METROPOLITAN COUNCIL

AFFIRMATIVE ACTION PLAN - 1983

March 1983

Metropolitan Council of the Twin Cities Area
300 Metro Square Building, 7tn and Robert Streets
St. Paul, Minnesota 55101 Tel. (612) 291-6359

Publication No. 90-82-112



AFFIRMATIVE ACTION PLAN

CONTENTS

I. Statement of Policy + « « « o « s & ¥ & % 5 2 0 2 » & » = =
IT. Plan Dissemination. . . . . . ¢ ¢ v v o v v v v e e 0 e e
[I1. Designation of Responsibilities . . . . . « ¢« v ¢« « « o . .
Iv. Plan Development and Execution. . . . . . . . « + .+ « ¢« . .
V. Monitoring and Reporting. + o « & s o s « o « 4 & s s s s
VI. Utilization Analysis; Goals and Timetables. . . . . . . . .
VII. Equal Economic Opportunities. . . « ¢« ¢ ¢ ¢« ¢ ¢« ¢ ¢« & ¢ o &
VIIIL. Sexual Harassment Policy. . ¢« v ¢ ¢« v ¢ ¢ ¢ v o ¢« o o o o
IX. Equal Opportunity Grievance Procedure . . . . . . . ¢« . . .
X s Equal Opportunities for Citizen Participation

in Program Planning. . « ¢« v ¢ ¢ v v 0 v e e e e e e

Appendices
A, Work Force Analysis; Utilization Analysis Detail. . . . . .
8. Equal Economic Opportunity Goals. . . « ¢« v v v « ¢« o « « &

Lo Definitions

oooooooooooooooooooooooo

14
17
24
26
28

30
A-1

B-1
C-1



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



PLAN DISSEMINATION

Dissemination of the Council's equal opportﬁnity policy is essential to
implementation of the program. The policy will be communicated 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 maintain a position that a nondiscrimination clause
will be included in any labor agreement.

12. News items pertaining to equal opportunity and affirmative action will
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

Council,
External
1: The Council's annual report to the State Legislature will include a

report on the revised plan.



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.

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

A1l advertisements, announcements of job openings, application forms,
letters acknowledging receipt of applications or resumes, purchase
orders and contracts will include an equal opportunity clause.

A1l 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.



DESIGNATION OF RESPONSIBILITIES

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.

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.

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.

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.



~
%)
8,
o

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.

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 communication 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
requlations, local ordinances and the Council's plan.

g. Develop and maintain communication with community resources,
educational institutions, agencies and organizations to promote the
Council's equal opportunity policy and identify additional sources of
recruitment.



h. Coordinate the establishment and implementation of affirmative
action procedures and necessary recordkeeping with the personnel manager.

i. Serve as liaison 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
information 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's equal employment
opportunity and affirmative action efforts.

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

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

d. Provide the equal opportunity coordinator with personnel system
information as needed to monitor the effectiveness of the Council'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's equal
opportunity policies and program. The Council requires the cooperation of all
employees in implementing its Affirmative Action Plan and adhering to its
policies. Employees are ‘encouraged to submit suggestions for facilitating the
Council's equal opportunity and affirmative action efforts and to participate
in equal opportunity activities.



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
perform 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's Affirmative Action Plan and
activities.

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

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

e. Determine coomittee 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's Affirmative Action Plan is
consistent with current statutory and regqulatory 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 requlatory law.
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PLAN DEVELOPMENT AND 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 occupational 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.

A11 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
information, including: Jjob 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. A1l notices or advertisements of job openings will include
the statement: "An Equal Opportunity Employer."

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
applicant pool.

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.



2. APPLICATION BLANKS AND 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
Form 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. A1l 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'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 will 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.



6. ARREST AND CONVICTION RECORDS

Arrest records will not be considered by the Council 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'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 will
make recommendations to the management staff to remedy such problems.

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.

10



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 experience 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
information about career planning.

11.  COMPENSATION--SALARY AND FRINGE BENEFITS

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." 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 disabjlities 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 AND RECALL

'Layoff, where necessary, and recall will be made consistent with Council
policy and based on consideration of job-relevant employee qualifications,
business necessity, and the Council's affirmative-action goals.

il



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. A1l 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.

12



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). Forecasts 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.

i3



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'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 SQURCES 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 underutilization.

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 will 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.

14



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 "equal pay for equal work." The annual

salary audit will also include an analysis of starting salaries and performance
increases by protected class.

A1l 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 conductad annually (by June 30 each year)
by the equal opportunity coordinator to identify areas of underutilization of
minorities and women and assess progress toward employment goals.

15



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's good-faith efforts to
meet such goals, this report will include a narrative outline of the Council's
affirmative 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.

16



UTILIZATION ANALYSIS; GOALS AND 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

A1l class titles were listed by salary range within each department. Al1l
job incumbents were classified by race and sex.

JOB GROUP ANALYSIS

A1l classes were assigned to a job category using EEQC definitions. Class
titles were then grouped into "families" of similar job content, promotional
opportunities and wage rates (across departmental lines where possible). A1l
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 population or availability of women seeking
employment in the specific labor area.

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

¢. 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
skills in an area in which 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 group available to minorities or females.

gach factor was assigned a value weight between 1 and 100 percent.
Assianed values depended upon the proportions of the availability estimate that
should be based on internally versus externally controlled factors.

17



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 ?ata, 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 emp loyed
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,
national data was used. The factors for selected occupations were 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, availability estimates were based on
information reported in publications of the American Planning Association,
American Institute of Planners and the American 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'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
compared 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 "professional" 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 national level, for "official" 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 AND 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. A1l 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/Manager

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.



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 was 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.



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
without discrimination 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. This 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:

| 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 Compete 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 directory 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.

B 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.




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 gquarterly reports
describing activities 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
employee'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'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.

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

3y 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 immediately 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 t
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.



EQUAL OPPORTUNITY GRIEVANCE PROCEDURE

PURPOSE AND 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 sha11 be responsible for the supervision of Council emp1oyees 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 1imit 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 action which is discriminatory under current
applicable federal or state statutes and regqulations, 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's
grievance file.

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

A1l 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

[t is the Council'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 and 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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Salary Range

AL

.

I

. 2. $26,666

130,054 - $50,490

1. $34,070 - $51,7%0

$10,410 - 345,760

$45,760

3. $23,600 - $35,800

.4, 320,530 - $31,179

5. 817, 846 - $27,124

6. $15,933 - $24,170

/. $14,872 - $21,632

SUPPLEHLNIAL 1 IST OF CLASS T1TLES FOR WORK FORCE ANALYSIS

OFficials/Managers
Department Director

Division Director (Plng.)
Information Systems Director
Staff Counsel

Finance Direclor

Program Manager 111, IV (Plang.)
Assistant Director/Comnunity Serv.
Personnel Manager

Program Manager 11 (Plng.)
Account ing Operations Manager
Publicat fons Manager

Director Leglslative Affairs

Communily Services Manager
Facllities Manayer
Program Manager 1 (Plng.)

Technicians

Professionals

Principal Planner

Transportation Coordinator

Seafor Planner
Senior Internal Auditor
Compuler Operations Supervisor

Senior Systems Analyst
Budgel Administrator
Assistant Staff Counsel 11
Environmental Engloneer

Senlor Accountant-Operations
Planner

Systems Analyst/Progranmer 11
Accountant -Finance

Librarian

Senior Editor-Writer

Senlor Coumunity Serv. Speclalist
Equal Opportunity Coordinator
Internal Auditor

tditor-Hriter

Information Hriter

GBF Supervisor
Accountant-Operations

Budget Analyst

Systems Analyst/Programer 1
URA Supervisor

HRA Spectalist 11

Associate Planner
Grants Program Assistant
Map Librarfian

Buyer Planning Assistant [1

HRA Specialist

Senior Graphics Specialist

Planning Assistant 111

ALtachment A-]
(lage 1)

Office/Clerical

Secretary-Chairman
Referral Assistant 11

Public Information Sup.
Secretarial Supervisor I1
Central Services Sup.
Principal Account Clerk
Personnel Assistant 11
Referral Assistant
Secretary-Execut ive Director
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balary Ramge Off IchalsManayers Protessionals Technicbans Office/Clerical
AL 313,520 - $19,656 ' Halling 1ist Coordlnator Secretarial Supedvisor |
Composer Secretary (11
Lead Computer Operator Personnc) Assistant 1

JIRA Assistant
Hord Processing Coordinator

K. 9. 11,565 - $16,020 : Planning Assistant | Secretary 1IB
Computer Operator/Data Eotry  Secretary BIA
GBF Group Leader
Sentor Account Clerk
Library Assistant
é Legal Secretary
Pubdic lntormation Assistant
Offlce Clerk

10, $10,046 - 314,476 Secretary |
Central Services Clerk 11

Switchboard/Recept lonlist
Account Clerk

Data Eatry/Clerk-Typist
HRA Data Entry/Clevk-Typlst
Referral Alde

1. 809,214 - $113,29) Data Entry
Clerk 11

Central Services Clevk 1

12. 4 0,303 - $12,106 Clerk 1

LHISBA
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MINNEAPOLIS-ST. PAUL
STANDARD METROPOLITAN STATISTICAL AREA

Manpower Informatiocn
oy
Affirmative Action Programs

The data in this report meet the minimum requirements of OFCC
Revised Order Number L4, Subpart B, paragraph 60-2.11; Section
(a), (1), (i) - (v) and (2), (1) - (v).

Prepared by:

Minnesota Department of Economic Security
Research and Statistical Services Office
350 North Robert Street
St. Paul, Hinnesota 55101
Telephone No. (612) 296-3324

February 1980
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Manpower Information for Affirmative Action Programs

Area Covered: MINNEAPOLIS ST. PAUL STANDARD METROPOLITAN STATISTICAL AREA

The geographic area covered by this statistical packet is composed of nine
counties: Anocka, Carver, Chisago, Dakota, Hennepin, Ramsey, Scott, Washington,
and Wright. The majority of local employers probably recruit their workers
from within this labor market area. However, some positions such as profes-
sional and skilled labor may have a much broader recruitment area. Therefore,
in these cases, consideration should be given to adjacent and other laber
market areas in setting Affirmative Action Program (AAP) 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 force participation rate for females was
48.5 percent as compared to 64.0 percent for both sexes.

Employment statistics by sex and minority status are given by Tables 24 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 4Q.2 percent
of the laboer force while minorities made up 3.0 percent. Females and minor-
ities accounted for 42.3 percent and 5.2 percent, respectively, of the unem-
ployed. The unemployment rate for females was 3.4 and for zinorities it was.
5.7 compared to 3.2 for the cntire labor force. 1978 annual average data is
froa the Current Population Survey conducted by the Bureau of the Census for
the U. S. Department of Labor. The total labor force data ccllected by the
Current Population Survey differ from the total labor force data for the
Minneapolis-St. Paul SMSA calculated by the Research and Statistical Services
Qffice according to the methodology mandated by the U. S. Department of Labor.
The reader is encouraged to look at fcotnote thre=e cf Table 2A which explains
the reliability of the sample estimates.

The occupations of emploved persons shcown in Table 3 are presented by sex and
mincrity status. Using the norizontal distribution table, 6.5 percent were.
black and 1.1 percent were other noawhite races.

Table b presents data on the occupation of the insured uneaployed, persons

wno qualified for and received unemployment compensation, during the twelve
month period of Oczober 1, 1578 to Sepcember 30, 1979. To illustrate the use
of this set of tables, females comprised 42.0 percent of the uneaployment
insurance claimants wno last worked in professional, techniczl, and managerial
occupations while minorities constituted 6.5 percent of that cccupational group.

-

The occupaticn of job applicants at area offices of the Minnescta Department
of Zconomic Security are classified bty sex and minority status in Table 5.
Temales comprised 5.9 percent ¢f the professicnal, technical and managerial
major occupation group while minorities ccnstituted 19.1 percent.
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Definitions

Employed persons comprise all civilians 16 years of age and over who either:
(a) worked as paid employees, worked in their own business or profession, or
worked 15 hours or more as unpaid workers oun a family farm or in a family
business during the reference week; or (b) had a job during the reference
week but were temporarily absent due to illness, bad weather, labor dispute,
vacation, or other perscnal reasons. Ia almost all cases, the 1970 Census
used the last week of March 1970 or the first week of April 1970.

Unemplovyed persons cocmprise all civilians 16 years of age and over who:
(a) did not work during the reference week or were not tezporarily absent
frcm a job due to illness, bad weather, labor disputes, etc.; (b) wers
locking for work during the past four weeks; and (¢) were available to
accept a job. Persons waiting to be called back to a job from which they
nad been laid off are included as unemployed.

The civilian labor force consists of persons classified as employed or
unemployed. As defined here, members of the Armed Forces are not counted
as part of the labor force.

Labor force participation rates represeat the proportiocn of the noninstitu-
tional population 16 years of age and over that is in the labdor {orce.

The unemvloyment rate represents the number unemployed as a percent of the
civilian labeor force. '

The Spanish-American population is identified as persons of Spanish lan-_
guage. Most of the Spanish-American ethmic group is also counted prizmarily
in the white race, but includes some blacks and other races.

The Minority classification as used here includes 2lacks, Acerican-Indianms,
Orientals, and other nonwihite races plus the Spanish-American ethnic ZToOup.
A small amount of double counting has resulted because some perscns were
identified as Spanish-American and also counted as noawhite.

=y

with the theoretical or practical aspects of such fields of human endeavor
as science, engineering, education, medicine, law, business relations, and
administrative, managerial, and technical work. Most of these ¢ccupatiozs
require substantial educational preparation.

Professional, Technical, and Managerial Qccuraticns: Occupations concerned
e

Clerical and Sales Qccuctations: Occupaticas concermed with preparing, tran-

vVas
seribing, transferring, systamatizing, and preserving writfen ccamunications
information and influencing

and records; czllecting accounts; distributing
custcmers in favor of a commodity or service. Includes occupations closely
identified with sales transactions even though they do 2ot izvolve actual

participation.

Service Occucations: Occupations concerned with perforaing tasks iz and
around private ncuseaclis; serving individuals in institutions and ia
commer=ial and other estaclichments; and protecting the public against
crime, fire, accideats, and acts of war.
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Farming, Fishery, Forestry aud Related Occupations: Occupations concerned
with growing, harvesting, catching and gathering land and aquatic plant and
animal life and products therof; and occupations concerned with providing
services in support of these activities.

Processing Occupations: Occupations coucerned with refining, mixing, com-
pounding, chemically treating, heat treating, or similarly working materials
and products. Knowledge of a process and adherence to formulas or other
specifications are required in some degree. Vats, stills, ovens, f{urnaces,
mixing machines, crushers, inders, and related equipmeat or machines are
usually involved.

Machine Trades Occupations: Occupations concerned with feeding, tending,
operating, 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 eguipment and weaving, knitting, spinning, and similarly
working textiles are included in this category.

Benchwork Occupations: Occupations concerned with the use of body members,
hand tools and bench machines to fit, grind, carve, mold, print, sew, assemble,
inspect, repair, and similarly work relatively small objects and materials such
as jewelry, phonographs, light bulbs, musical instruments, tires, footwear,
pottery, and garments. The work is usually performed at a set positiom in a
mill, plant or shop at a bench, worktable or coaveyor.

Structural Work Occupations: Occupations concerned with fabricating, erectiag,
installing, paving, printing and similarly working structures or siructural
parts, such as bridges, rocads, motor vehicles, cables, airplane engines,
grinders, plates, and frames. The work generally occurs outside a factory

or shop environment, except for factory production line operations. Tools
used are hand or portable power tools, and such zaterials as wood, metal,
concrete, glass, and clay are involved.

Miscellaneous Occupations: Occupations concerned with transportatiomn services;
packaging and warehousing; utilities; amusement, recreaticn and motion picture
services; mining and logging; graphic arts; and various miscellaneous activities.
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MINNEAPOLIS - ST. PAUL
STANDARD METROPOLITAN STATISTICAL AREA
Table 1. Population by Sex and Minority Status
1970
(1) (2) (3) 1/
Numbeg Per Cent Labor Force=
e 3 ek - !
Minority Status - Distzribution Participation Rate
Total Female Total Female Total Female
1., TOTAL 1970+* 1,930,80s 997,476 100.0 100.0 64.0 48 .5
2. White 1,880,564 972,112 97 .4 97.5 64.1 48.5
3., Black 32,177 16,167 La 1.6 62.7 53«5
4. American Indian 10,010 5,241 Q.5 3«5 54.9 41.9
5. Oriental? 5,766 2,901 0.3 0.3 NA NA
6. Other Racesl/ 2,288 1,055 | 0,1 0.1 59.72/ 45.95/
7. Spanish-american 17,000 8,456 0.9 0.9 64.9 47.0
8., Minority Gtcupi/ 67,249 33,820 345 3.4 82.5 49.9

NA = Not Available

1/

sourece:

Data in column 3 is from a diffarent Census table. Scme categories
are not comparable with columns 1 and 2. See footnote 5.

Sum of Japanese, Chinese, Filipino, dawaiian and Xocean.

Sum of all other races excluding whita, black, American Indian and
Qriental.

Sum of Spanish-American and all races excegc white. Scme duplication
cossible since Spanish-American may include nonwhite races in
addition to white,.

nclucdes American Indizan and QOriental.

"~
pe |

Item 1 (TCTAL) is defined as the
of individual i:iems in column (2) may not agua
ccunding.

sum of itams 2 thrcugh 5. The sum
l totals tecause of

Census of Populaticen 1970.



Minneapolis-St. Paul SMSAl/
Employment Status by Sex and Minority Status

1978 Annual Averageg/

Labor force fmployment Unemployment Perceat Distridbution
Sex and Minority 3 o Labor
Statuy Number nge‘/ Nuniber Range Level Range Rate Range force Range Employment Rarge Unemploym2nt kange
BOTH SEXES ,
iCTAL 1,084,000 15,300 | 1.048,000 %18.200 | 37,000 ¥ 3.900 3.4 3.0-3.8 | 100.0 100.0 120.0
White 1,056,000 ‘14,900 | 1.020,000 %17.700 | 35.000 ¢ 3.800 3.3 2.9-3.) 97.2  97.0-97.5 97.3 $7.0-97.6 34.6 97.8-%6.%
Nonwhite 30,000 * 3.600 28,000 23,600 ) 2,000 21,000 6.3  3.3-9.3 2.8 2.5-3.0 2.7 2.4-3.0 5.4 3.0-1.2
FEMALE
TOIAL 464.000 13,900 442,000 14,000 | 21.000 2 3.000 4.6 4.0-5.2 100.0 100.0 100.0
2 of Both Sexes 428 42.2-3.3 42.2  4)1.7-42.6| 56.8 55.9-57.4 | --- .- e —— ---
White 451,000 213,500 43,000 *13.600 |20.000 2 2,900 4.5  3.9-5.1 91.2  9¢,8-97.7 97.5 96.8-97.8 95.2 93.1-98.3
Noawhite 13,000 ° 2,600 12,000 22600 | 1,000 * 700 9.7  4.3-15.1 2.8 2.3-3.2 2.5 2.2-3.2 4.8 1.7-6.9

Minneapolis-St. Paul SMSA defined as a 10-county area: Anoka, Carver, Chisago, Dakota, Hennepin, Ramsey, Scott, Washington, and
Hright counties 1n Minnesota and St. Croix county in Wisconsin.

Source: Current Population Survey, U.S. Department of Labor. Please note that these figures differ from the official 1978 labor
force statistics for the Minneapolis-St. Paul SMSA as calculated by the methodology mandated by the U.S. Department of Labor,
Bureau of Labor Statistics.

Estimates {n this table are based on a random sample of about 450 households, instead of a complete census of the population. As

a consequence, the estimates are subject to sampling as well as nonsampling errors. In general, the error of a szmple estimate
varies fnversely with the size of the sample and the size of the estimaté. An estimate for a small area or for a subgroup consti-
tuting a small proportion of the populatfon will tend to have a relatively hicher error than an estimate for a large area or for a
subgroup constituting a relatively large proportion of the population.

The numbers in the Range column show either the 68-percent confidence intervals for the sample estimates or the standard errors
for 68-percent confidence intervals. Using data for females as an example, we can be sure 68 percent of the time that the averzge
unemployment rate of females in the Minneapolis-St. Paul SMSA in 1978 was between 4.0 and 5.2 percent. In this case, 4.6 percent
was the midpoint of the confidence interval and the standard error was 0.6. Also, we can be sure 68 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 was 21,000
and the standard error was 3,000. Given the above range of the estimated number of unemployed females, a range of the proportion
of total unemployed workers which were females is also provided. In this case, we could be confident 68 percent of the time that
unemployed females made up between 55.9 and 57.4 percent of the total number of unemployed workers in 1978. To compute 90 percenrt
confidence intervals, the standard errors for the 68-percent confidence intervals should be multiplied by 1.645. Again using data
for unemployed females as an example, the standard errors for 90-percent confidence intervals would be 4,935 (3,000 x 1.645). We
would b? sure 90 percent of the time that the average number of unemployed females in 1978 was between 16,065 and 25,935 (21,000 .
+ 4,935).

(9 ®begq)
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MINNEAPOLIS-ST. PAUL STANDARD METROPOLITAN STATISTICAL AREA
Table 2B Employment Status by Sex and Minorlty Status

Per Cent Distribution
Unemployment

Rate

Sex and Minority Labor Labor )
Status Force Employed | Unemployed | Force Employed | Unemployed

BOTII SEXES - 1970

1. TOTAL 829,549 802,640 26,909 100.0 100.0 100.0 3.2
2. White 811,260 785,308 25,872 97.8 97.9 96.2 3.2
3. Black 12,161 11,461 700 1.8 1.4 2.6 5.8
4. Other Races 1/ 6,120 3,191 337 0.7 0.7 1.3 5.5
5. Spanlish-American 6.223 5,905 368 0.6 0.7 1.4 5,9
. 6. Minority Group 2/ 24,562 23,1517 1,405 3.0 2.9 LYy 5.7

FEMALE - 1970

7. ‘TOTAL 333,096 321,720 11,376 100.0 100,0 100,0 3.4
8. Per Cent of Both Sexes 40.2 40.1 423 | -—= | = | === -——
9. White 325,409 314,431 | . 10,976 97.7 917.7 96.5 3.4
10. Black 5,244 4,948 256 1.6 1.6 2.3 4.9
11. Other Races 1/ 2,443 2,301 142 0.7 0.7 1.3 5.8
12. Spanish-American ' 2,315 2,168 147 0.7 0.7 1.3 6.4
13. Minority Group 2/ 10,002 9,457 545 3.0 2.9 4.8 5.5

1/ Sum of all races except white and black.

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

(L ®beg)

7=Y IUSWOTIIV

Sum of individual items may not equal totals becauae-of rounding.

Source: Census of Population 1970
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(Page 8)
Table 3. Occupations of Employed Persons, by Sex and Minority Status
1970 (Horizontal Distribution)
B O T 1 S E X E 8§
ish=-| Minorit
Beeupat ian R A C E S Spanish in rz Y
Total White Black Otheri/ American G:oup-/
All Occupations - Number 1970 | 802,640 | 785,388 11,461 5,791 5,905 23,157
Per Cent 1970 100.0 9749 1.4 0.7 0.7 2.9
Prof.,, Technical & related 100.0 97.8 152 1.0 0.6 2.8
Engineers 100.0 98.8 0je. 3 0.8 0.4 LeS
Medical & Health workers 100.0 97.5 1:1 1.5 Q'] 302
Teachers, elem., & sec,
schools 100.0 98.1 155 0.4 0.4 233
Other professional 100.0 97.6 1he:2 1.1 0.7 3w d
Managers & administrators
nonfacm 100.0 99.0 0.6 0.4 0.4 LS
Sales 100.0 99.3 0.5 0.2 0.4 142
Retall stores 100.0 99.2 8.5 0.2 0.8 lad
Other sales workers 100.0 99.3 0.5 0is 2 0.3 1.0
Clerical 100.0 98.1 L.3 0.6 (036 2.4
Sec., stenos., & typists 100.0 98.7 0.8 0.5 0.6 L:9
. Other clerical workers 100.0 97.9 1:5 0.6 Q.5 2.6
Craftsmen, foremen, related 100.0 98.6 0.9 0.5 0«7 251
Construction craftsmen 100.0 99.1 0.5 0.4 Q.6 L..S)
Mechanics § repairmen 100.0 98.6 0.8 0.5 Q.7 251
Machinists & other metal
craftsmen 100.0 98.8 0.8 0.4 0.8 210
Other craftsmen 100.0 98.3 1.2 0.5 0.9 2.6
Operatives except transport .100.0 96.6 2.4 1.0 k.3 4.7
Durable goods, mfg. 100.0 96 .7 253 0.9 1.3 4.6
Nendurable goods mfg. 100.0 96.0 2.9 1.2 157 S
Nonmanufacturing 100.0 97.0 2.2 0.8 Lol 4.1
Tcanszort equip. operatives 100.0 98.5 Q.9 0.5 0.8 233
Laborers, nonfarm 100.0 96.,.5 2.4 g 1.2 4.7
Secvices exc. priv. household 100.0 96.1 27 I E 10 4.8
Cleaning & focd service -100.0 96.2 2.6 12 150 4,7
Protactive service 100.0 98.3 1.4 0%3 0.9 2.6
Personal, health § other )
services 100.0 95.6 343 1 Lo 53
Private household workers 100.0 95.1 3.4 1:5 0.8 S
farm workers 100.0 99.5 0.3 l 0.2 0.5 0.9

Sum of all races except white and black.

Sum of Spanish-American and all races except white.

Some duplication

cossible since Spanish-American may include nonwhite races in addition:

Sum of individual items may aot equal zotals because of rounding.

Notes: 1/
2/
to-white,
Source: Cansus of Population 1970



Table J. Coatinued

Attachment A=2

(Page 9)
F E M A L E
Occupation R A C E S Spanish- |Minority
Total white Black | Qeher=’/| Amecican |Group2/
All Occupations - Number 1370 321,720 [{314,431 4,988 2,301 2,168 9,457
Per Cent 1970 100.0 97.7 1.6 0.7 Q.7 - 2.9
Prof., Technical & related 100.0 97.9 1.3 0.9 8.5 2.6
Sngineers NA NA NA NA NA NA
Medical & Health worckers 100.0 98.1 0.8 L.X 0.3 202
Teachers, elem. & sec.
schools 100.0 98.0 Ya? 0.4 0.3 2:3
Qther professional 100.0 97.6 1.3 L.l 0.5 3.0
Managers § administrators,
nonfarm 100.0 98.8 0.9 0.4 0.3 1.5
Sales 100.0 99.0 0.7 0.3 0.4 1.4
Retail stores 100.0 99.4 0.6 0.3 0.4 1.4
Other sales workers 100.0 99.0 0.9 0.1 0.2 Le2
Clerical 100.0 98.3 Lal 0.6 0.5 22
Sec., stenos., § typists 100.0 98 .7 0.3 0.5 0.6 1.9
Qther clerical workers 100.0 98.1 1.3 0.6 Q.5 2.4
Ccaftsmen, foremen & related 100.0 98.4 1.2 0.4 1.0 2.6
Construction craftsmen NA NA NA NA NA NA
Mechanics & repairmen NA VA NA NA NA NA
Machinists § other metal
craftsmen NA NA NA NA NA NA
Qther craftismen NA NA NA NA NA NA
Operatives except transport 100.0 96.2 2.3 1.0 1.3 S.1
Durable gocods mfg. 100.9 96.7 2.6 0.7 1.1 4.4
Nondurable gocds mfg. 100.0 96.3 2.4 1.3 1.8 S5
Nonmanufacturing 100.0 95,3 3.6 1oL 1.3 §.0
Transpoct equip. operatives 100.0 98.5 0.8 0.8 1.7 3
Laborers, acnfarm 100.0 97.1 Z2al 9.9 203 See
Service exc. priv. household 100.0 96.8 2.3 9.9 0.3 4.1
Cleaning & food service 1040.0 97 .4 1.8 0.3 3.7 3.3
Protective service 100.40 98.5 1.3 0.0 0.9 1.5
Personal, health & other
secrvices 100.0 96.0 2.0 S 1.0 S.Q
Private houschold workers 100.0 95.4 . 1.5 0.9 5.4
Farm workers 100.4 99.9 0.5 9.6 0.0 Lal

Notes: 1/ Sum of all races except whita2 and black.

2/ Sum of Spanish-American and all racss except white,

Some duplication

possible since Spanish-American may include nonwhite racas in additien

to whita.

Sum of individual itéms may not ecual :otals because of rounding.

Saource: Consus of Population 1970
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Table 3a Occupations of Employed Persons, by Sex and Minority Status
1970 (Count)

BOTH SEXES
Occupation R A C E S Spanish-| Minority
Total | wWhite | 8lack | Otherl | American| Group?/
A1l Occupations - Number 1970 | 802,640| 785,388] 11,461 5,791 5,905 | 23,157
Prof., Technical & related 144,4531 141,300 1,672 1,481 874 | 4,027
Engineers 16,487 16,293 56 137 59 252
Medical & Health workers 22,2021 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,
nonfarm 70,713 69,988 459 266 301 1,026
Sales 61,492 61,046 331 116 272 719
Retail stores 32,104 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 46,3741 45,767 374 239 253 866
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 & repairmen 21,6661 21,365 184 17 148 449
Machinists & other metal _ 5
craftsmen 12,4631 12,311 101 51 100 . a%2
Other craftsmen 42,256 1 41,534 526 197 366 1,089
Operatives except transport 89,005 | 86,023 2,123 859 1,193 4,175
Ourable goods mfg. 42,958 | 41,558 995 404 561 1,960
Nondurable goods mfg. 20,498 1 19,674 586 237 342 1,165
Nonmanufacturing 25,549 | 24,778 554 217 289 1,080
Transport equip. operatives 26,655 | 26,247 244 164 207 615
Laborers, nonfarm 31,279 | 30,192 754 334 372 1,480
Services exc. priv. household 93,333 | 89,732 2,539 1,062 915 4,576
Cleaning & food service 54,870 | 52,793 1,403 874 526 2,603
Protective service 5,102 5,998 88 16 53 157
Personal, health & other
services 32,109 | 30,692 1,045 372 42 1,759
Private household workers 5,997 5,661 201 8Q 47 338
Farm workers 8.204 2 768 a9 17 41 81

Notes: 1/

2/ Sum of Spanish-American and all races except white.

to white.

Sum of all races except white and black.

Some duplication
possible since Spanish-American may include nonwnite races in addition

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

Source:

Census of Population 1970
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Table 3a Continued

F EMALE

Occupation : R A C £ ‘S Spanish- | Minority
Total White Black 0therl7’ American Groupg/
A1l Occupations - Number 1970 | 321,720 | 314,431 4,988 2,301 2,168 9,457

‘Prof., Technical & related 83,001 | 51,863 683 456 254 1,393

Engineers - — v e i e =
Medical & Health workers 15,417 | 15,1244 123 163 46 239
Teachers, elem. & sec. :
schools 17,276 | 16,924 288 62 52 402
Other professional _ 20,308 | 19,81 274 223 M 608
Managers & administrators, '
nonfarm 9,890 9,75q 8s 37 30. 152
Sales 23,649 | 23,414 164 67 98 329
Retail stores 20,037 [ 19,843 130 64 89 283
Other sales workers 34812 3,577 b 2 9 44
Clerical 128,870 | 126,665{ 1,480 725 672 | 2,877
Sec., stenos., & typists 45,184 | 44,601 354 230 262 846
Other clerical workers 83,686 | 82,064 1,127 495 408 2,030
Craftsmen, foremen, related. 4,961 4,880 58 22 - 48 128

Construction craftsmen
Mechanics & repairmen
Machinists & other metal

craftsmen
Qther craftsmen _

Operatives excapt transport 35,790 | 34,431 1,003 385 470 1,828
Ourable goods mfg. 16,244 | 15,707 424 113 1N 708
Nondurable goods mfg. 10,141 9,768 240 133 - 180 553
Nonmanufacturing 9,405 8,959 338 108 119 565

Transpert equip. operatives 775 783 6§ | § 13 25

Laborers, nonfarm 3,018 2,927 62 26 63 157

Service exc. priv. household 55,060 | 53,290| 1,283 516 468 2,235
Clezning 4 food service 29,657 | 28,885 523 249 206 978
Protective service 260 258 4 Q 0 4
Personal, health & other

services 24,964 | 23,977 721 266 260 1,247

Private household warkers 5,829 5,562 182 85 £0 317

Farm workers 880 871 § 5 Q 10

Notes: 1/ Sum of all races exc=pt white and dlack.

2/ Sum of Spanish-American and all races excant whita. Some duplicaticn
possible since Spanish-American may include nonwhite racas in addition
to white,

Sum of individual items may not equal *otals because of rounding,

Source: Cansus of Population 1970



TAu.c 4
OCCUPATIOH OF INSURLD UIENPLOYED AT APEA OFFICES
OF THE HINNESOTA DEPARTNENT OF ECONHONIC SECURITY
BY NINORIVTY GROUP
OCYOBER 1, 1978 - SEPVTERNBER 30, 1979-CONVINUED
THIN CITIES SHSA

sk

| | | ALIORLTIES
| | wITE | TOTAL |BLACK | | ARER [ASIAN,
occuPATION | TOTAL | HOY [IHINOR- | NOT [HISPANITNDIANIPACIF
| In1sPan | ITIES IHISPAHI JALASK |ISLAND
1 1 1 | 1 IHATIVE]
ALL OCCUPATIONS| 60.150] 56,3911 3,759 2,6251 380l 3521 402
(P PP | 100.0l 93.81 6.2 4.4l vy .61 .7
PROF.,TECH., | | ) | | | |
MGR*L.euuen.. I 9.6971 9.0631 634l 422 4610 89l 77
P esdasas | 100.0| 93.51 6.51 4.4l .50 0 L9l .8
) | | | | | |
CLERICAL....... I 7.6701 7.1961 4741 3641 281 40| 42
P weee-...l loo0.0l 93.8l 6.21  4.71 .4l .51 .5
| | | | i | |
SALES..........l 2,6221 2.5451 771 551 71 3 12
e e ..l 100.00 97.11 z.91 2.1l .30 .1 .5
DOHESTIC | | | | ] [ |
SERVICE......| 107} 9| 114 6l 11 2l 2
P ... ...l 100.01 89.71 10.31 s.el .91 1.9 1.9
| i | | | | |
OTHER SERVICE..| 4.6160 4&,131| 4871 3431 321 50} 62
P . | 100.00 89.51 10.51 7.4l 5 T D U0 U IS S |
FARH, FISH, | | | | | | |
FOREST....... | a2zl 1571 651 391 al 141 4
P e | 100.00 92.1l 7.9 «.71 1.0 1.70 .5
| | | | | | |
PROCESSING. . ... I 1.8751 1.690| 1850 1241 391 91 13
B, ¥  gonaseisg | 100.01 90.11 9.91 6.6l 2.1 .5l .7
| | | | | | |
HACHINE VYRADES.| 3,998 3.725| 2731 1951 26l 151 3s
[ s ssesond +1300:0] 93.21 6.8 4.9 .71 .6l .9
: s | | | | | )
BENCH HORK. . ... " 6.7441 6.2091 s3sl  3esl 7| 28l 6o
Pal . oesitscs | 100.00 92.1) 7.91 s.50 1.1} Y I
| | | | ) | )
STRUCTURAL HORK| 12,0631 11,6011 4621 332 51l 471 32
Pk eswemseb 1 100.0) 96.21 3.81 2.6l Y Y <3
' | | | | | | |
TRANSPORTATION.| 3.712] 13,5601 1321 991 11 171 5
Pl sessresem | 100.0l 96.4l 3.60 2.7 .3 .50 .1
PACKAGING & | | | | | | |
HATL HANOLING| 5,536 5,129 4071 2631 sal 38l 40
P < Sx s et I 100.0l 92.6l 7.41 a.oi 1.0: .7: .9
| | |
HISCELLANEOUS. . | 373) 3651 sl o - 1 - 2
P .. | 100.00 92.91 2.1 18l - L - .5
INFORMATION NOTI | | | | |
AVAILABLE....]| 313 3061 9| 91 -1 -1 -
B et | 100.00 97.11 2.90 2.9 - 0 -V -
| | | ] | | |
s

(ZT °=beg)
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TABLE

4A

OCCUPATION OF INSURED WIEHPLOYED AT AREA OFFICES
OF YHE HINHESOTA DEPARTHENY OF ECONONIC SECURITY
BY SEX AND HINORIVY GROULP

OCTOBER 1, 1978 - SEPTENBER 30, 1979-CONYINUED
TMIN CIVIES SHSA
] | 1 ] HALE | FEHALE
| | | | ] HINOAITIES | | HINORIVIES
occuPaTion | vOvAL | HALE IFenace | WIVE | TOTAL lBLACK | ) AnER IASTAM,) WHIVE | YOVAL [BLACK | | AHER lASIAN,
| | | I wnoT  |nnor- | wov  (HYSPARINIOIAMIPACYF | nOT  InInOR- | nOY  [HISPAMIINDXAN|PACIF
| | | InIsPAN | IVIES [MISPAN| JALASK JISLAND|NISPAN | IVIES IHISPANI (ALASK |ISLAND
1 | | | | |- | fuaYIvel M | | | | InNaTIvEL
>pr OCCUPATIONS| ¢0.150] 39,9471 20,2031 37,3320 2.615] 3.8250 2921 2350 263] 19.05901 1,144]  sool el 1170 . 139
veerass:l_00.00  86.4 33.6l ,w"__.:. .30 3.0l Y1 Y | .4l 31.70 1.9l 1.3 .1 .2l .
.vnon..qnn:.. 1 N | | | | I | | | | i |
MR*L..oc....l 9.697) s5,6221 4.075| u 211 4110 269l 34| s&l s4l 3,652| 2231 153l 121 354 23
[ veeeee--) 100.00 sa.ol 42.0| 3.7 6.2) 2.el .6l .6l 60 39.70 2.3 1.6l .l .40 .2
| | | | | | | | | | | | | i |
CLERICAL.......| 7.,6700 1.,762) 56,9080 1.567| 3750 1340 9l 13 191 s5.60910 2991 230l 19 271 23
3 ceeees.o) 100.0) 23.00 27.00 20.7] 2.3 .70 .1 200 L2 mal 3.9 3.0l .2l Y| .3
| | | | | | | | | | | | | | |
SALES..........| 2,622l }.,759]| as3| 1,703} 56 43| 51 - | ] o4zl 21l 12l 2l 3| 4
P ceeeeeol 100.0) 67l 32.9)  és.ol 2.l Tl 200 - 8 0 a3 34l .o. .51 1 DY .2
DOHESYIC | | | | | | | | | | | | | | |
SERVICE......| 1071 34| 73| 30| 4| 3| -1 -\ Yy w3 - | el 2
P ceveee-.l 20001 31.81 0.2l 28.0| 3.71  2.el o -1 - 1 er.7l 6.5l zal - | 1.9 19
’ . | [ ) | | | | | | | | | | | |
OVMER SEAVICE..| 4.,618] 2,1500 2,46801 1.0844] 306 216l 24| 271 391 2.2071 101 127 al 23l 23
[ ceveee..l 100.0)  4b.61 53.4)0 39.9] 6.6 4.7l .5l .60 .61  49.s| 3.9 2.sl .2l .50 .5
FARM, FISM.. ) | | | | | | | | | | | | | |
FOREST.......0  ezzl 7571 65) 694| 63) 3ol 21 14 ] 63| 2l Y| o -1 -
[ veee-aenl lo0.0l 92.1) 7.91 04.4l 7.70 4.6l .90 1.70 -5 7.70 Y I Y | Wl - -
| | | | | | | | | | | | | | |
PROCESSING.....| 1,075] 1.401| 4441 13,2771 54) 102) 34| ol 10l 413) nl 2zl sl 1l 3
4 ceeevea-) 100.00 - 76.30 23.71 e8.1) 6.2l 5.41 1.8l .4 .5 2ez.o0l 1.720 1.2l .30 -1l .2
| | | | | | | | | | | | | | | ’
HACHINE YRADES.| 3,9980 3,256l 7400 3,044 214 - 251 25l 12l 26| 68l 59| 441 30 30 ?
P i.aza:z:) 20000 61.50 18.501 9e.1) 5.4)  3.el .6l .30 .71 17.0| 1.50 1.1 .1l Y| .2
| | | | | | | | | | | | | I
BENCI MORK.....| 6.,7441 2.9271 13,8171 22,6171 3100 2240 43| 13) 300 3.592) 2250 144) 28| 151 38
P veeeese-l 100.0l 43.41 s56.61 36.8l 4.6l 3.3) .6 .20 401 s3.31 3.31° 2.1 -4l .2l .6
| | | | | | | | | | | [ | | |
STRUCTURAL HORK| 1z,063( 11,714| 3491 11,275) 4391 33| s1| 471 20| 3261 23l 190 - 0 - 4
P eeveeea-l 10001 97.11 2.91  93.5l 3.6 2.6l .41 4l .zl 2.7l .2l 200 -0 - | .0
| | | | | | | | | | | ] | | |
YRANSPORVAYION. | 3.712] 3.4061 226l _ 3,361 1251 9%l ni 15| sl 2191 7l sl - | 2l -
[ Ceieeeool 100.00 Te3.9) 6.1l 90.5) 3.4 2.5) 5 1] .4) BY] 5.9 .2l A - Al -
PACKAGING & | | | | ) | | | | | | | | -0 |
HAYL MAMDLING) 5.5361 4&,s68| 9481  4.2441 3441 2681 4«8 32| 381 665l 631 371 100 6l 10
3 cossesss | 30D.00 62.9| 1711 76.71 6.21 4.1l .9 .6l .21 16.01 1.1 .7 .2l Ry .2
| ] | | | | | ) | | | | | | |
NISCELLANEOUS. . | 3731 221l 1591 17| 6 s - 1 =1 2l 15481 2l 20 - 1 - 1 -
[ ceeeee-.l 100.00 s59.8) 4«0.21 s8.21 1.6 10 - 1 - | .51 39.7]) .51 5 -0 - 1 -
INFORNATION NOY ) | | | | ) | | | | | | | | I
AVATULABLE....| nil 236 771 22a| al sl - (1 - 0 -1 761 1| )l I I
[ veeeas-ol 100.0l 75.4) 24.61 72.01 2.6l 2.6 - ) - | - -1 2s.3]) .3l S 1 I
| | | | | | | | | | | 1 1 1 |
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(Page 14)

One of the factors which contractors consider when conducting a utilization
analysis is the general availability of minorities and females having requi-
site skills in the immediate labor market area. The term requisite skills
refers to the level of achievement necessary to be accepted into occupational
entry jobs with minor training and orientation. This includes the estimated
number of unemployed and underemployed female and minority workers with need-
ed skills. Some of these unemployed and undercmployed individuals will have
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
who were active applicants with the Job Service between Octcber 1, 1978 and
September 30, 197%. Both the number of applicants and the horizontal percent
distribution are presented. In each table, the total is the sum 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
necessarily a complete count of applicants because there were applicant rec-
ords on which this information was not available. It is important to know
that ".e race/ethnic designation is not completed by the applicant but rather
is made by the job interviewer based on visual identification or on the basis
of the applicant's surname. This method of reporting probably results in an
undercount of Hispanic and American Indian applicants.

Zach Job Service applicant is given an occupation code basad on the Dictionary
of Occupational Titles (DOT) coding system. This coding structure is different
than the Census occupational ccding system which is used for the job categories
in the EED-1 repor: For instance, it is not possible to categorize applicants
as skilled craft workers based on the DCT code. Under the DOT codlng strucsure,
some skilled craft workers will appear under machine trades, operatives, bench-
work, and structural job categories. Also, there is no siample way of separat-
ing professional, technical, and managerial job titles under the DOT coding
structure. '



Table 5 occuraTiOon OF J0B APPLICANTS AT AREA OFFICES
OF THME HINNESOTA DEPARVHENT OF ECOMOHIC SECURITY

BY HINORITY GROUP

OCTOBER 1, 1978 - SEPVENMBER 30, 1979-COMTINUED

THIN CIVIES SHSA

| | NINORITIES :

| | winxve | voTaL |BLACK | | AHER [ASIAN,
OCCUPATION | vovaL | noY (HInOR- | HOT  InYSPAN|IMODYAN)PACIF

| laLask l1sLanD

Inxsean | IVIES IHISPAN|
| |

| | Jpeayrve|
ALL occupaTIONS(139,593]120,774) 18,68190111,139] 2,2771 2,9291 2.474
P inemEae I 100.00 o66.51 13.50 6.0l 1.6l 2.11, 1.0
PROF.,TECH., | | | | | |
HGRL. ... ool 18,564] )¢.603 1.oax| 1.1&:' ~ 3¢9l _ 290l 200
P e ..l 100.0]l 69.91  10.1 6.2 90 1.61 1.5
| | [ | | | |
CLERICAL.......| 24.7472] 23,964l =z,7790 1,902 3130 3371 218
P evesia | 100.0f ea.af 31.21 7.71 1.3) 1.4 .9
| | | | | | |
SALES....envnn. | s.1700 4,849] 3210 235) 39) 18] 29
[ ceeeee..l 100.01 93.01 6.21 4.5l .0l .3 .6
DOHESTIC _ o _ (I [ T | .
SERVICE...... 1.154] 642l nzl 21l 20f 13a| 33
P ... : 100.00 73.0l 27.0l 10.5: 1.7: 12.0: 2.9
OTMER SERVICE..| 16,516) 13,4511 3,065] 21,8520 3340 42s5| 454
P e I 100.00 61.41 1a.6) 1.2 2.0’ 2.6 2.7
FARM, FISM, | | | | | |
FORESV....... | 2.,93%1 2.6091 3251 Y]] 92l - 591 106
P __ ,-,.-,L,E__)99=9l__,96-*}._ ll.ll -i;!l...!:!} .2:00 3.6
PROCESSING. . ... I 2.5921 2,01 <790 2481 1260 © 431 62
P ... { 100.0l e61.5l lo.s: 9.6l A.o} - 1.7: 2.6
NMACHINE TRADES.| 6.677) 5,764l 693 43201 10720 M| 223
P ... : 1oo.o= 06.61 13.4{ ’ 4.5: 1.4’ : z.o: 3.3
BEMCH MORK.,...| 12.355( 10,4431 _2,912| 1,002] _ 2271 238l 445
. 1= 100.0 84.51 15.5: e.x: l.o= 1.9: 3.6
SYRUCTURAL HORK| 10,2630 9,044 11,2390 6441 203] 2731 119
P eeoseoe | 100.0: oa.o: 12.0: c.s} z.o: z.7: 1.2
TRAHSPORTATION.| 4,669) &,225] 444 270\ 691 7 32
P e I 100.0l 90.50 - 9.50 s.8l - 1.51 1.6l .7 o
PACKAGING & | | | | I | o
HATL HAHOLING| 18,1661 14,3850 3,781) 2,3s5] 28l eesl 333 -
(R, | 100.00 79.201 20.80 13.01 2.4l 3.71 1.8
| | | I | |- n
HISCELLANEOUS. .| 15,7661 14,3781 1,338) - 859| 1sol - 2391 140 =
P cassesss | 100.0l 91.20 - 8.8l s.41 1.0l 1.5 -9
| I 1 L |
3
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Table 5A

OCCUPAYION OF JOB APPLICANTS AT AREA OFFICES
OoF "lE AIHNESOTA DEPARYRENTY OF ECONOHIC SECURITY

BY SEX AHD HINORITY GROUP
. OCTOBER 1, 1976 - SEPVENBER 30, 1979-CONTINUEOD
YHIN CITIES SHSA
. e N l HALE | FLHALE
T | | | | HINORITIES | | HINOR]YIES
OCCUPATION | TOVAL | HALE [FEHALE | WHIYE | TOTAL [BLACK | | ARER JASIAN,| WHITE | TOTAL [BLACK | | ARER |ASIZN,
| | | | HOY (HIHOR- | NOY |HISPANIINOYAMIPACIF | MNOY [HINOR- | NOT [MISPAN|INDIAH|PACIF
| | | IMISPAN | ITIES [HISPAN] IALASK |ISLAMDIHISPAN | IVIES [HISPANI JALASK |XISLAND
| | | | | | | INATYVE | | | | | Inavyve|
ALL OCCUPATIONS|139,5931 74,6931 64,9001 63,936l 10,757| 46,1571 1,438] 1,6021 1,560] 54,8381 8,062 4,982l 8391 1,327 914
B Gnmemess | 100.0! 53.501 46.501 «5.a) 7.7 4.4l 1.0l 1.11 1.1 40.7] 5.8l 3.6l .61 1.0 o |
_PROF ., TECH., _ | . | __ I_ l. vy , b |
HOR*L.wueeuunn 18,5641 9,8571 @&,7071 e6.866l 991 5901 98l 1211 182l 7.817] 890) ss2f 711 169) T 98
P ceeee-eol N00.00 53.2) 46.91 4«7.8| 5.3 3.21 .50 .70 1.0l  42.11 4.81 3.0l .41 .9l .5
| | | | | | | | | | | } ! |
CLERICAL....... | 24,7471 3,628| 21,119] 3,056l 5721 3811 761 s1i 641 18,9121 2,207) 1,5300 2371 2861 154
P ... ..l 100.01 14.70  8s5.3) 12.3| 2.3 1.s] .30 200 3 76.4) 8.9 6.21 1.0l 1.2l .6
| | | ' | | | | | | | | |
SALES..........) 5,170l 2.,840) 22,3301 2,653| 187} 1361 23l 111 171 2,19¢| 1341 991 161 70 12
P isieeess|_100.0]  84.9) 4s.2l 5130 3.6l 2.6l _ .4l .2 31 2.5l _2.6l 1.9l 230 .1l -2
COHESYIC | ! | | | | ] | | | | )
SERVICE...... I 1.184] 1211 1,0331 1011 20| 4l = 1| 5| 7411 292| 117§ 201 1271 28
. } 100.00 10.51 89.5l a.8l 1.71 .1: - | 1.0l .«: c«.z{ 25.31 10.10  1.7) 1.0l 2.4
| | | | | | | | | |
OTMER SEAVICE..| 16,5161 7,7191 @8.,7971 6.0501 1,6¢91 1,024] 1991 1731 2731 7.401) 1,39) a2a| 135) 252 181
- R, | 100.01 46.71 53.31 36.61 10.1) 6.21 1.21 1.0l 1.71 44.81 8.5l 5.0l .ol 1.51 1.1
FARH, FISH, | | | | | | | | | | | | | | |
uﬁtalquu L_g.ml 2,094l 640 1,836\ _ _ 268| __ 62l _ 720 __sul_ _e3xl  7e3l ___ s7| el 200 _ 8l 23
....... 100.0/ 71.4]) 26.61 62.21 9.1l 2.1l 2.5l 1.71 2.8] 26.71 1.9 2l .20 23 .8
I | | | | | | | | | | | | | |
PROCESSING.....| 2.,5921 1,897| 6951 1,520l 3771 202 1031 3010 42 593 1021 461 231 131 20
PR S | 100.0l 73.21 26.81 s8.6l 14.51 7.8l 4.0l 1.2l 1.6l 22.91 3.91 1.8l -9l .51 .8
| ) | | | | | | | | | | | | |
MACMINE YRADES.| 66,6771 5,6901 9871 4.,929| 7611 3571 891l 104] 2111 8551 132 7510 1810 271 12
[ eeee--a.l loo0.0l 8s5.21 14.61 73.81 11.41 5.31 1.1: 1.6l 3.2: 12.81 z-o: 1.1 .31 .4 .2
| | | | | |
"bEﬁEﬁ"ﬁEﬁETTIZT2"3111551'“les7l 8.098| 3.«741'— "703*“'421!" YT 21 1940 6.96917 1,129 " Ba1lT 138l " 1591 251
P ... ..l 100.0| 34.51 65.51 26.11 6.31 3.41 .70 .6l 1.61 sé6.4l 9.1l  4.71 1.11 1.3 2.6
| | | | | | | | | | | | | |
STRUCTURAL WORK| 10,2831 9,559 7241 6,405 1,154]) 89| 188l 2631 1141 6391 asl 551 151 10l 5
[ veee--..l 100.001 93.01 7.0l e61.7¢ 1.2l 71 1.8l 2.8) 1.1l 6.21 .8l .51 DY .1 .0
| | | | | ) | | | | | | | |
TRAHSPORTAVION | 4,669 4,364) 305 3,943l 421| 255l 671 s8l n| 282l 23| 151 2l sl 1
_E,M,V,J=4=;L;LI_AQ9;9|_nﬁl;ét__FQ:SI 95-§|__"?-9l"_§ Sl__ v« __1.80.7|___e.00 __ .5l __ .31 _ .ol _ .2l __ .0
PACKAGING & | | | | ) | | | | 1 |
HATL HANDLING| 18,1661 14,6560 3,510| 11,7521 2,904 1, 74 | 3681 523 2661 2,633 8771 08| 601l 1421 67
P seee----1 100.01 80.71 19.3) 64.71 16.01 6l 2.0| 2.91 1.51 14.51 4.0: 3.3} .31 .8l 4
: I | | | | | | | | |
HISCELLAMNEOUS..| 15.7661 8,012) 7,7551 7,361l 650|  339| 66l 1171 781 7.017| 7381 470l a4l 1221 62
P teeeeesod 100.01 s0.81 49.21 46.71 4.11 2.5l Xy .71 .51 44.5l 4.71 3.0l .5l Y 4
| | 1 | | | | )| | |
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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.

Attachment A-=3

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

Percent
Number Distribution®
Minority Status Total Female Total Female
Total, 1970% 1,874,612 969,633 100.0 100.0
White 1,824,545 944,354 97.3 97.4
Black 32,140 16,150 1.7 1 o7
American Indian 9,958 5,213 .5 .5
Oriental 5,737 2,885 .3 .3
Other . 2,232 1,031 ol ol
Spanish American 16,831 8,377 .9 .9
Minority Group 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 Unemp

Labor Force Employment Unemployment Force Employment Unemployment Rat:

1975 Total 949,200 885,500 63,700 100.0 100.0 100.0 6.7
Female 398,800 372,700 26,100 42.0 2.1 k1.0 6.5
Minority 29,400 25,3900 3,500 Jl 2.9 5.5 11.9



Employed Persons, by Job Category;
Female and Minority Availability
Seven-County Area)

(1975 Estimates,

Attachment A-5

All Employed Persons _ Females Minorities
Female

" % of Minority

I In % Of All # In All 1In % of All # In % of All

4 of All Group Females Group Group Minorities Group In Group
Al Bwployed  100.0 885,500 100.0 372,700 42.1 100.0 25,900 2.9
Manager /Bdmin . 6.8 779,924 3.1 11,554 14.8 4.5 1,165 1.5
Proft./rTech. 18.0 159,390 16.5 61,495 38.6 17.4 4,507 2.8
Clerical . 21.2 187,726 40.1 149,453 79.6 17.6 4,558 2.4
Subtotal 48.0 425,040 59.7 222,502 512 3 39.5 10,230 2.4

All Other '52.0 460,460 40.3 150,198 60.5 15,670

Total 100.0 485,500 100.0 372,700 42.1 100.0 25,900 219

Computations based on Table A-3 and Attachment A-1.
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Attachment A-6
(Page 1)
HOUSEHOLD DATA
ANNUAL AVERAGES
2. Employed persons by detailed occupaton, sex, and race
(Nymoery in mouwndgs!
! 1981 A ‘. 1981 _
¢ I Percant of total E . Pereant of total
Oezuoatian | Tow . ~ Qecuoation i Tatal 1 Slack ¢
i emoioved | i Black temoloyed
’ | Femasies | and i Females and
| ! ! ather | ather
Totel, 16 years and over . .. ... 2 ‘93.313 i 62,9 | 11.2 !White-riila workars —Continued ; i l
{ | I | Muneuers ang saministratars, exceot tam— Conunued i | ' .
Whitecollesr warers . ...... 151,368 ' S3.6 | 8.6 | TAAORCTIN Y, ¢ REROL CONYETULHON il AUNHE s a(ion i 08! 10.2 . 8.3
Pratessionsl and techmcal 16,355 | «4,7 | 9.2 Menapers and suiverintendents, durkting ! 158! 50.6 ' 9.5

Accountants ... ... ... ... i 1,096 ; 38.5 | 9.0 | Oftuee manacers, n - ¢ ! 494, 70.4 . 3.4

APEPRICYY o aseiins 7 des 5 85 Gl 1 91 | b,6 8.8 E Qticials and adMinisirators: JUOHC KIMIMYLration n e.c. v I 4691 29,0 ! 9.3

Camouter soscralises . ... ... .. 413 | 26.9 | 3.8 | Qfficiais ot 'oages, societies, and uniong 2 ‘ 116, 28.4 p
Camouter orogrammen . i 187 1 29.6 7 9.2 | Qesraurant, cateteria, and Sar Mariaers | 707 40.5 i 9.1
Comou(er tysterms analysts . . . . | 209 : 8.3 | 7.2 : Sales managers and department haads. ‘eail trade v ] 337 ¢ 0.4 $.9

Sngnewn ... jLha97 43 6.0 Sdles managery, exceot “erail trade | 167 13.6 2.5
A and atr Ll : 32 ¢ 1.2, 4 3cnoal sdmimistrators, coleos i 137" 35.0 ; 8.0
Cint engineery 2 ek s i 183 ! L.6 E 4.0 i Schoal aaministrators, sementary and secordary | 289 36.7 | 10.0
Electrieal and eectronic mgineers ’ 370 | 3.8 | 6.5 | All orher managers and administrators | 6,703 19.6 | 4.6
Industrial enquaeers . ... L. . L i 23 & it.3 b 5.5 |
Vechanical snqineery ... . ... | 147 E 2.3 | 4.9 , Seleswarkeny ! 6.291: 45,4 5.l

Eorettars and CONTervalionisTs ... . .. . ...... i s7 & 12.3 | 3:8 i Advertiung agenn and sales warxers | 126, 47.6 ! 3.2

Lawwersand [udQm . .. .. el .. i $70 | 14.0 | 4.4 Oemonstrarars 105: 95.2 3.8
wvers 143 16,1 ' 4.4 =ucksters and ceddlers . 1847 9. (g

Lioranam, areMivists, and curators : 190 3.2 5.3 ! 1N4uranCe 2gents, Jrouers, Ind underwritery 8% 23.5 5.0
Librarians | 176 | 85.8 © 5.7 | Newindoer carriers ang vendors ! il 29.7 4.5

Lite and oMY SICal CIentINts . L . .. ! 103 | 21.3 ¢ 9.5 Aeal =late 4gents and trakars | 546 . 50.Q 2.7
Jiologcal screntiats ... ... i $7 ! 40.4 | 12.3 : Stock anct BONG 14iet agenty 1 156, 16.7 216
Chermses ... 136 , 21.6 | 14.2 Sales workary and 1ales Clerks, A e ¢ i 4,591 46.6 5.4

Ooeratians ang svite= /TIQErChers ant analy 1ty T (b 196 | 26,0 | 6.6 l Sdled raoresentatives, Manutacturing industries : 410 20.0 37

Peryanne 4nd (2007 rHlalioNs workery i i 432 49,8 | 10.8 | Sdles reoretentatives, wnaiesale trane l 951 LL.3 2.6

Phygicians, dentitd, and rviated grectitioners . ... .. .. 801 ' 16.2 1 9.2 Sales clerxs, retail (rade i 2,380, 1.2 7.3
Qenusts 127 | & o+ 8.5 4 3dles workers, exceot clerxs, ‘etail ‘rade ) Stey 19,4 3.3
Phgrmacises . . ... .. | 147 | 25,2 | 7.5 ! SAl~Y workery, 10rVICES 4ne Z0ASIFUCTION i 1T 3.8 IR §
viicians, medical and osteopathie L. | 436 | 13.8 1 12.2 | " ;

Nuries, dietinant, ind theramsts . i 1,520 92.7 : l2.1 Clerical wnevers ) 18,187 30,5 11.2
Aequatered nurtes 1,313 ! ge.e ¢ oLrL? g 3ank tellany | 558 . 23,7 V2
Theraont. : 266 1 70.5 ¢ 11.5 i 3illing cleris ; 1sL' as.l 9.9

“esitn technolomsts and (RCANICIAM . ... ... i 526 | 72.5 ! 13.9 3oonkueeoery v1,922 91,2 5s3
Zlinrcal 13007310 tECAROIOQISES and teERAICIany 268 ' 77.2 1 17.5 Zathers v 1,821 86,4 $l.3
Q3d10/0gIC (FCANOIOPTTY and LeCTPIC ANy . . 102  67.4 ! 10.8 | Clencal suoervisor, n.e.c 6 T2 10.5

eligous worvers . i 131 § L8 b 7.6 | Callectars, 21l! 3nd sccount 30 AL, A
BV smsmssereseares ©  secsmenebed i 277 ' 5.1 7.6 | Caunter clerxs, exceot food Js2 786 29

ARAAGINGIE i en . swen wes s i 107 3.9 7.1 Qisgatcners 4nd stacters, venicie ! 113 8.l 3.8
Sednommy . ... . ; 157 26.3 §. 7 4 Zaumeratort Jnd interviewars . 87 793 5.3
Myenalogsts . PR S aeeewn e eR R | 115 @ 48.7 @ 8.7 | S10mMatare and investigatars A e.c \ 529 $4.4 1042

2oe1al end recreation worken . . i 501 62.7 i 19.5 £ xpediters and VIGAUCTION controllers i 269 410 3.9
Sociul wornary | 181 . 64.0 . 10.4 Sue clerds | Jo7 83.7 L3
Recreation worx ey v 119 i s8.0 ! 16.3 | Insurance adiusters, e vaminert. and iNve4tigarors : 186 58.. 3.1

Teacners, college ana univertity . . . . 573 ' 15.3 F 8.4 ! Lidrary attendants and asustants | 149’ 32,6 ; 3.4

"aacners, exceot cnileqe and univesity 1,166 ¢ 70.6 | 9.3 | \faul carriers, dost ottica i 239" 15.5 1354
Aduit education teschers L. ... ... ; 62.7 3.0 ! Mau nandlers, <xceot oost affice Ve . Sk 19.3
Slermentary Chool ‘ReCReMY . . . L. ... . 1.389 31.5 : 1.2 ' \Messenqery and atfice neloers . W 25,8 9.1
Srquindergartsn ind :nderqarten *eschers e 139 . 38 3.3 Qtice macnine nuerators ! 945 73.7 17.9
Secondary schaot tescners . See e W 51:% | %A t Joakkeen § 4nd DiIliNg MICNINe QDErALOrS ‘ 47 39.4 12.3
Tenchars exceot cailege ana univeru(y, N.e.c ! 27 v 73,3 1 29 l Comouter 1nd varuneral equioment Joeratars i $51 . 83.9 oW

Snqineering and scrence recnmIciany 1,108 18.3 . 9.0 | Kevuuncn oueratary 263 33.38 18.3
Charmical 'ecnmaiany Lot 28T 3 15.8 } Pwroil ang Meceening Gleexy 226 91.2 3.3
QRMEAR..  eorciemeal 40 desldadesse 332 1193 { 1.5 Pmral cterwy 28] 318.9 . 25.3
Slectrical and efectronic sngineening techmiCans . . . ... .. ! 257 : tls2 ¢ 8.2 | Aecrotionists . 560 @ 37.4 8.3
Survevor 38 | 1.t ! 4.8 i Secretaries 3,847 99,1 5.9

Teennicians, excact Nestn, ngineering, Ind science . ‘ U6 22,9 | 4,7 ¢ Secretaries, 'egal \ 179: 38.3 $.5
Awrclane oilats . P90 § La | 1 Secreanes. meaicat : 31 100.0 502
Asgi0 noevetory .. ... .. 51 $7.4 0 4.9 | Semracries, 1 e.c t 3,587 39.L 7.0

Yeeatianal 4nd ¢qucaronal counselors 186 53...2 872 SMooing 4ng recerving clerxy . S18* 238 14.4

'NPters, arsTs, ang sntertaineny 1,358 40,1 5.9 Stansnicar clerxy 361 30.3 14.7
Atntetes ang undared workery : (| 44,3 ; 5.3 Stenaraunersy 19 36.% L.
Dengnen 213 29.5 L5.5 Stouv ['eras und stareneepers i 1?7 3159 2.9
Eatorvand rego~e .. . L. 202 ; 50.3 T S0 Teacners qil=s, $XCEOT KCNOQI MONIOFY ¥ 173 33.2 18.5
Musiclam and comooiers a2 23,4 i %.8 ' T eimunone ooeratars | 101 33.0 15.9
Sainters and icuiotory . . 207 Ste2 0 53 0 T.chet. STaUON. INd exOress auents T 2.0
Matoarsoners M 23.2 § i g Tvont 1,910 96 17,2
Ayoiie relationy 10eCialitls and DUDIICITY writers 121 48,5 5.0 | All atner crencal warxery 1,917 373 13.1

Aezearcn worxers, ~r toecified 189 39.4 0.1 1

All ather Qraftesianal and terANICa! wor « oy ! 53 19.6 11.3  3luecoilar workers . 30,593 3.5 12.8

| Cratt 1nd wnared worxert. 12,397 543 1.1
Vaneger and adrministracars, escrot 'aem 11,318 7.4 505 | Caroenters v 14991 Ll 5.9

320w otficials ind *mancial Manacers 580 - 17.¢4 5.9 3rcamasons and stonemasons i 150 - 11,3

3uvers and Jurchasing agents 463 . 30.3 .8 lement ind canarare fagneee ; 23 - in.2
Juvers, anoiesate ind retall trace L9l 43.5 5.1 Flacinciany i 467 L i

reart andg codechon Managers 1 36 39.s %53 T1Cavaning, Yaaing, ind r0aq Machinery J0eratory v a2 ) 1149

it sAMAIST? J(0ry P38 ) 49,3 - A.5 Tanrery construction Ind Maintenance | 461 $:8 2.5
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HOUSEHOLD DATA
ANNUAL AVERAGES

3. Employed persons by detailed occupation, sex, and racs — Continued

[NumBen 10 (AruLney

Attachment A-9
(Page 2)

] [
! 1981 _1 : loay
: | Avremet of tore \ I | Percent ot tersl
Qasusenon , Toest | ] y::’ Cesuortion | Tos -
[NV emaion | e i ml’ K emaley e
! | ommer : ! | ot
Uit ar workers = Cannaued | i | {2lueconar woreers —Continued i i
CaR and indred workers - —Zontinued ‘ | | | Qoerstives exceot i1antoart —Connnued \ ' i

Aumoee and orcetitren ! 482 l‘ & ! 7.5 Shoemening macrng cowrativet i 73 1%.6 } 5.3

StrucTural met erart anvaen i a0 i - 1.9 [ P TR TNT AR ) : 78 1.3 1853

Resens anet staters LISUIRSED = = f nty] Teatite o atiom Y xa%9 i Al.2 280

Alie aMlar weuw hor UnEmvrams 1 | 1,700 0 1.3 o e Sinanery laater, it wiretery 98 . 46.3 8.8

M@t snd min et 3 %7 ' 4t 7.9 ‘Weldwet anet larme cutters | 709 4,3 12.%
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Attachment aA-=7

Data Sources

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

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

Manpower Information for Affirmative Actiom Programs, Minmesota Dept.
of Economic Security, 1980.

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

"The Occupation of Planning: A View from the Cansus.”" " Journmal of
the American Iastitute of Planmers., April, 1976. -

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

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

Post Secondary Vocational Enrollment. 'Minmesota State Dept. of
Education., 1982.

Salaries and Tenure of Professiocnal Plammers, 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
p]ann1ng, Council servwces, and business opportunities afforded by the
prov151on 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 goods 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's
equal opportunity policy.

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

GRIEVANT - the aggrieved parfy in the Equal Opporfunity Grievance
Procedure, wh1ch may be an 1nd1v1dua1 -a group, or an organization.

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.

MINORITY-GROUP MEMBERS - persons 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
whom 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 firm with
whom .the prime contractor contracts for the provision of goods or services.
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