinator, prior to Council approval, to ensure 
compliance with applicable nondiscrimination laws. 

15. PROPER CONSIDERATION OF QUALIFICATIONS 

The Council will provide for voluntary self-identification of applicants 
and employees who are handicapped, disabled veterans or veterans of the Vietnam 
era and wish to be included in the affirmative action program. 

Careful consideration will be given to the job qualifications of these 
individuals and reasonable accommodations will be made in the workplace, as 
necessary to facilitate the employment and advancement of qualified disabled 
persons or veterans. 

The Council is located in a building that has facilities for the 
handicapped. 

16. OTHER TERMS AND CONDITIONS OF EMPLOYMENT 

The establishment and administration of departmental work rules and 
practices will be nondiscriminatory. The Council may offer, where consistent 
with business needs, opportunities to work on a shared- or flexible-time 
basis. Council-sponsored recreation and social events will be available to all 
employees. Policies and practices regarding leave without pay will be 
nondiscriminatory. All other terms and conditions of employment not mentioned 
in preceding sections will be administered on a nondiscriminatory basis, and 
are subject to audit and review to ensure compliance with the Council's equal 
employment opportunity policy. Reasonable accommodation will be made to 
scheduled work to allow employees to observe religious holidays. 

17. PROGRAM EVALUATION 

A utilization analysis will be conducted annually (as of June 30 each 
year) by the equal opportunity coordinator to identify areas of under­
utilization of minorities and women and assess progress toward employment goals. 

This information will be reported to the management staff by July 31 of 
each year so that it can be taken into consideration by them during the budget 
planning process for the coming year. 

The management staff, with the assistance of the equal opportunity 
coordinator and the personnel manager, will forecast anticipated job openings 
for the coming year by job classification and occupational category. Short­
term employment goals and timetables will be established annually by Oct. 31 in 
a good-faith effort to attempt to remedy underutilization, where identified by 
the utilization analysis, of qualified minorities and women. Data collected 
for the utilization analysis, a brief report of program results and annual 
goals and timetables will be included yearly as appendices to the Council's 
Affirmative Action· Plan. 
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In addition to establishing short-term employment goals and timetables, 
the management staff, with the assistance of the personnel manager and equal 
opportunity coordinator, will forecast human resource needs on a long-range 
basis (three to five years, whenever it is feasible). Fofecasts of human 
resource needs, projected estimates of the availability of qualified minorities 
and women and long-term employment goals will also be included as appendices to 
the Council's Affirmative Action Plan. 
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MONITORING AND REPORTING 

Data and information will be developed and maintained that will provide 
for periodic analysis and evaluation of the implementation and results of the 
Council 1 s Affirmative Action Plan. The management staff and personnel manager 
will cooperate with the equal opportunity coordinator in collecting and 
compiling necessary data and information. Meetings between the management 
staff, the equal opportunity coordinator and the personnel manager will be 
conducted periodically to review evaluations of such information and to develop 
suggestions for the revision of programs and procedures as may be indicated. 
Data and information collected will include the following: 

1. RECRUITMENT SOURCES AND REFERRAL RECORDS 

Information will be maintained by the equal opportunity coordinator on all 
organizations, institutions of higher learning and media resources that may be 
useful for recruiting qualified applicants from protected classes. Annual 
records will be kept by the personnel manager on the number of applicants 
subsequently hired that were referred by each resource. This information will 
be used in planning of recruitment strategies that have the greatest potential 
for increasing the number of qualified applicants from protected classes, 
particularly in areas of und~rutilization. 

2. APPLICANT FLOW 

Data will be developed semi-annually and maintained by the equal 
opportunity coordinator to indicate, by category of · protected-class membership 
and occupation applied for, the total number of applicants (internal and 
external), those interviewed and/or tested, those offered positions, those 
hired and those rejected, in order to determine the effectiveness of the 
Council's good-faith efforts to increase the employment opportunities of 
qualified protected-class members. 

3. APPLICANT POOL 

Applications and resumes will be retained by the Personnel Department for 
one year in order to maintain a sufficient applicant pool (particularly for 
those job classifications where there is an underutilization of protected-class 
members). Records will be maintained by the equal opportunity coordinator to 
determine the effectiveness of this procedure in increasing the employment of 
qualified protected-class members, particularly in areas of underutilization. 

4. CURRENT EMPLOYEE DISTRIBUTION 

Data on the distribution of current employees by category of protected­
class membership, occupational category, department and salary range will be 
developed and maintained on a quarterly basis by the equal opportunity 
coordinator. This information 1Nill be used in analyzing the utilization of 
protected-class members, in setting goals and timetables to remedy under­
utilization, and in reporting to government agencies. 
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5. PROMOTIONS/TRANSFERS 

Data regarding promotions and transfers by category of protected-class 
membership will be maintained quarterly by the equal opportunity coordinator. 
This information will also be used in analyzing the utilization of protected­
class members and in monitoring promotion and transfer decision-making 
procedures to ensure nondiscrimination. 

6. TRAINING/CAREER DEVELOPMENT 

Records (by category of protected class) will be maintained by the 
personnel manager annually on the disbursement of tuition refunds, expenses 
paid by the Council for employee participation in training seminars and 
conferences, and employee requests for training or tuition refund which have 
been denied. These records will be reviewed annually by the equal opportunity 
coordinator to ensure the consistent and nondiscriminatory application of 
Council policies. 

7. COMPENSATION AUDIT 

The personnel manager will conduct an annual salary audit by category of 
protected class and will review results with the management staff and equal 
opportunity coordinator to ensure that the Council's pay practices are in 
conformance with the Council's Compensation Plan and nondiscrimination policies 
and with legal obligations to provide 11 equal pay for equal work. 11 The annual 
salary audit will also include an analysis of starting salaries and performance 
increases by protected class. 

All fringe-benefit programs will also be audited annually by the personnel. 
manager and reviewed with the management staff and equal opportunity 
coordinator to ensure that such programs are not discriminatory. Included in 
the audit of fringe benefits will be a review of benefits provided for 
employees with pregnancy-related disabilities. 

8. DISCIPLINARY ACTION/DISCHARGE 

Records (by category of protected class) of disciplinary action, including 
discharge, will be kept by the Personnel Manager and reviewed with the 
management staff and equal opportunity coordinator to ensure nondiscrimination. 

9. TERMINATION RECORDS 

The personnel manager will provide the equal opportunity coordinator with 
information on employee terminations by category of protected class on an 
annual basis in order to identify problems in retaining protected-class 
members. Exit-interview information will also be reviewed to provide 
information on potential employment problems. 

10. PROGRAM EVALUATION 

A utilization analysis will be conducted annuallj (by June 30 each year) 
by the equal opportunity coordinator to identify areas of underutilization of 
minorities and 1t-1omen and assess progress toward employment goals. 
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The results of the Council's good-faith efforts to increase the employment 
of qualified protected-class members will be monitored by the equal opportunity 
coordinator, who will prepare an annual report on the Council's accomplishment 
of annual employment goals within projected timetables. In addition to 
employment statistics and documentation of the Council 1 s good-faith efforts to 
meet such goa 1 s, this report wi 11 inc 1 ude a narrative out 1 i ne of the Counc i 1 1 s 
affinnative action efforts, and if goals have not been achieved an analysis of 
potential problems and suggestions for future action. This report will be 
distributed to the management staff and personnel manager by July 31 each year 
and will be used in evaluating and revising, as necessary, long-term employment 
goals. 

The equal opportunity coordinator will also provide quarterly progress 
reports to management including data on employee distribution, hiring, 
promotions and terminations by protected-class membership. 

11. GRIEVANCES ALLEGING DISCRIMINATION 

The equal opportunity coordinator will maintain files on all grievances 
filed under Section V, "Equal Opportunity Grievance Procedures." These files 
will be considered confidential and information from these files will not be 
included in application files or personnel records. 

The nature and number of grievances alleging discrimination and action 
taken to dispose of the grievances will be recorded and analyzed by the equal 
opportunity coordinator to identify problem areas. Such information may serve 
as the basis for recommended changes in Council policies or practices. 
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UTILIZATION ANALYSIS; GOALS ANO TIMETABLES 

The 1982 utilization analysis consisted of the examination of minority and 
female representation in the Metropolitan Council's work force relative to 
minority and female availability in the specific labor and recruitment area. 
From the information developed, numerical and percentage goals were set to 
achieve minority and female representation relative to availability. 

WORK FORCE ANALYSIS 

All class titles were listed by salary range within each department. All 
job incumbents were classified by race and sex. 

JOB GROUP ANALYSIS 

All classes were assigned to a job category using EEOC definitions. Class 
titles 'Here then grouped into "families" of similar job content, promotional 
opportunities and wage rates (across departmental lines where possible). All 
job incumbents were classified according to race and sex. Minority and female 
percentage representation was noted. 

Race/ethnic identification was made in accordance with definitions 
uniformly used by the EEOC and other federal and state agencies. 

AVAILABILITY ANALYSIS 

Availability of minorities and females for jobs within the Council was 
determined through an eight-factor computation. 

a. Percentage of minority oopulation or availability of women seeking 
emoloyment in the specific labor area. 

b. Percentage of minority or female unemployment in the specific 
labor area. 

c. Percentage availability of minorities or females in the total work 
force in the specific labor area. 

d. Percentage availability of minorities or females with the 
requisite skills in the specific labor area. 

e. Percentage availability of minorities or females with requisite 
sk ill s in an area in 1.'1'hich the employer can reasonably recruit. 

f. Percentage of minorities or females promotable and transferable 
within the employer's organization. 

g. Estimated percentage of training institutions in existence where 
minorities or females can receive required training for the job group. 

h. Estimated percentage of training the employer can provide to make 
the job gro~p available to minorities or females. 

Each factor was assigned a value weight between 1 and 100 percent. 
Assianed values depended upon the oroportions of the availability estimate that 
shou 1d be based on internal ly versus externally control l ed factors. 
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Each availability factor was multiplied by the assigned value to yield a 
weighted factor. The sum of the weighted factors was the availability estimate 
for the job group. 

Separate computations were done for minorities and females for each job 
group. 

Data sources applicable to each factor considered include: 

POPULATION 

Updated data from the 1970 Census for the Standard Metropolitan Statistical 
Area (SMSA) was provided by the Minnesota Department of Economic Security. 
(See Attachment A-2.) Data from this source encompasses a nine-county SMSA. To 
coincide with the seven-county jurisdiction of the Metropolitan Council and to 
avoid dilution of the minority representation, Seven-County Area conversions of 
the data, done by Council research staff, were also utilized. (See Attachment 
A-3.) 

According to the 1980 U.S. Census, all minorities were 5.2 percent of the 
total area population. No separate race/ethnic group constituted more than 2.5 
percent of the total population. 

TOTAL LABOR FORCE 

Labor force data was obtained from the Minnesota Department of Economic 
Security. 

Employment status of minorities and women in the Seven-County Area is shown 
in Attachment 4. This table is a conversion of the broader data in Attachment 
A-2, and represents 1975 estimates for the Seven-County Area. 

Among active job applicants reported for September 1979 by the Minnesota 
Department of Economic Security, 46.5 percent were female. 

REQUISITE SKILLS 

For more detailed analysis of availability, data was limited to employed 
persons in only those categories relevant to Council jobs. Computations made 
to establish availability percentages by job category are shown in Attachment 
A-5. 

Availability factors for all specific occupations were not available for 
the SMSA. For comparative analysis of professional and managerial jobs, 
nation a 1 data was used . The factors for se 1 ected occupations 1.4'ere excerpted 
from tables published by the Bureau of Labor Statistics (BLS) in Employment and 
Earnings, January, 1981. (See Attachment A-6). 

Urban and regional planners are _not included among the selected occupations 
in the BLS data. About half of all Council positions are in planning and 
planning management. For these jobs, av~ilabi~ity estimates were based on 
information reported in publications of the American Planning Association, 
.A.merican Institute of Planners and the .!lmerican Society of Planning Officials. 
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For technical and clerical jobs, employment data for the SMSA and seven­
county conversions were used consistently. 

EDUCATION AND TRAINING 

Within the Metropolitan Area, numerous institutions provide education and 
training for the types of occupations and job categories prevalent at the 
Council. Among these are colleges and universities, business schools and 
technical/vocational institutes. In addition, clerical and technical/ 
vocational preparation is readily available in secondary schools in the Area. 

Availability of minorities and women in post-secondary institutions is 
documented in reports and publications from the Higher Education Coordinating 
Board, the Minnesota Council on the Economic Status of Women, the American 
Society of Planning Officials and the Bureau of Labor Statistics. 

Education and training programs sponsored by federal and state government 
and private organizations are available also. Employment opportunities are 
made possible through programs and agencies such as CETA (Comprehensive 
Employment and Training Act), Minnesota Division of Vocational Rehabilitation, 
and H.I.R.E.D. (Helping Industry Resolve Employment Disabilities). 

Tuition reimbursement to employees is possible through the Employee 
Education Program which is included in the Council 1 s budget each year. 

Attachment A-7 indicates all data sources used in the analysis. 

UNDERUTILIZATION 

Four related terms (sometimes used interchangeably) describe utilization 
patterns: underutilization, concentration, participation and distribution. 

Data obtained through the Council work force tabulations and the availabil­
ity analysis was studied to determine the utilization patterns in the Council 
work force. (See Attachments A-8 through A-13.) 

Underutilization was identified in the sense that minorities or women were 
or were not represented on staff in numbers comparable to their availability in 
the appropriate labor market. Numerical underutilization was found to exist 
when the current number of minorities or women was less than the availability 
factor. When proportions of women or minorities were greater than suggested 
availability, concentration was noted. Participation rates and proportional 
distribution of minorities and women in organizational levels and segments were 
cbmpared with similar data for all staff. Analyses were made separately for 
minorities and women. 

MINORITIES 

Minority persons are 7.2 percent of the total staff, compared to 
approximately 5 percent of the total Area population, and 3.1 percent of the 
total Area labor force. When total minorities employed by the Council is 
compared with the total minority population in the Seven-County Area and the 
Area labor force, underutilization of minorities is not apparent. 
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Numerical underutilization exists when the basis for comparison is the 
availability of minorities by job group and category. Among "officials," for 
example, there are no minority persons. Estimated availability figures 
indicate that 3.4 percent of officials in the SMSA are minorities. 

In the "professional" category, minorities as a group are somewhat under­
utilized in comparison with Area availability. When one compares specific job 
groups in the 11 professional 11 category, underutilization is apparent. In most 
instances, however, the number of positions within the job group is too limited 
to allow for valid observation. 

Minority persons are concentrated to some extent in one department and in• 
one job group. Minority males appear to be concentrated in the middle salary 
ranges; minority females are concentrated in clerical jobs in the lower salary 
ranges. 

Minorities do not participate in all levels and segments of the organiza­
tion. However, given the small number of minority staff and the organizational 

-size and structure of the Council, it is unlikely that parity would be possible 
in all breakdowns. At present, minorities are represented in all four major 
job categories, all five departments and eight of twelve salary ranges. 

FEMALES 

Females are present on the Council · staff in similar proportion to their 
presence in the relevant job categories in the Seven-County employed labor 
force. 

More recent figures on the nation a 1 1 eve l, for "official II and 
"professional" jobs that could be recruited nationally, support a conclusion 
that women are underutilized among officials and managers and in some 
professional job families. 

In the planning area, females are slightly underutilized numerically, 
overall. They are concentrated in the lower levels and underrepresented in 
upper-level jobs. ' 

Females are concentrated in clerical and technical jobs and in entry to mid­
level professional jobs. There is also a concentration of females in the lower 
salary ranges. Concentration occurs in one department as well. Over half of 
all female officials/managers (57 percent) and professionals (53 percent) are 
in the Human Resources Department which comprises 29 percent of all staff, 24 
percent of all officials/managers and 32 percent of all professionals. 

Females are represented in all but one of 12 salary ranges, but are not 
participating equally with males in all levels. 
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GOALS ANO OBJECTIVES 

SHORT-RANGE GOALS (One Year) 

Numerical goals were established to address identified areas of under­
utilization by job category and distribution/participation patterns by depart­
ment. Because of the limited size of most job families, goals were not set for 
specific occupations or class titles. For example, underutilization of minor­
ities was found to exist in professional occupations relating to computer 
specialists. Only six filled positions exist in those occupations, however, 
and, unless terminations occur, no openings are projected in the job family. 
Therefore, no goals were targeted for these specific jobs. Should openings 
occur, affirmative action recruitment efforts should be made. All job openings 
within each category would be subject to affirmative action in meeting overall 
goals. 

The numerical goals were determined in the following manner: The average 
number of terminations for the past two years was determined for each job 
category to project possible openings by attrition. No new positions 
were projected in the 1983 budget. For each category, the number of minorities 
and females needed to maintain a projected percentage representation was 
identified. Department directors reviewed the current work force, availability 
factors and potential openings, and reached consensus on numerical goals. The 
goals are considered reasonable and attainable. The goals are also flexible. 
Should more openings than anticipated occur or should attrition be dispropor­
tionate by race or sex, efforts would be made to keep goals in line with 
projected representation of approximately 9 percent minority and 57 percent 
female, overall, and with category availability figures. By the same token, 
efforts would be made to maintain minority and female levels of representation 
should fewer new openings occur, through proportionate replacements where 
terminations occur. 

Other general objectives include balancing participation and distribution 
patterns to the extent possible and reducing concentrations of minorities and 
females when possible. 

In responding to the overall goal of increasing minority participation, 
special efforts will be made to reach minority applicants. 

Goals by job category are as follows: 

Official/Manage~ 

No new openings are projected in this category for 1983. The turnover rate 
of the past years suggests the possibility of one opening by attrition. Should 
a termination occur in a classified position in this category affirmative 
actions would be pursued toward recruitment of a female. Should further 
openings occur, efforts would be extended to increase minority participation in 
this category. 
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The goals for the official/manager category are: 

0 - Minority 

1 - Female 

Professional 

Over half of the anticipated openings in this category are projected to be 
filled by women. Efforts will be made to increase female participation in the 
particular occupations and departments where underrepresentation is shown, 
should openings occur in those areas. 

For minorities, the goal will be to increase representation to approxi­
mately 6 percent. This could be accomplished by hiring minority persons for 
about 13 percent of the anticipated openings. Again, the efforts will be made 
in the occupations and departments where minorities are underrepresented. 

The goals for the professional category are: 

2 - Minority 

8 - Female 

Technical 

Although minorities are not underrepresented in this category overall there 
is a concentration in one department. The goal then would involve increasing 
participation of minority persons with special attention to openings in those 
departments where minorities are currently underrepresented. Females are 
already overrepresented in this category. 

The goals for the technical .category are: 

1 - Minority 

0 - Female 

Clerical 

Although openings are expected in this category, no goals were set for 
females. Females are currently overrepresented in clerical jobs , and the 
objective is to reduce this concentration, if possible. Minorities are not 
underrepresented among clerical personnel. In order to increase minority 
employment overall and to have representation in all departments in as many 
categories as possible, however, a minority goal has been proposed in the 
clerical category. 

The goals for the clerical category are: 

1 - Minority 

0 - Female 
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LONG-RANGE GOALS (Four Years) 

For long-range goals, a four-year period ~as chosen, to acknowledge both 
the · need for future planning and the decreasing rate of turnover in employment 
categories. No work-force expansion is anticipated. 

By the end of 1987, it is expected that percentages of minorities and 
females will meet or exceed the present SMSA availability figures. 

The goals will be reviewed and revised annually, as long-range goals become 
short-range goals, and as more reliable availability estimates are published. 
After 1980 Census figures are released, more accurate goal setting will be 
possible. 

In the meantime, long-range goals, by job category, are: 

Official/Managers: Maintain minority representation attained 
through 1982 goal; increase female 
representation by five and minority 
representation by one. 

Professional: Increase proportions of both minorities 
and females, by adding three minority 
persons and six females. 

Technical: Maintain level of minority representation 
attained through 1982 goal; maintain present 
numbers of females. 

Clerical: Maintain level of minority representation 
attained through 1982 goal; reduce female 
overrepresentation through the hiring of 
more males. 
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·I EQUAL ECONOMIC OPPORTUNITIES 

It is Council policy to provide equal economic opportunity in the , 
procurement of all goods and services. Purchases by the Council will be made 
w;thout discrim;nation on the basis of race, color, creed, religion, national 
origin, sex, marital status, status with regard to public assistance, 
disability, age or political affiliation. In addition the Council will take 
affirmative action to increase the participation of minority business 
enterprises in the procurement of goods and services, the bidding process and 
in the receipt of contracts. Tnis will be accomplished through the 
implementation of its Minority Business Enterprise Plan. 

A minority business enterprise (MBE) is a business of which at least 50 
percent is owned and controlled by minority group persons, women, or disabled 
persons. In the case of publicly owned businesses, ownership must be 51 
percent. 

The Minority Business Enterprise Plan is found in a separate document and 
conforms to federal regulations at 49 C.F.R. 23.41(3)(iii). The plan consists 
of nine major subsections. Following is a brief narrative of those subsections: 

1. Statement of Policy. This statement of policy reaffirms the 
Council's commitment to equal economic opportunities and is signed by the 
chair of the Council as evidence of its commitment for minority business 
recruitment and utilization. 

2. Liaison Officer. The Metropolitan Council has designated a liaison 
officer who is primarily responsible for implementing and managing the MBE 
program on a day-to-day basis in an effort to recruit and utilize MBEs. 

3. Procedures to Ensure MBEs Will Have an Equitable Opportunity to 
Provide Goods and Services and Comoete for Contracts and Sub-Contracts. These 
procedures are designed to minimize bidding procedures and to maximize 
affirmative action efforts to recruit MBEs to participate in the procurement 
and contract-letting processes. 

4. MBE Directory. The Council has compiled a directo'ry of potential 
MBE contractors which the Council may use in its attempt to recruit and use 
MBEs. 

5. Opportunities for Use of Banks Owned and Controlled by Minorities or 
Women. The Council will investigate the full extent of services offered by 
banks owned and controlled by minorities or women in the Metropolitan Region 
and make the greatest feasible use of those banks. 

6. Procedures to Ascertain the Eligibility of MBEs in Joint Ventures 
Involving MBEs. This procedure is primarily designed to certify individuals 
who submit bids as MBEs. It also allows joint ventures to be permitted between 
minority businesses. 
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7. Percentage Goals for the Dollar Value of Work to be Awarded to MBEs. 
The Metropolitan Council shall set overall goals for its entire MBE program 

annually. The establishment of these goals is based on a review of contracting 
activities and consideration of the following factors: 1) the number and types 
of contracts to be awarded; and 2) the number and types of MBEs likely to be 
available to compete for contracts to provide the necessary services. 

Separate goals have been established for firms owned and controlled by 
minorities and firms owned and controlled by women. A listing of those goals 
is found in Appendix B. 

8. Contractor Identification of MBEs. The MBE plan also requires 
contractors when MBEs are utilized to identify in their proposals all efforts 
made to recruit and utilize MBEs. 

9. Reporting. The Council will prepare and submit quarterly reports 
describing act1v1t1es taken toward progress in attaining its MBE participation 
goals. 
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SEXUAL HARASSMENT POLICY 

It is the policy of the Metropolitan Council to maintain a work environment 
for its employees free of sexual harassment. The Council recognizes its duty 
to take prompt and appropriate action when it knows or should know of an 
empToyee's conduct alleged to be sexually harassing. 

DEFINITION 

Sexual harassment can be defined as, but not limited to: 

sexually motivated physical contacts, sexually derogatory statements 
and verbal sexual advances, or 

unwelcomed sexual advances, requests for sexual favors, and other 
verbal or physical conduct of a sexual nature. 

Such conduct is prohibited in the work place when: 

1. Submission to conduct is made either explicably or implicitly a term 
or condition of the individual 1 s employment. This is the classic 
example of the male boss and female employee, whereby the employer 
requests a female employee to submit to his sexual advances in order 
to gain favorable employment conditions. 

2. Submission to or rejection of such conduct by an individual is used as 
the basis for employment decisions affecting such individuals; 

3. Such conduct has the purpose or effect of substantially interfering 
with an individual's work performance or creating an intimidating, 
hostile, or offensive working environment. 

LIABILITY AND RESPONSIBILITY 

Once managers or supervisors become aware of a sexual harassment allegation, it 
is their legal duty to ir11T1ediately conduct an investigation into the matter in 
an effort to prevent reoccurrences of the alleged conduct., There is an 
obligation to act immediately; the response must be timely. 

Specifically, the Council has three duties once a supervisor/manager 
becomes aware or should have become aware that an employee was subjected to 
sexual harassment. 

1. Investigate promptly; 

2. Take anti~harassment measures; 

3. Make work place as free as reasonably possible from sexual 
harassment. 
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EVIDENCE OF SEXUAL HARASSMENT 

Sexual harassment can be demonstrated by evidence attesting to: 

1. Constructive discharge, when an employee resigns in order to escape 
intolerable working conditions caused by either physical or verbal 
sexual misconduct; 

2. Employee complaint that he/she is being subjected to derogatory sexual 
remarks and that, as a result of such conduct, the work place has 
become intimidating, hostile or intolerable. 

The Council will not allow such conduct to take place to the point where 
an employee may quit in frustration because of the Council's unresponsiveness 
to sexual harassment complaints. 
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EQUAL OPPORTUNITY GRIEVANCE PROCEDURE 

PURPOSE ANO AUTHORITY 

It is the purpose of this grievance procedure to provide an orderly, timely 
and equitable means of investigating and resolving internally, whenever 
feasible, complaints alleging unlawful discrimination. The chair of the 
Council shall be responsible for the supervision of Council employees in 
accordance with this procedure and applicable law. 

SCOPE 

This grievance procedure shall apply only to complaints by nonemployees 
alleging unlawful discriminatory action by the Council or Council employees. 
Complaints by employees alleging unlawful discrimination shall be governed by 
the Metropolitan Council Personnel Code, Section X, or Article VII of the Labor 
Agreement, as applicable. The use of this grievance procedure or the pro­
cedures specified in the Personnel Code or Labor Agreement shall not limit the 
right of an aggrieved party to file a complaint with the appropriate federal, 
state or local enforcement agency. 

DEFINITIONS 

Equal Opportunity Grievance - a complaint alleging that the Metropolitan 
Council has been or is engaged in actjon which is discriminatory under current 
applicable federal or state statutes and regulations, local ordinances, or the 
Council's Affirmative Action Plan. 

Grievant - the aggrieved party, which may be an individual, a group or an 
organization. 

GRIEVANCE PROCEDURE FOR NONEMPLOYEES (Approximately 40 working days) 

STEP 1 

The grievant shall discuss the grievance with the equal opportunity 
coordinator not later than 90 days after the date of the occurrence of the 
alleged discriminatory action. Grievances filed after this filing date shall 
not be processed under the procedures set forth herein. 

STEP 2 (20 working days) 

After discussing the grievance with the grievant, the equal opportunity 
coordinator will conduct any investigation or initiate discussions or meetings 
deemed necessary to gather relevant information and recommend action to the 
appropriate department director. The department director's decision will be 
discussed with the grievant within 15 working days from the date of the initial 
meeting between the equal opportunity coordinator and the grievant. If the 
grievance is not satisfactorily resolved, the grievant has five working days 
from the date of receipt of the department director's decision to put the 
grievance in writing and submit it to Step 3. 
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STEP 3 (20 working days) 
The grievant may submit the grievance in writing to the chair, who will 

consider the grievance and the written recommendations of the department 
director and the equal opportunity coordinator. Any discussions or investiga­
tions deemed necessary to gather additional relevant information may be 
directed by the chair, who may then elect to decide the grievance or to request 
the Council to select a hearing panel of Council members to reach a decision. 

The decision of the chair or panel of Council members will be submitted in 
writing to the grievant, the department head, and the equal opportunity 
coordinator within 20 working days after receipt of the written grievance. 
This decision shall also be placed in the equal opportunity coordinator 1 s 
grievance rile. 

The Step 3 decision constitutes the final step of the grievance procedure 
for nonemployees. If this decision is satisfactory to the grievant, the 
grievant shall sign a statement to that effect which will be included in the 
grievance file retained by the equal opportunity coordinator. If this decision 
is not satisfactory to the grievant, the grievant shall sign a statement to 
that effect and may contact a government enforcement agency. 

EXTENSION OF TIME 

All parties may agree in writing to an extension of time at any stage of 
this grievance procedure. 

RETALIATION PROHIBITED 

Any retaliatory action of any kind taken by an employee of the Council 
against the grievant(s) or any .person(s) involved in the grievance procedure is 
prohibited, and such action shall be subject to disciplinary action. 

GRIEVANCE FILES 

Grievance files or copies thereof will not be placed in the personnel 
files of any person(s) involved in processing the grievance. 
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EQUAL OPPORTUNITIES FOR CITIZEN 
PARTICIPATION IN PROGRAM PLANNING 

It is the Council 1 s policy to provide equal opportunity for citizen 
participation in program planning. The Council has citizen advisory committees 
that assist in the development of plans and the review of grant applications in 
specialized planning areas such as aging, criminal justice, health, water 
quality, transportation a~d housing. These advisory committees are composed 
of local and regional elected officials, representatives of state or regional 
agencies, and private citizens. The latter are selected in accordance with 
"open appointment" procedures adopted by the Metropolitan Council. The "open 
appointment" policy provides for the recruitment of interested citizens through 
notification of committee openings to the public in appropriate Council 
publications and advertisements- placed in local newspapers, including those 
owned by minorities. An important objective of the "open appointment" policy 
is to include effective representation of all segments of the Seven-County 
Metropolitan Area which the Council serves, including minorities, females, the 
handicapped, low-income persons and the aged. 
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Attachment A-2 
(Page 2) 

Manpower Infonnation for Affirmutivc Action Programs 

Area Covered: MINNEAFOLI.S ST. PAUL STANDARD METROPOLITAN STATISTICAL AREA . 

The geographic area covered by this statistical packet is composed of nine 
counties: Anoka, Carver, Chisago, Dakota, Hennepin, Ramsey, Scott, Washington, 
and Wright. The majority of local employers probably recruit their workers 
from within this labor market area. Ho,vever, some positions such as profes­
sionai and skilled labor may have a ouch broader recr.Jitment area. Therefore, 
in these cases, con.sideration should be given to adjacent a.~d other labor 
market area.c in setting Aifirmati ·re Action Program (A.AP) goals. 

Description of Statistical Data 

Table 1 presents population and labor force participation rates by sex and 
minority status. To illustrate the type of information that can be obtained 
from this table, females composed 51.7 percent and minorities 3.5 percent 
of the total population. The labor for~e participation ·rate for females was 
48. 5 percent as compared to 64.0 perc.ent for both sdes. 

Employcent· statistics by sex a."ld aiinori ty status are given by Tables 2A and 
23. Annual average labor force data for 1978, as well as data from the 1970 
Census of Population, are provided. In 1970, females comprised 40~2 percent 
of the labor force while minorities roade up 3.0 percent. Females and minor­
ities accounted for 42.3 percent and 5.2 percent, respectively, of the unem­
ployed. The unea:ployrnent rate for females was 3.4 and !or ~inorities it was . 
5.7 compared to 3.2 for the entire labor force. 1978 annual average data is 
froc the Current Population Survey conducted by the Bureau cf the Census for 
the U.S. Department of Labor. T'ne tot~l labor force data collected by the 
Current Population Surrey differ fro~ the total labor force data · for the 
Hinneapolis-S.t. Paul SMSA calculated by the Rcse.:1rch and Statistical SerYices 
Office according to the metnodology ~andated by the U. S. Department of Labor. 
The ::-eader is encouraged to look at foot:iote thr,ee of Table 2A ',,hich explains 
the reliability o! the sample estimates. 

The occ~pations of e~plov~d ~ersons shown in T~ble 3 a:e ~rese~ted by sex and 
mincrity status. Usi~g the ;orizontal distribution taole ~ 96. 5 percent '"'ere. 
black and 1.1 percent ~ere other nonwhit~ races. 

Table 4 presents data on the occupation of the i:isured un·eciployed, per-sons 
who qualif:ed for ar:.d :-ecei·ted unemployment compens<J.tion, during tr.e twelve 
month period of Oc~ober l, 1978 to Sepcember 30, 1~79. To illustr~te the use 
of this set of tables, fe~"'1les co~pr:sed 42.0 percent of the une~ployrnent 
insur~nce claimant a ·11ho last •r1orked i.'1 professional, tcchnic~l, and ~'1!lagerial 
occupntions whil~ cinorities ~onstituted 6.5 percent of that cccup.:itional group. 

The occupation of job aFplica~ts at ~re.:i office~ of the Minnesot~ Department 
of .E,:onocnic Security ?.re cldssi!"ied 'cy sex .:ir:d ::1inor:.ty sto.tu.:; in _Table 5. 
:eoales cDmprised 1.ifJ.9 pe:-ccnt cf t'.ie ::,ro:'c3oicri. .. al, ~cchni~z:i.l ::ir.d a:an,1.gerial 
~ajor occuDation s=oup whila ~inori~ies ccnstituted 10.l percent. 
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Employed per~ons comprise ~11 civilians 16 yc~rs of age und over who either: 
(a) worked as paid employees, •~orkcd in their own busineas or pro!e~sion, or 
worked 15 hours or more as unpaid wor~er~ on a facily f.:.u,n or in a !llmili 
b~iness during the reference week; or (b) had~ job during the reference 
• .. eek but were temporarily absent due to illness, bad '.weather, labor diSl)ute, 
vacation, or other persoc.al reasons. ~ almost all cases, the 1970 C~n.sus 
used the last ~e~k o! Mareh 1970 or the first week o! April 1970. 

Une~loyed persons c~rise aJ.l civilians 16 years oi age and over who: 
(a) did not work during the reference week or were not tecporarily absent 
frcm a job due to illness, bad weather, labor disputes, etc.; (b) wer~ 
looking for work during the pa.st four '"eeks; and ( c) were available to 
accept a job. Persons waiting to be called back to a job from which. they 
had been laid otr·.are included as unemployed. 

The civilian labor force coo.sists of persons classified as eQployed or 
unemployed. ~s defined here, ~embers o! the Ar.ned Forces are ~ot counted 
as part of the labor force. 

Labor force tlartici:,ation rates represent the proportion of the aonin.:sti tu­
tional po~u.lation 16 years ·of age a.od over that is in the labor foree. 

The unem~loVTCent rate represents the number unemployed as a per~ent of the 
civilian labor !orce. 

The Scar.ish-American population is identiiied as ~rsons o! Spanish~­
guage. Most of tne Spanish-American ethnic group is also counted pri.llarily 
in the white race, but uicludes some blacks and other races. 

The Minority classification a..s used here iAcludes Blacks, Acerican-Ind.ian.s, 
Orienta.ls, and other aonwilite ~aces plus tbe Spanisn-Americall ethnic ~up. 
A small a.'?lount of double counting has resulted because some persons ,,.ere 
identified as Spanish-American ar.d also counted as aon~hite. 

?rofessional, Tech.nicaJ.. and ~.ana~erial 0cc~~aticns: Occupations conc~rned 
~ith t~e theore~ical o: ~r~ctical aspects of such fields of human e~deavor 
as science, engineering, education, medicine, law, business relations, aild 
administrative, manag~rial, and technical work. Most c£ these occupatioc.e 
requi:e ~~bsta.ntial. educational ~repa:ation. 

C1~rical and Sales Occu-cat:.ons: Oc::uratioa.s concerned ·.-ith preparing, tran­
scribing, t~ansier=ing, systematizing~ and prese.:---1ing ~ritten ccmcunication.s 
and records; collecting accounts; distributing infor:nation and influencing · 
customers in favor o! a commoditv or serrice. Includes occu~ations closely 
identified '..Jith sales tran.sactio;s even though they do :iot· Gvol·1e actual 
part.icipation. 

Se!'",ri c e O<:cu-ca tior..s: Occu-;ations concened ...,i th pe:f oning tasks i.:1 and 
around pri·rate hcu.seholds; se~41i.:i.g i.=.di·1iduals in ins~itutions a!ld i;i 

commer~ial and otte~ estaoli.=i'.J:1enc$; and protecti.~g the public agai~'l.St 
.:ri.":le, fir~, accideats, and acts of ·,.ar. 
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Furming, Fishery, Forestry ~:1d ReL.ited Occupations: Occup<.1tions concerned 
with Growing, harvesting, catching a.ad ~athc.ring land '11\d aquotic plont and 
aninutl life and products thero!; and occupations concerned with providing 
serv~ces in support of these acti~ities. 

Proce~sin~ Occup.:itions: Occupatioas concerned with refining, mixing, com­
~oundins, chemically treating, heat treating, or similarly working materials 
and products. Kno~ledge of a ?rocess and adherence to fornulas or other 
specifications are required in some degTee. Vats, stills, ovens, - furnaces, 
mixing machines, crushers, grinders, and ~elated equipment or machines are 
usually involved. 

Machine Trade~ Occup2tions: Occupations concerned with feeding, tending, 
operati~g, controlling and setting up machines to cut, bore, mill, abrade, 
print, and similarly work such materials as metal, paper, wood, and stone. 
Disassembly, repair, reassembly, installation, and maintenance of machines 
and mechanical equipment a.ad weaving, knitting, spinning, and similarly 
working textiles are included in this category. 

Benchwork Occunation.s: Occupations concerned 1,1/ith the u.se of body members, 
hand tools and bench machines to fit, grind, carve, mold, print, sew, assemble, 
inspect, repair, and similarly work relatively small objects a.~d materials such 
as jewelry, phonographs, light bulbs, musical instruments, tires, foot~ear, 
pottery, and garments. The ,,..ork is usually performed at a· set position in a 
mill, plant or shop at a bench, worktable or conveyor. · 

Structural 11'ork Occunations: Occupations concerned with fabricating, erecting, 
installing, paving, printing and similarly working structures or structural 
parts, such as bridges, roads, motor vehicles, cables, airplane engines, 
grinders, plates, and frames. The work generally occurs outside a factory 
or ~1op environment, except for factory production line operations. Tools 
used are hand or portable power tools, and such criaterials as ~cod, metal, 
concret_e, glass, and clay are involved. 

Miscellaneous Occuoations: Occupations concerned with transportation services; 
packaging ~nd warehousing; utilities; ar.usement, ~ecreation and motion picture 
services; ~ining and logging; graphic arts; and various miscellaneous activities. 



MINNEAPOLIS - ST. PAUL 

STANDARD METROPOLITi\N STl\TIST!CAL AREA 

Table l. Population by Sex and Minority Status 

1970 

( l) ( 2} 

Number Per Cant 
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(3) 1/ 
Labor Force-

Minor: i ty S t:atus 
Dist: ibu tion* ?articioation Rate 

Total Fem.ale Total Female Total 

l. TOTAL 1970* l,930,80S 997,476 lOO.O 100.0 64.0 

2. White l,880,S64 972,112 97.4 97.S 64.l 

J. Black 32,177 16,167 l.7 l.o 62.7 

4. American Indian 10,010 5,241 o.s 0.5 54 .9 

s. Orientall/ S, 766 2,901 0.3 0.3 AA 

6. Other Racesl/ 2,288 l,OS5 O,l O.l 59. 7.a/ 

., Sp'1nish- American 17,000 8,456 0.9 0.9 64.9 I• 

8 • •• G ~ Mlnority rou 67,249 33,820 J.S 3.4 6 2 . .s 

NA= Not Availa~le 

1/ Data in column J is from a different Census :able. Some cat..eqories 
are not comparable with columns land 2. See footnotes. 

ll Sum of Japanese, C~inese, Filipino, ~awaiia.n and Korean. 

ll Sum of all other races excluding white, black, American Indian and 
Odental. 

ii Sum of S9anish-American and all ,aces exce~c white. Scme duplication 
?OSsible since S9anish-Ame:ic3n may include nonwhite rac~s in 
addition ~o white. 

l/ !ncludes American !ndian and Oriental. 

* Item l (~O!'AL) is defined as :he sum of items 2 ~~rough 6. The sum 
of individual i.:ems in column (2) :<Jay !'lOt equ~l tot.als because of 
ccundi.-,g. 

Female 

48.S 

48.S 

53.S 

U.9 

'NA 

45~# 

47.0 

49.9 
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Minneapolis-St. Paul SMSA!/ 
Employment Status by Sex and Minority Status 

1978 Annual Average?.J 

l AbOr force (111plO)fllt:tll Unt•~ 1 o yme o t 

A•ngc:-Y 
llbor 

~ ~ IIAnge l!Ytl Range !ill. Rang~ force ltu19e 

l.08-4 ,000 !1~.100 l.~8.000 !1a.2uo 11.000 ! 1,900 l.4 l .0-l .8 100.0 

P~rcent Dt,trtblltion 

£melo~1enl lta,.ge Uoc,,elo~:-nc f<a"l~t 

100.0 IJO.O 

\Jhi le l,056,000 !14.9JO 1,070,000 !u .,oo lS,000 ! l,600 l.l 2.9-J.) 91.2 91.0-91.S 91.l S1.0-97.6 ~4.6 9i.i-'»6.~ 

Nonwhite J0,0U) ! l,600 28,000 ! l,600 2.000 ! I ,0(}ll 6.l l.l-9.l 2.8 2.5-l.0 2.7 Z.4-l .O 5.4 ).1-7.2 
-

HMLC 

101 Al ◄ o~ .ooo !u.9oo 442 .ooo !u.ooo 21.000 ! l,000 4.6 4.0-S.2 100.0 100.0 100.0 

i ot Doth Seo, 42.6 41. 2-41 .l 42.2 41.7-42.6 S6.8 55.9-SJ.4 --- --- --- --- ---
Uhil~ ◄ 51,000 ~ll.500 01.000 !11,600 20.000 ! 2,900 4.S l.9-5.1 91.2 9l,0-91.1 91.S 96.8-91.8 95.2 91 . 1-~8.l 

Non..-hitc n.ooo ~ 2,600 12.000 ! 2.600 l .000 
♦ 

100 9.1 4.l-lS.l 2.S 2.2-l.2 4.8 1.1-6.9 - 2.8 Z.l-l.Z 

!/ Mtnneapol1s-St. P4ul SMSA def1ntd as a 10-county 4rea: Anoka, Carver, Chisago, Dakota, Hennepin, R4msey, Scott. Washington, and 
\fright countlu in Hinnesoh and St. Croix county 1n Wisconsin. 

Y Sou.-ce: Current Population Survey. U.S. Department of labor. Please note that these figures differ from the official 1978 hbor 
force stathtics for the M1nnedpo11s-St. Paul SMSA 4S calcu1ated by the methodology mandated by the U.S. Department of Labor, 
0ure~u of Labor Stattstics. 

]/ [stimdlcs tn this tahle are based on a random sample of about 450 households. instead of a complete census of the popu14tion. ns 
a consequence. the eHimJtes are subject to sdmpl1ng as well as nonsampltng errors. In general. the error of a s~mple estimate 
vades inversely with the size of the sample and the she of the estimate. An esttm4te for a small area or for a subgroup const!­
tuting a sm111l proportion of the populatton will lend to have a relatively h1£her error than c1n estimate for a large area or for a 
sub~rnup co11stituttn9 a .-ehttvely large proportion of the popuhtion. 

The (lumLen in the flange column show e 1thcr the 60-percen t confidence 1 n terva ls for the sample estimates or the standard errors 
fo,· 60-percent confidence inter11als. Using dHa for females as an example. ~,e can be sure 68 percent of the time that the avertge 
untmployment rate of fc111.1les in the H1nneapol is-St. Paul SMSA in 1978 was between 4.0 and 5.2 percent. In thh case, 4.6 ;:>ercent 
wH the midpoint of the confidence interval and the standard error was 0.6. Also. we can be sure CB percent of the time that the 
average number of unemployed females in 1978 was between 18.000 and 24.000. The midpoint of the confidence interval wH 21.0G0 
and the standard err·o,- WdS 3.000. Given the above rang«! of the e£timated numLer of unemployed females. a range of the proportion 
of total unemployed workers which were females h also provided. In this case. we could be confident 68 percent of the time that 
unemployed fetn'1les made up between 55.9 and 57 .4 percent of the total number of unemployed workers in 1978. To compute 90 percer.t 
confidence interval~. tt,e standard ~rrors for the 68-percent confidence intervals should be multiplied by l.645. Again using datd 
for une111ployed females as an example. the standard errors for 90-percent confidence intervals would be t4,9l5 (3.000 x l.645). ~e 
would be sure 90 percent of the time that the ~verage number of unemployed females tn 1978 was between 16.065 4nd 25.935 ·(21.000 
! 4.935). 
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MINNEAPOLIS-ST. PAUi~ S'fANDARD METROPOLITAN STA'flS'l'ICAL AREA 

'l'able 28 Employment Status by Sex and Minority Status 

Per Cent Distribution 

Sc)( and Minority Laboe Laboe 
Status t'occa Employed Unemployed Force Employed Unemployed 

I 

OCYJ'll SEXES - 19 70 

1'0TAI.. 829,549 802,640 26,909 100.0 100.0 100.0 
\-Jhi te 811,260 785,300 25,872 97.8 97.9 96.2 
Black 12,161 11,461 700 1.5 l.4 2.6 
Othcc H.aces !/ 6,126 5 I -/9 l 337 0.1 0.1 l.l 
Spanish-American 6,273 5,905 366 0.8 0.7 1.4 
Minority Group l/ 24,562 21,157 1,405 3.0 2.9 5.2 

Fl::HALE - 1970 

'f01'AL 333,096 321,720 11,316 100.0 100,0 100,0 
Pee Cent of Both Sexes 40.2 40.l 42 .l ----- ----- -----
Hhite 325,409 314,4]1 10,976 97.7 91.1 96.5 
Ulack 5 I 244 4,9(JO 256 1.6 1.6 2.l 
Other Races!/ 2,443 2,301 142 0.7 0.1 l.l 
Spanish-American 2,315 2,166 147 0.1 0.7 l.l 
Minority Group 11 10,002 9,457 545 3.0 2.9 4.8 

l/ Sum of all cacea except whjte and black. 

1.,/ Sum ot Spanish-American and all races except white. Some duplication possible since 
Spanish-American may include nonwhite cacea in addition to white. 

Sum of individual items may not egual totals because of rounding. 

Source~ Census ot Population 1970 

i,_ 

·- - ,_._. --

-

Unemployment 
Rate 

l.2 
3.2 
5.8 
5.5 
5,9 
5.7 

3.4 
---
] ... 
4.9 
5.8 
6.4 
5.5 
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Table 3. Occupations of Employed Persons, by Sex and Minority Status 
1970 (Horizontal Distribution) 

B 0 "" l1 s E X E s 4 

-

Occupation R A C E s Spanish- Minority 

Total White Black Otherl:I American Croup.Y 

All Occupations - Number 1970 802,640 785,388 11,461 5,791 5,905 23,157 
Per Cent 1970 100.0 97.9 l.4 0.7 0.7 2.9 

Prof., Technical & related 100.0 97.8 1.2 l.0 0.6 2.8 
Engineers 100.0 98.8 0.3 0.8 0 I 4 LS 
Medical Sr Health workers 100.0 97.5 l.l 1.5 0,7 3.2 
Teachers, elem. & sec. 

schools 100.0 98.l l.S 0.4 0.4 2.3 
Other E)rofessional 100.0 97.6 1.2 l.l 0.7 3.1 

Managers & administrators 
nonfai:.:n 100.0 99.0 0.5 0. 4 0.4 l.S 

Sales 100.0 99.3 o.s 0.2 0.4 l.2 
i<-e':.ail stores 100.0 99.2 o.s 0.2 0.6 l.3 
Other sales workers 100.0 99.3 a. s 0.2 0.3 1.0 

Clerical 100.0 98.l l.3 0.6 0.5 2.4 
Sec., stenos., & typists 100.a 98.7 0.8 0.5 0.6 l. 9 
O.the r clerical ~orkers 100.0 97.9 LS 0.6 0.6 2.6 

Craftsmen, Eocemen, related 100.0 98.6 0.9 o.s 0.7 2.1 
Construction craftsmen 100.0 99.l 0.5 0.4 0.6 1.5 
Mechanics & rep.airmen 100.0 98.6 0.8 o.s 0.7 2.1 
Machinists & other metal 

craftsmen 100.0 98.8 0.8 0.4 0.8 2.0 
Ot:1er craftsmef1 100.0 98.3 l. 2 o.s 0.9 2. 6' 

Operatives except transport . 100. a 96.6 2.4 1.0 1.3 4.7 
Durable goods, mfg. 100.0 96.7 2.3 0.9 l.3 4. 6 
~endurable goods mfg. 100.0 96.0 2.9 1.2 1.7 5. 7 . 
Nor.,nanu.Eactur ing 100.0 97.0 2.2 0.8 1.1 4 .1 

Tcans?<)ct equip. 09eratives 100.0 98.5 0.9 0.6 0.8 2.3 

Laborers, nonfar:n 100.0 96.S 2.4 l.l l.2 4 I 7 

Services e.xc. priv. household 100.0 96.l 2.7 1.1 LO 4.8 
Cleaning & · food service , 100. 0 96.2 2.6 1.2 l.O 4.7 
Protect.ive secvic~ 100.0 98.3 1.4 0.3 0.9 2.6 
?ecsonal, health & ot:1er 

services 100.0 95.6 3. J 1.2 l.l 5.5 

Private household wor~ers 100.0 95.1 3. 4 l.S a.a 5.7 

farm .,..or~ers 100.0 99.5 a. J 0.2 0. 5 0.9 

Notes: 1/ Sum of all races except white and black. 

11 Sum oE S~anish-Ame~ican and all races except white. Some duplication 
9ossible sine~ Spanish-American may include nonwhite races in addition · 
to · ....,hi te. 

Sum of individual itemi may not equal totals because oE rounding. 

Sauce~: Census oE Po~ulation 1970 
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~able J. Continued 

Occupation 

All Occupations - Numcer 1970 
i'er Cent l970 

Prof., Technical, related 
::ngineers 
Medic~l & Health ~orkers 
7eachers, elem. , se~. 

schools 
Other professional 

Managers, administrators, 
nonfarm 

Sales 
Retail stores 
Other sales workers 

Clerical 
Sec., stenos., & typists 
Other clerical workers 

C:af~men, foremen, related 
Cons~ruction craftsmen 
Mechanics, repair.nen 
Machinists & other metal 

craftsmen 
Other craftsmen 

Operatives except transport 
Duracle goods mfg. 
Nondurable goods mfg. 
Nonmanufacturinc; 

7rJnspoct equip. operatives 

tabor~rs, ncnf~r~ 

Service exc. pri~. household 
Cleuning & food service 
?cotecti~e service 
?ersonal, health~ at.her 

services 

?~ivate household workers 

Total 
321,720 

100.0 

100.0 
NA 

100.0 

100.a 
100.0 

lOO. 0 

lOO.O 
100.0 
lClO.O 

lOO.O 
lOO.O 
lOO.O 

lOO.O 
NA 
~ 

NA 
NA 

100.0 
100.0 
100.0 
100.0 

100 .. o 
100.a 

100.0 
100.0 
100.0 

lOO.O 

100.0 

100.0 

F E M A L E 

R' A 
Wh i tll 

H4, 4.Jl 
97.7 

97.9 
NA 

98.l 

98.0 
97.6 

98.8 

99.0 
99.0 
99.0 

98.J 
98.7 
98.l 

98.4 
NA 
~A 

NA 
~A 

96. 2 
96.7 
96.3 
95.J 

98.S 

97.l 

96. S 
97.4 
96.5 

96.0 

95.4 

99.0 

C E 
Blac!< 

4,988 
l.6 

l.J 
NA 
0.8 

l.7 
l.3 

0.9 

0.7 
0.6 
0.9 

l.l 
o.a 
l.J 

l. 2 
NA 
NA 

NA 
NA 

2.8 
2.6 
2.4 
3.6 

0.8 

2.l 

2.3 
l.8 
l.S 

2.0 

3.l 

0. 5 

s 
QtherY 
2,301 
a.7 

0.9 
NA 
l.l 

0.4 
l.l 

0.4 

0.3 
0.3 
O.l 

0.6 
o.s 
0.6 

0.4 
NA 
NA 

NA 
NA 

l.O 
0.7 
l.3 
l.l 

0.8 

0.9 

0.9 
a.a 
a.a 

l.l 

l.S 

0.6 

Notes: .V Sum of al.l :-aces excspt '#hi t.e and blacx. 
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Spanish­
American 

2,168 
0.7 

o.s 
NA 
O.J 

0.3 
o.s 

O.J 

0.4 
0.4 
0.2 

0.5 
0.6 
a.s 
l.O 
NA 
NA 

NA 
NA 

l.J 
l..l 
l.8 
l.J 

l. 7 

2.J 

a.a 
0.7 
o.o 

l..O 

0.9 

0.0 

Minority 
Gcoupll 

9,457 
2.9 

2.6 
NA 
2.2 

2.J 
3.0 

l.S 

l.4 
l.4 
l.2 

2.2 
l.9 
2.4 

2.0 
NA 
NA 

NA 
NA 

S.l 
4.4 
s.s 
5.0 

J.2 

S.2 

4.l 
3.3 
l.5 

s.o 
S. 4 

l ,. . -

ll Sum of Spanish-Amer ic3n and all ,ac.ss except • .. hit!!!. Some duplication 
?OssLble since S~anish-~e:ican ~ay include non~hi~e racas in addition 
to white. 

Sum cf individual items ~ay ~oc equal ~otals because of rounding. 

Source: c~~sus of ?opulation 1970 
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Table 3a Occupations of Employed Persons, by Sex and Minority Status 
1970 (Count) 

8 0 T H S E X E S 

Occupation R A C E s Spanish- Minority 
Total White 81 ad Othe,J/ American GrouoY 

A 11 Occupations• Number 1970 802,640 785,388 11 , 461 5 • 791 5,905 23, 157 

Prof., Technical & related 144,453 141,300 1,672 1,481 874 4,027 
Engineers 16,487 16,293 56 137 59 252 Medical & Health workers 22,202 21,640 237 325 148 710 Teachers, elem. & sec. 

schools 25,563 25,168 391 104 100 595 Other professional 80,101 78,214 982 905 567 2,454 
Managers & administrators, 

nonfann 70,713 69,988 459 266 301 1,026 
Sa 1 es 61,492 61,046 331 116 272 719 Re ta i 1 stores 32, l 04 31 ,860 170 74 183 427 Other sales workers 29,388 29, 192 150 46 89 285 
Clerical 169,955 166,793 2,216 946 933 4,095 

Sec., stenos., & typists 46,374 45. 761 374 239 253 866 
Other clerical workers 123,581 121 , 041 1,833 707 660 3,200 

Craftsmen, foremen & related 100,995 99,583 949 462 744 2,155 
Construction craftsmen 24,610 24,386 126 98 136 • 360 
Mechanics & repainnen 21 • 666 21,365 184 117 148 449 
Machinists & other metal 

era fts men 12,463 12,311 101 51 100 252' Other craftsmen 42,256 41,534 526 197 366 1,089 
Operatives except transport 89,005 86,023 2,123 859 1,193 4,175 

Durable goods mfg. 42,958 41 , 558 995 404 561 l ,960 
Nondurable goods mfg. 20,498 19,674 586 237 342 1 , 165 
Non manufacturing 25,549 24,778 554 217 289 1,060 

Transport equip. operatives 26,655 26,247 244 164 207 615 
laborers, nonfann 31,279 30, 192 754 334 372 1,460 
Se rv i c es e .x c . p r i v . ho us eh o 1 d 93,333 89,732 2,539 1 , 062 915 4,516 

C1eaning & food service 54,870 52,793 1,403 674 526 2,603 Protective service 6,102 5,998 88 16 53 157 Personal, health & _other 
services 32,109 30,692 1,045 372 342 l , 759 

Private household workers 5,951 5,661 201 90 47 338 
Fa rn1 wo rx. e rs R ~(iO ~ 7~P. ,, 17 41 81 

Notes: l/ Sum of all races except white and black. 

_£/ Sum of Spanish-American and all races except white. Some duplication 
possible since Spanish-American may include nonwhite races in addition 
to white. 

Sum of individual items may not equal totals because of rounding. 

Source: Census of Population 1970 



Table 3a Continued 

F E 

Occupation R 

Total White 
All Occupations• Nunber 1970 321,720 314,431 

P~f., Technical & related 53,001 51 ,86, 
EngineeM · --- --Medical & Health workers 15,417 15, 12~ 
Teachers, elem. & sec. 

schools 17.276 16, 92E 
Other professional 20,308 19,811 

ManageM & administrators. 
nonfann 9 ,ago· 9,768 

Sales 23,649 23,419 
Retai 1 sto~s 20,0:37 19,843 
Other sales worke~ J,612 3,577 

C1eri ca 1 128,870 126,565 
Sec., stenos., & typists 45, 184 44,601 
Other clerical workers 83,S86 82,064 

Crafts~~n, foremen, related . 4,961 4,880 
Construction craftsmen 
Mechanics & M?painnen 
Machinists & other metal 

craftsmen 
Other craftsmen 

Operatives excapt transport 35,790 34,431 
Durable goods mfg. 16,244 15,707 
Nondurable goods mfg. 10,141 9,768 
Nonmanufacturing 9,405 8,959 

Transport equip. operatives ns 763 
Labo~rs, nonfann 3,015 2,927 
Service exc. priv. household 55,060 53,290 

C1eaning; food servica 29,657 28,885 
P~tective service 260 25c5 
Per'Sona l , hea 1th & other 

ser,i ces 24,964 23,977 
Private household worxeM 5,829 5,.562 
Fa r.n '-"Ori.< ers 880 871 

Motes: l/ Sum of a11 races excspt white and black. 

M A L E 

A C E s 
Black Otherlf 
4,988 2,301 

683 456 -- ---
123 169 

288 62 
274 223 

85 37 
164 67 
130 64 

33 2 
l ,480 725 

354 230 
1 , 127 495 

58 22 

1,003 355 
424 113 
240 133 
3J8 108 

6 6 
62 26 

1 , 253- 516 
523 249 

4 0 

721 266 

182 8S 
s s 
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Spanish- Minority 
.Amer1 c:an GrtJuJ/ 

2, 16B 9,457 

254 1,393 --- ---
46 339 

52 402 
111 608 

30- 152 
98 329 
89 283 
9 44 

672 2,877 
262 846 
408 2,030 
. 48 128 

470 l,828 
171 708 

· 180 553 
119 565 

13 2S 
69 157 

460 2_235 
206 978 

0 4 

260 1,247 
50 317 

Q ,n 

1/ Sum of Spar.ish•American and a11 races except white. Some duplication 
possible since Spanish-American may include nonwhita racas in addition 
to •i1thi te. 

Sum of individual items may not equal totals because of rounding. 

Source: Census of Population 1970 
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One of the factors which contractors consider when conducting a utilization 
,,.nalysis is the general availability of minori ti_es and females having requi­
si tc skills in the immediate labor market area. The term requisite skills 
r-efers to the level of achievement necessary to be accepted into occupational 
en try job~ 'with r11inor trainin13 and orientation. This includes the estimated 
number of unemployed and underemployed female and minority ~orkers with need­
ed skills. Some of these unemployed ~nd under~rnployed individuals w'i.11 h~ve 
utilized the Job Service of the Minnesota Department of Economic Security in 
their job search. The data does not represent the total size of the minority 
and female unemployed work force in the area, only those who have applied for 
work with the Job Service. 

Table 5 presents the occupation of residents of the Minneapolis-St. Paul SMSA 
w-ho were active applicants 'N'ith the Job Service between October l, 1978 and 
September 30, 1')79. Both the number of apr,licants and the horizontal percent 
distribution are presented. In each table, the total is the ~um of applicant 
records 'with a male or female designation and a specific race/ethnic group 
designation. Consequently, the total applicant figure in the table is not 
neces~arily a complete count of applicants becausa there •.11ere applicant rec­
ords on ,..,.hich this information ·.as not available. It is ic:roortan t to know 
that ~ : e race/ethnic designation is not completed by the applicant but· rather 
is made by th~ job interviewer based on visual identification or on the basis 
of the applicant's surname. This i:nethod of reporting probably results in an. 
undercount of Hispanic and American Indian applicants. 

Each Job Service ap;,licant is given an occupation code based on the Dictionar, 
of Occupational Titles (DOT) coding system. This codiDg structure is different 
than the Census occupational coding system which is used for the job categories 
in the Em-1 report4 For instance, it is not possible to categoriz,e applicants 
as skilled craft workers based on the DOT code. Under the DOT coding structure, 
some skilled craft workers will appear under machine trades, operatives, bench­
'Jork, and structural job categories. Also, there is no simple way of separat-
'ing professional, technical, and cnanat;eri.al job titles under the DOT coding 
structure. 
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Attachment A-3 
Attachment A-4 

Conversion of portions of Minnesota Department of Employment Services 1975 
Affirmative Action Data from Nine-County SMSA to Seven-County Metropolitan Area. 

Minority Status 

Tota 1, 1970* 
White 
Black 
American Indian 
Oriental 
Other 
Spanish American 
Minority Group 

Attachment A-3 

Population by Sex and Minority Status -
Seven-County Metropolitan Area 

Percent 
Number Distribution* 

Total Female Total Female 

1,874,612 969,633 100.0 100.0 
1,824,545 944,3S4 97,3 97.4 

32, 140 16, 1 so 1. 7 t. 7 
9,958 5,213 . 5 . 5 
5,737 2,885 . 3 . 3 
2,232 l , 031 . 1 . 1 

16,831 8,377 ,9 .9 
66,898 33,656 3.6 3,5 

Attachment A-4 

Employment Status by Sex ·and Minority Status -
Seven-County Metropolitan Area 

Percent Distribution 
Labor Unempl 

1975 Total 
Female 
Mi nor i ty 

MM: emp 
5.9.78 

Labor Force 

949,200 
398,800 
29,400 

Employment Unemployment 

885,500 63,700 
372,700 26,100 
25,900 3,500 

Force Emoloyment Unemployment Rat~ 

100.0 100.0 100.0 6.7 
42.0 42. l L~ 1 . 0 6.5 

3. 1 2,9 s.s 11, 9 



Employed Persons. by Job Cateuory; Attdchment A-5 
Female and Minority Availability 

(19"/5 Est i mate!:i 1 Seven-County Area) 

-Ail En~) loy_ed Persons Femctles Minorities 
--------- -·- ·--- ·---

Female 

i of Minority 
u lu it. Of All If In All ln \ of All U In \ ot All 

'i of All Groul!. Females Group Group Minorities Group In Group 

All _ t::111~ loy!;'.d ______ 100 .:.Q__ 8U5,500 100.0 372,700 42 . .l 101).0 25,900 2.9 

.t1 £.1llct(_}t.! .t:" /Ad111 i 11. U.8 F/9.924 3.1 11,554 14.8 4.5 1,165 1. 5 

Pn,t ./Tec h. 18.0 159,390 16.5 61,495 30.6 17-4 4,507 2.8 

Clt:dcctl 21. 2 187,726 40.l 149,453 79.6 17.6 4,558 2.4 

SulJLoU:d 48.0 425,040 59.7 222,502 52.3 39.5 10,230 2.4 

All Other · 52_0 460,460 40.3 150,198 60.5 15,6-JO 

'J'o t.a J 100.0 U85,500 100.0 372 I 100 42.1 100.0 25,900 2.9 

Computations based on 'J'c11Jle A-3 and Attachment A-1. 

/ 



.?:3. Employed persons by detailed occupation, sex, and race 

Wtoor.-colle, _ • .,, 

~ .. , .. .,.,,, •• Ind 10<:r1noc11 . 

Accau1H1nu . . 

.t.,,:r,,1ocu . . 

Cl"'""'"' 10«11111n 
,:Off'OUtff 0f'OCl'I"',.,.,, . 

Ca"'ou<ff wn,,.,. 1n11v1t1 

~""""'" . 
~oneuuc.al u,d nm,n1uuc1I _,"'"-• 
,:.;w,t tnqu,Nn 

E!«tncai 1nd .i.ctron,c """""" 

lnduur,11 '""'""" . 

'McNn1c.a1 '""'I'"...., 

l.: br111u". 1,-cr,,..,.,"· 1nd c:-u11fon 

L1t>r1,,.an1 
;,_. ,. and orw,,ca1 1c111"t11t1 . . . 

3i<JIOC,CII ICl ■n"III . . 

c1w ... 11n 

Oc:,e,,u1on1 ano \'ltt-..-.. ,.... • .,~ artr. 1t1•1vm 

.__,onn .. 1"1:111001 19fl(IO,,I _,, • ..., 

""'v1ic,1n1, ""'!lltl, ind rtlltl<I 0rw:t1t'ion1r, 

O■nmu 

?oi.,mac,,n . 

....,_,1C1u11 . ,,,..,,al Ind 01-tll•r. 

""""· ~iettt1tfl1 , Jnrt r~enotts . 
i'leq,u-"u,..,. 
r._.,,a,111. 

-"" 1..:11n010 .. ,o ,,.., 1~n1c,1m 

':J,nteal 1100,,rory !PC"'"~OCJI'" ~nd ttcM'rc11n, 

qld101oq,c 10,:,,no,...,m 1ftd 1tc•••"c•1n1 . 

~.iiqoou, "'°".,, 
C:lfqy 

· ..uc1,1I \Ctfflf ilfl 

:cdn"""1M 

""vcnotoqnn . 

Socut ,.,.o,•1n 

! MC,,.,,. collft'qll and un,"...,.,rv . 

'"••""'"· 1 ■c.ot en•l•qa ,r,cs un•~•fV 
~II ~11on 111cr,...,· 

:19fflofl"U'~ W""'OOt ' tet=f'\"" . 

~111ndtr91n!n -1,,d 'c : r,def~n"" !t.Kl"I.,., 

5con,iarv icr,oo, ! ■-cr,n, . 

~,acner1 •we.at c~ilf'qll 1"<1 un,.,f!trl, t'I , ~., .c 

J""'" .. 
: !.ctr1C21 .,.., t1.c1ronic '"'!',,_,"'I ttc1'n1a1n1 . 
s..,....,.,., 

'r,cr,"1a1n1, ••c:aot ~ .. nr, , tnq,,,-•"'!, 1ftd !Cl ■nc ■ . 
-lirol•M 011011 . 

~ea,o .,.,.,.,on 
'locat10f'\.II ,ric ttrt\.u:.at•o~ c.aun111or, 

'N"t~. ,ni,n, ,,,d ""'~•u•u•r, . 

.i.1r,tO'!ft ll"l ~,nr,...C, ""°'"lft . ,..,.,,.,., 
Ed.I'°'' and rtoCV-!,, 

',lu.c1c1•"1 inc, ~ O,.,OOl■n . 

~'""', ind IC'~ iou,,, 

~"''1"""'" 
~ ... .,en wo,'(tr1 , ... .,, ~o.c1t,m 
.\U on,., a,~tft11on~1 ,,.d tt~·,•u,,c~• ...o• • ~ 1 

._,.~ Ind .1CUffln11tr11a,1, t&Ct-Ot 11,m 

~.w,• or*ic:1111 _."d . , ... ,nc1Jt m1no1Qtf1 

3•JVlf1 ind ~Un:r\llt1nq i~l1 

3uvff1, Nf"t0'..,1111, J"'d 191111 ?~CP 

C.r1cu1 ,1t1c, cct11<r1an ...,,,,aqilf"I 

-...m ldrm,.11t• ,to" 

198 ,JIJ 

II .5 l, 348 
16 ,JS5 

i I ,096 

42. 9 

SJ. 6 
44. 7 
J8 . .5 

.. : 
i 

91 I 

51J 
)57 
109 

I, 497 
32 

l8J 
.170 
, JI 
= !. 7 

57 
570 
! 48 
l 90 
l 76 
J0J 

57 
l.J4 
196 
4J2 
801 
t =7 
14 7 
4J6 

1,520 
l ,J tJ 

2<.4 
525 • 1 

268 
102 
.lJ l 
277 
.107 
l 57 
llS 
501 
.l/JJ 
I 19 
571 

.l, 144 
;5 

t ,J89 
2J9 

l,.HJ 
:79 

l, lOS 
101 
.1J2 
:s7 

38 
214 

90 
,1 

\ 86 
l ,J58 

lJ l 
Zl J 
Z02 
::. 2 
:'J7 

?9 
12 t 
1aa 

SJ 

4, 4 
26. 9 
29. 4 
25. 3 
4. J 
L1 
L. 6 
J. a 

l L.J 
Z.3 

t2 .J 
t4 .o 
l 4 . l 
dJ .2 
35. 3 
21. 3 
40. 4 
2 t. 5 
26 .o 
49 .a 
14. 2 

4 ., 
25. 2 
l.J .8 
92.7 
96 .3 
70. 5 
7!. S 
77 .1 
67. ~ 
l l. IJ 

5.1 
1J. 9 
Z4 .3 
!.8. 7 
62. 7 
64. 0 
5!. 0 
J 5. J 
70. 6 
42. 7 
!J.; 
~s .J 
H.J 
;'J. 3 
l 8. 3 
z~. 1 

; L9 . .J 
l l.: 
l.: 

?2.:J 
t.J 

57. 4 

D. 2 
40. l 
a.J 
: 9. o 
50.5 

I :J • 4 
5 l.;: 
:J. z 
!. 5. S 
39.:. 
39. 6 

ll ,JU 27. 
S8o : J7. 
463 30. 
~ 91 !. J. 
,6 )9. 

:1 S ; !.9. 

Attachment A-6 
(Page ll 

HOUSEHOLD DATA 
ANNUAL AVERAGES 

tl.2 

8. 6 
9.: 
9.0 
5 .8 
8. 6 
'L2 
7 .2 
6 .o 
4. 9 
~ .o 
6. S 
s.s 
4, 9 
J.S 
4 . 4 

\ Wt•11t~•1•, ,u ... 111l1Qfllftf1 -Cont•,,uf'd 

! 
\f.,n-,1 .,.., K1'"i"11rr11a~. •~c:901 ,.,..,_ Conunu.,J 

tn,o.-r.tn,,. ,••c•o• coin,11uc1 1uo _..mt nuohc .MfrTrnu,11.,c14.Jf'1 

s .J 
5. 7 
9. o 

l2 .J 
' l 4. 2 

6. 6 
LO . 6 

9 ,2 
s. s 
7. 5 

12 .2 
l2. L 
l 1. 7 
\l.j i 
lJ. :l 
l 7. S 
10.S 

7. 6 
7. 6 
/ • 2 I 

5. 7 
8. 7 

l 9. 6 
:c. 4 
l 6. 3 
3.:. 
9 .a 
a.a 

IL.1 

l ~: ! 
7 . J 
9. 0 

I.LS 
7. 5 
3.2 

I 4. 5 
4 . 7 
l.J 
~. 1 ' 

s. 9 
; ~. 9 

s. ~ 
S. 0 
S. 6 I 
5 .J ! 

S. 0 
:o. l 
'. l.J 

Of1t1:,- rn111.1(M,, . n .. ~ 

Q ttic: ,,ai1, •M •om ,n1trr1to" : :JUot•c .K1m1n,,u1t1on n ~.e. 

O ff,ci,11 ot 1ooq4" . soc1~u•1 . •nd ·Jn10,,, 
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5icn004 .cimu .. ur1t0f1, ..:01 lt"oa 
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,Jf~ict m~n•n• ,10,rHOf'\ 
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1

u10rne,,, ?O•,uor, 
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~~,o•J ind ?11'1,'!C.-.01,.q C11!4''11 

?'"'1r1, C!f0t1 

~«l'Ot1on,1n . 

5.cr,Uttf"i 

5tJIC'l'WTlf•" · 1.qal 

S.Crn1r,e, _ m.au:.at 
~ .. ~u•-... . . ,,.c 

St'hOOtnq ,net ' l!'Cftlf1nq <:lf1"111 \ 

5rat•1t•c~, e!er'll'I 

S1,-,.,, .q1JUnPf'1 

)1ix~ ; ' "''' ,.r,(1 u0r•-tt0t'' 

1"' .. . C,,ft\
0 

4HI""'\ , ~'1C.Ot \Cl"'IOOI rnon,tor, 

~ e4 wr,nr,~ t l04""iUOf1 

r .c \~f. \Ut1on . UH1 f~Of~I •l.11""''1 

'l (ll\(1 

J.U Jrnitf Cl#f'IQt W'Qt'l~1 , 

C..rofflf?''\ 

3,,,.,'"~,on• -1n<J uo,,e ""110r,1 

; •~~r1c:1~n, 

: •CJlf41tnq, ;,-101nq, .u,ct ' 01<l m,Cr"11"'<ff" •J0~1f0f1 

-: ., ,/.,,~,, -:on,rruct10f'1 Jna m;:,HH ~ n,1,1c, 

t 981 

,._,..,., al 10111 

I 
Toi.t . -:i-· !I:;-\ 

, .,,.alov.-1 ' 
,:...,." '"d 

I Ot...., 

I 
I 

LOS I 10.2 3. J 
l 58' 50,6 9 . .5 
4 '?4 I :a. 4 ). 6 
469 I ~9.0 9. d 
\lo . :s. 4 5. 2 
707 40 . .s 9. I 

I .lJ7 ' .. o . 4 ~. ~ 
]67 • LJ. 6 2..S 

i 
tJ 7 J 5. 0 !,O 
289 .l 6 . i to.o 

6. 703 l 9. 6 4 .& 

~.:91 ; 4S ,:. S. l 
l 26 '. 47. 6 J .2 
105 , 95 . :: ) . 8 
! ,, 7 .,LO 7.: 
5!14 1) . 5 6 .o 
Ill 29. 7 4 . .s 
546 : 50 .o Ll 
l 56 , l 6. 7 1. 6 

.. I ~q l !. 0,6 5. ~ 
410 : 20 .a J. 7 
95 l l l. 9 L6 

2 ,J80 . 7t.J : . J 
514 I ! 9. 5 ) . J 
~J7 : ~).Q S. l 

; LS, 1!17 : 30. 5 ll.2 
I 558 , ~1. i 7 .2 

l 5 l I a8 . 1 ~ . 9 
1,922 91. 2 5 . ~ 
l, 52 l S6.:. l l.J 

:1.6 ~.,. J l0 .5 
·,o i4, ~ : ,:, ' ·J 

.l 52 76 , 4 9 . 3 
ll.l )8. l a. a 

5 7 • 7 S. ~ U . 3 
5:?9 : ~4, 4 10 .2 
~t.. q 4 t .J 3 . J 
.lOi BJ. 7 1l.3 
186 58 . : ~. l 
l 49 • 3:?. 6 ! J. 4 
2J9 ' ! 5. 5 ! ). :. 
l .. ~ , . ~ 7 . ~ '. 9. 3 

~4 :s.s : 9. L 
94 5 71. 7 t 7 . 0 

4 7 39. ~ l 2. 3 
5 S \ 53. 9 : .s.: 
24) ~). 3 l 8. 3 
126 3 l. '.: 3. 3 
25.J )8 .o 25. ~ 
560 : H . 4 3 .J 

! ~ ,34 7 • 99. i 6.1 
l 7<1 : ~8., 5. S 

3 l too .o 5.;: 
.l ,.SSi • 39 . l i . 0 

515 • 21..5 l 4. ~ 
)61 30 . .J .... . , 

, .. !6.: : :: . .5 
.SL' J s. J t : .3 
371 n.o LS . .S 
101 n.o l ~., 
~ :. 4 ~ 7 . :: LO 

I '\ti ~', .J l 7 . 2 ... , ...... 
t, 11 7 : i ' J : J . L 

• jQ, .593 '. 9. S \ 2. S 
, l 2 ,J97 , .J L'. 

t ,J9l : . 3 s.:. 
l 50 • :. 1. J 
,3 ; l'I': 

56 7 t . 6 ~ ' 5 
:.1 J . .s '. l. 9 
~_, l L6 1 , .5 

16~ 



HOUSEHOLD DATA 
ANNUAL AVERAGES 
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2:3. Employed penons by detailed occupation . .sex. and race- c~ntinued 
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.,..,C1110" .""'..C"1t"'I• ?0tn(1V"'1 

J"" ~ ,,.,..llr_ 

j11~n1' ·=-xi"",.. omnu.,.., 

'-Jtf'M! ~ ,...,, 1, ,,, ..,.,IC'f'l,,.,19 "'.,..,", ...... 

2-IT"<rt lr'W:2 11'1~ '""' O09f'Pf 1'1'4"\ 

~" s.--,....,,..,c,...,, 

.. I 

I, 7no l l.) , 

62() .... 

'.O: 
52 l 7. J 

l.5J L J 
l 7 6 Z..J 

l ,Zl 7 
l 99 l .O 

l, Ol 7 . 6 
?, llO LS 

?C7 . .S 
l 19 J.1. 

91 1,: 
~6 

lJO i 
71 ! 

l07 
H 

J96 
l 71 
l64 
lJ2 
7; 
f! 

'.3 

4 .6 
... l 
).] 

l. 7 
25. 0 
3.5. l 
tl.6 
H.7 

z. 7 

l 2l 7l. • 
ll.5 . 9 
l 4 l ! . .S 
i6 ! .: i 

l7! ! L.7 
Z1 I 42.~ 

Jl! L7 
77 s.: 
70 Zl.~ 

567 l .5. 0 

l~ .. H~ )9 . .3 
l , ::. 5 Sl .J 

Sl ~2. J 
1U1 SJ.7 
ll.S 30,; 
:n n .• 
,l4 H.~ 

59 ' 
79 

:so 

)t. 3 
J. l 
L6 

S6.: 
L: 

• ' J .1 
579 ~J.I. 
: ~2 I ' s. ~ 

i 5 50.6 

56 !.S. 0 
:::. '. C . ~ 
: ,t ! . J 
:06 ,., ' 
::! ~') 
~~o • 9~.J 

;91.....a,,tw _,,.,en---:.,..,.,,~ 

'I Oo.<'tC•- UCl'Of :, Jn<O<V! _.:., .. .,-.,1 
7,~ ~-•rw,m.W-f'IU"lrif (~ltl'f-4 

1. ~ f '"" ... ,. ,,. ... ....,,. ai,1tt \h111t._.., ,.,,,,,, it-t.14 

t 1 • .t r •• ,, •• , ........ , ... ~ 
,· . 5 ! ~ .. '""" .. 1 ... ,_t,..,., . ,Uttf ~ ....... 

• Q 'N•f"""-,,,1r,,t , f~c,,,«1_,,,, 

.~ : ,§ I 'N,n01n11Oo,-11,,..,.,. , .., t .C 

7 .3 ; 
I 

S..3 : 
: . ; i 

t ~ .: ! 
s. z i 
2.S ! 
3. J i 
7,.5 I 
3. 5 I 
j • 7 I 

1.: I 
LZ. 5 
1.: 
LT ' 

! . .5 
a.z 
5. J 

l0.2 • 
: . 3 
7 . 6 
1. 3 

•11 Q""'" OOf'fUl'<t'l"t , IWC'90f rra,,,100,• 

~,""°°"' '°"'_,_... ~,,, .... 
3.,sa,, • .., 
,,.,,_.,, •""' ro,uct _..._, 

F-•i~ - """'"'oftllf'-

r rucao,t¥.,, 

1'6o,,1 ..... ,,_.., 

A.1ttM .. CJt"'JII ..... 

Ca,,qr\OC'II .... 11- '~"""" -=-..,· _..,.._, 

~M~C0,1-.:t0'1 

c..,.,.,..., - qf01.1""1 ~ .. -,. Uc:r.lf ,.,.._ 

~ ... - CU"1"'! - l"'l'!'"'J _ • .., 

s,oe1111-... 
'1..-.,de _..,__... lftCI tOl.lt~1 d•lf"lll"'t 

·N•- I ICIOt .... . 1 t .C . 

..i.11--•·-·- ·· · ~-.. , .. 
!_ .....,u,_,,, 

011ld~_.,.., 

o,..-,....,_ .. ..," . ...,., ... _, 

? .2 

l S. S 
l 6. ~ 
l 1 . : 
l L~ 
)8 'J 
:.s . .5 
(4 ,0 I 

). I. 

L: 
:6. ~ 
: s.: 
:o.J 
:1 . 5 

s. :l 

,::..,,.'"'._,, . .,.. 
~"" ,,,_,..,er....., 
3uo•dl"" ,,,,_,,_ ci•e,, .. 1 , ~ -• C 

;..,.ucr, atld w•tntt1 

.=OQd~...,,, ..... 

3art...a.n 
',"t .. ,.,, .ftttct.wtn 

~ll1 

o.-

.•:_: ,.., 

J..,,11 f1111tlf"IU 

""'t'l!' .. fft HCI ... f9C"\ldlf"1 ffl.lrl1""1 

'hM"'\f,.q 110rs. •J.,t°W""l1fl, M'll:I ,nlf"il2M''1 

>.-.,:t,C,11 ,,..,,., 

,.,,.,.,.. .. c..., _ _, • ._, 

!we.,, 
,:,,,,,ae.ar-t~•-, . 
..... ,i:1,~ _.,.,,, c:o..,,..-1otooun . 
~W'411...,,..,.., esC'tU(Jl,_, 0t1¥UI "°"""".-itf'11 

HMtu.- .....,..'<I ill'~ei 

2,.,,')tfC"'t , ,,.'\.P"'l"'Hr.,...,..w,"""1 

,-,,1e, W'ld dl~111iffl • 

~H1M"'t10i11, , "1 

=vfllll -a1,..,., 

:,,.,,,..,..~,-ffl~,, 
: ttffler, I~ &I'd !""1t'nl . 

''"'"" ' tac,.,, •nd \&,.u,.nt'IC3r, . • 

••"' ,.,aa,.,,,. •eq.t ...,,......, 

:,..,,. ,,oa,..,.., ,J t,0 .. 1t1 ' '"''•"" -a"'.,., 

'fCITI: . \f.:...c. 1 .,, loor..,,o1t,ot' •.-,, •• • .,, ,..~ ::J1,1! : f'l':I .. .,..,, :-ruqr,u.-. =--~ c~,..,o,,.,.. , , 
;a:uo&(IC'f", ~ '::JtW'IIOf :,e ...,.~ •o--,t •all'I ·O'lt""'•1' •~ 

Attachment A~ 
(l?age 2) 

_____ , _0 ... e ... 1 - ----

1

1 l l'w_,.,._ 

I ...:=.., I I 31.e i I ,_,.. 
4
::. 

71 
7! :,, 
911 

709 
I H 
I J,QQQ 

, J ,4ll 
355 
549 
363 

JS 
t6t 

l, ?4 3 
lOl 

!Ol 
715 

72 
S4a ~, 
964 
l65 
:69 
617 

.!J, 160 
l, 02 4 

Uj 

457 
~a 

1%, ~J,r, 
: : • ,41 
' l i~ 

l)6 
• t ,.JJZ 

. i '-,H~ 
)09 
:11 

: l,J60 
• z:.~ 

.bO 
: l ,•·'-Z 

5 )! 
! l, 363 

1 t: 
: t , l l 6 

H5 
' :, 725 

HZ 
:06 
•t7 
564 
: JJ 
ii; 

: ''.Z9 
:! 0 
191 
50J 

;~ 

; l • ~ :1 
• L, ~.:.c 
• l , .:~ S 

J4l 
1!1. 

I 
i 7':: .6 I 

l. J 
tll. ~ 
66 .J 
, . a 

i. s. 5 
J:.J 

,. ' 
47, l 
!. 7 
.5..S 

1.J 
2.7 
L9 

l !..5 
57 .o 

S2 .J 
H . .5 
'H.1 
?5 .c ~, '~ 

511 'J 
38. S 
l6. ~ 
55.J 
l ~ . 0 
6/i . .s 
~ 1 .l 
l9,3 
52 .J 
:a.' 
~ l, 7 
!'f '7 
71.:. 

I H.J 
;7 , .3 
!4. J 
!6. 6 
n .1 
7~. l 
54 . .5 
: ; . o 
~.5.:. 
H.! 
~q . ' 
~s .. 
lO. l 

t .J 
l J. l 

S.6 . . 
' -~ 

. t7, 1 
' l l .~ 

! 

;2.i 
l.S.6 

l .5,2 
Zt.l 
3.' 

21,.5 
5 .J 

2! .6 
lJ. 7 
l ~ •: 

l6.0 . 
4 .J 

l5. 4 
LS .l 
t.J.: 
l5 .7 
l.S .2 
u., 
U.J 
l2.J 
10, J 

l9.J 
l t. t 
'.o 

.51.l 
)9.4 
t 7, 9 
27 . .5 
J7 . I 
2L3 
zt..,· 
1J. J 

4 • .5 
l2. 3 
l ! ,3 
l4, 5 
t: .3 
s. a 

Zl .6 
:J., 7 

S .3 
:o .3 
2! .J 
t 9 . 2 
lJ.; 
, , . 
LJ. 2 
l~.:. 

L~ 
: 5 . 0 
)l ... 

lJ . .s 
Li 

t a .:. 
:o.J 
t O. l 

,, . ... , 

\ 

~ 
I 

' 



Attachment A-7 

Data Sources 

l. "Annual ASPO School Survey", American Society of Planning Officials., 
April, 1975. 

2. Bureau of Labor Statistics, "Employed Persons by Detailed Occupation, 
Sex and Race," Employment and Earnings, January, 1982. 

3. ~anpo~er Information for Affirmative Action Programs, Minnesota Dept. 
of Economic Security, 1980. 

4. Minority Population Trends in the Twin Cities Metropolitan Area, 1980., 
Metropolitan Council. 

5. "The Occupation of Planning: A View f-:-om the Cansus." • Journal of 
the American Institute of Planners., April, 19i6. 

6. "Planners in Transition: Report on a Survey of Alumni, 1960-71." 
Journal of the American Institute of Planners., April, 1976. 

7. Post Secondarj Education Enrollment Survey, Fall, 1980. Minnesota 
Higher Education Coordinating Board., April, 1981. 

8. Post Secondary Vocational Enrollment. 'filnnesota State Dept~ of 
Education., 1982. 

9. Salaries and Tenure of Professional Planners, 1980. American Planning 
Association. 
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APPENDIX B 

EQUAL ECONOMIC OPPORTUNITY GOALS 

The following overall goals have been established for procurement from 
MBE firms: 

Minority Owned and Controlled 

General Office Supplies and Services 5.4% 
Printing .6% 
Computer Equipment & Supplies .3% 
Consultant 1.0% 

Women Owned and Controlled 

General Office Supplies and Services 2.7% 
Printing .3% 

- Computer .2% 
Consultant .5% 

Individual contract goals for federally- assisted projects shall be: 

Minority Owned and Controlled Firms 7.3% 
Women Owned and Controlled Firms 3.7% 

The purpose of these goals is to assure that MBEs receive full and equal 
opportunity to be included in Metropolitan Council contracting activities. 
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APPENDIX C 

DEFINITIONS 

AFFIRMATIVE ACTION - action taken by the Council to increase the participa­
tion of protected-class members in employment, citizen involvement in program 
plann i ng, Council services, and business opportunities afforded by the 
provi$ion of goods or services to the Council. 

BIDDER - an individual, partnership, joint venture, or firm submitting a 
proposal, directly or through an authorized representative, for a contract to 
provide aoods or services to the Council. 

EQUAL OPPORTUNITY GRIEVANCE - a complaint alleging that the Council has 
been or is engaged in action which is discriminatory under current applicable 
federal or state statutes and regulations, local ordinances, or the Council 1 s 
equal opportunity policy. 

GOODS AND SERVICES - all products and services, including consulting 
services, purchased by the Council. 

GRI EVANT - the aggr•i eved part'y in the , Equa 1 Opport.un i ty Grievance 
Procedure, which may be ~n ir,_djvidual, .. a ,group, or an org~nization. 

HANDICAPPED OR DISABLED - any person who (1) has a physical or mental 
impairment which substantially limits one or more of such person's major life 
activities, (2) has a record of such an impairment, or (3) is regarded as 
having such an impairment. 

MINORITY BUSINESS ENTERPISE (MBE) - a business of which at least 50 
percent, or 51% in the case of publicly owned businesses, is owned by minority 
group members, women or disabled persons. r . 

MINORITY-GROUP MEMBERS - oersons belonging to the following racial groups: 
Alaskan natives (Eskimos), American Indians, Blacks, Hispanics and Orientals. 

PRIME CONTRACTOR - an individual, partnership, joint venture or firm with 
1Nhom the Council contracts for the provision of goods or services. 

PROTECTED-CLASS MEMBERS - groups of persons including females, minorities, 
the handicapped, and Vietnam era veterans, especially those who are disabled, 
who for whatever reason may not have had equal access to employment 
opportunities. 

SUBCONTRACTOR - an individual, partnership, joint venture or finn with 
whom .the prime contractor contracts for the provision of goods or services. 
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