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I. INTRODUCTION 
 
As a recipient of federal assistance, the Texas Department of Transportation (TxDOT), also 
referred to as the Department, shall perform all official equal employment opportunity (EEO) 
actions in an affirmative manner, and in full accord with applicable statutes, executive 
orders, regulations, and policies enunciated thereunder, to assure the equality of 
employment opportunity, without regard to race, color, religion, national origin, sex, age, or 
disability in its own workforce. 
 
Furthermore, the Federal Highway Administration (FHWA) requires recipients of federal 
assistance to prepare a plan to clarify roles, responsibilities, and procedures to ensure fair 
and equal treatment for all persons. TxDOT’s EEO Program/Affirmative Action Plan (AAP), 
established in accordance with federal rules under 23 CFR Part 230 Subpart C, Part II, is 
intended to communicate how TxDOT implements its internal EEO Program. 
 
A. TxDOT’s EEO Policy 
 
An EEO Program sets forth results-oriented policies and commitments of good faith efforts to 
attain fairness and equity in the administration of all TxDOT’s employment practices such as 
recruitment, hiring, pay, benefits, job assignments, leave, promotions, training and all other 
employment actions. The program promotes the creation of a diverse workforce, and an 
inclusive, open work environment free of discrimination or harassment. 
 
TxDOT is committed to providing fair and equal treatment of all employees without regard to 
race, color, religion, sex, national origin, genetic information, disability, military status, or 
age. Applicants for employment, vendors, contractors and their employees, customers, and 
the public are also recipients of this same commitment. TxDOT’s EEO Policy, signed by 
Executive Director, James M. Bass, and the Affirmative Action (AA) Officer is included on the 
following page. 
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II. ADMINISTRATION AND IMPLEMENTATION 
 
The Executive Director is responsible for the overall administration of TxDOT’s internal 
EEO/AA program. This includes EEO/AA initiatives and implementation of Department 
policies, programs, and operating strategies consistent with federal and state laws, as well 
as regulations and directives issued by the Commission. 
 
The Executive Director delegates certain responsibilities for administering and implementing 
the internal EEO/AA program to staff. The Civil Rights Division (CIV) is responsible for the 
development and implementation of the AAP and monitoring EEO activities and diversity 
programs in accordance with FHWA (Title 23 CFR) and the Texas Labor Code §21.501-556.  
 
A. Affirmative Action Officer 
 
In accordance with 23 CFR 230 Subpart C, Part II(A), the CIV Director serves as TxDOT’s  
AA Officer. With support from TxDOT’s administration, the CIV Director is responsible for all 
aspects of the EEO/AA program and has been delegated sufficient authority and 
responsibility to effectively carry out the duties assigned to this position. The letter signed by 
TxDOT’s Executive Director designating Michael D. Bryant as the  
AA Officer is located at Attachment 1. 
 
The TxDOT organizational chart located at Attachment 2 depicts the main structure of the 
Department and the relationship the AA Officer has with the Executive Director. The AA 
Officer has direct access to TxDOT’s Executive Director on matters related to EEO/AA. 
 
B. Affirmative Action Officer Responsibilities 
 
The AA Officer oversees and directs, in coordination with executive administration and the 
commission, TxDOT’s EEO/AA program. The AA Officer will ensure compliance by: 

 Applying Federal laws, state statues, policy regulations, and guidelines related to 
discrimination/retaliation in employment, affirmative action, and EEO; 

 Ensuring the development and implementation of policies, procedures, and programs 
necessary to achieve a workforce that reflects the labor force availability; 

 Ensuring the design, implementation, and monitoring of internal audit and reporting 
systems to measure program effectiveness and to determine where progress and 
deficiencies are in relation to Department goals; and 

 Oversees internal EEO-related matters. 
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Additionally, CIV is staffed with an EEO Diversity Program Coordinator who oversees the daily 
administration of TxDOT’s EEO/AA program. Responsibilities of the EEO Diversity Program 
Coordinator include: 

 Preparation of the AAP and annual updates; 

 Developing and overseeing reporting systems used for affirmative action efforts; 

 Evaluating, interpreting, and preparing the EEO/AAP quarterly progress reports for 
management, state, and federal authorities; 

 Providing technical assistance on civilian labor force statistics and workforce 
information; and 

 Preparing and monitoring labor force availability analysis and statistical reports. 
 
C. Assignment of Responsibility and Authority for Program 
 
Because of TxDOT’s size, multi-geographical locations and diverse local populations, the 
Department practices the “shared responsibility” concept regarding its EEO approach. The 
AA Officer establishes strategic policies and defines the underlying principles that guide 
directors, managers, supervisors, and EEO coordinators to effectively carry out policy 
directives. EEO/AA authority has been further delegated to the following: 

 District and Division (DD) Directors support the strategic direction through 
responsible and accountable EEO/AAP program execution in their respective 
business units. They appoint a local EEO coordinator to monitor and implement 
activities that are imbued with the goals, spirit, and intent of these programs. 
Coordinators are trained in all aspects of the EEO policy and procedures and collect 
and report EEO/AA quarterly data to the EEO Diversity Program Coordinator. 

 Managers and supervisors provide a third level of support by ensuring ongoing 
compliance with EEO/AA policies. They clarify areas of ambiguity using varied 
communication channels and periodically review training, hiring, and promotion 
practices to eliminate goal accomplishment impediments. Quarterly EEO/AA reports 
are used by managers/supervisors to assess and evaluate recruitment needs and 
targeted affirmative action goals. 
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To ensure effectiveness in the implementation of TxDOT’s internal EEO/AA program, specific 
responsibilities are assigned for carrying out the program. The following also assist in 
ensuring AAP goals and objectives are achieved throughout the year: 

 The Human Resources Division (HRD) oversees all human resources activities for 
TxDOT, including classification, employee relations, and recruitment. 

 HRD’s Ethics and EEO Section is the department’s clearinghouse for complaints 
concerning discrimination, harassment (including sexual), and EEO-related retaliation 
and provides training, oversight, and outreach on those subjects. This section also 
handles questions concerning TxDOT’s Ethics Policy and state ethics laws from 
TxDOT employees and commissioners and oversees and provides training on these 
matters. Additionally, they conduct internal inquiries concerning issues of 
discrimination, harassment, and retaliation and are also responsible for the 
dissemination of EEO-related information via email, training, and district visits and 
provide other business related assistance, as necessary. 

 HRD’s Workforce Development Section works with the Ethics and EEO Section to 
develop, review, and deliver required policy courses; sexual harassment, EEO 
diversity awareness, and information on employee’s rights on harassment and the 
EEO complaint process. This section reviews courses to ensure continuing 
educational unit criteria are met for professional certifications and administers the 
Tuition Assistance Programs. Additionally, they provide scheduling and logistical 
support for the Department-wide Enterprise Learning Management System. 

 HRD’s Work Force Analysis Section’s recruitment staff addresses all TxDOT’s 
outreach programs (Conditional Grant Program, College Cooperative Education 
Program, College Intern Program, High School Cooperative Education Program, and 
Summer Employment Program). 

 HRD’s HR Field Services Section manages and facilitates TxDOT’s Collaborative 
Resolution and Appeals programs. This section assists with workplace concerns 
and/or employee issues affecting the work environment. Additionally, they oversee 
HR field staff and HR personnel in the district offices. 

 HRD Recruiters provide assistance with all program activities, including the 
Conditional Grant and the Transportation and Civil Engineering Programs and assist 
their assigned districts with recruitment initiatives and attend selected recruiting 
events. 

 DD Recruitment Team Members (RTMs) provide statewide recruiting assistance to 
HRD Recruiters. Members include DD staff from engineering and other business 
areas. HRD Recruiters coordinate closely with district HR Field Staff and RTMs on 
recruitment, career fairs, and hiring. 

 Each DD designates an EEO Coordinator (generally one or two individuals) who is 
responsible for integrating all aspects of the EEO/AAP and EEO activities in their 
district. 
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III. AFFIRMATIVE ACTION PLAN 
 
The AAP is an integral part of the Department’s EEO Program. It details positive steps to 
overcome the effects of past or present barriers to assure that TxDOT’s workforce is 
reflective of the available labor pools of the communities served. The purpose of the AAP is 
to document the development, implementation, monitoring, and evaluation of TxDOT’s EEO 
program. The plan’s goals, objectives, and guidelines include: 

 Achieving workforce parity with the available labor force within the state; 

 Achieving and maintaining equity in employment and training opportunities for 
employees; 

 Equitable selection processes for promotions and performance evaluations; 

 Participating in departmental educational assistance programs; 

 Resolving employee problems and complaints; and 

 Making reasonable employment accommodations in the event of injury or disability. 
 
A. Survey of Labor Market Area 
 
The 2010 U.S. Census Bureau reports that as of 2010, Texas was estimated to have 
26,956,958 residents. Of the total population, 10,343,085 are estimated to have State or 
Local Government jobs; the table on the following page is a summary of the total 
employment in this industry. TxDOT used the American Community Survey (ACS) 5-year 
estimates for State and Local Government Job Groups by sex and race/ethnicity for 
Residence Geography, Civilian Labor Force (CLF) 16 years and over who are U.S. citizen. 
 

State and Local Government Job Groups by Sex, and Race/Ethnicity for Residence Geography  
EEO Tabulation 2006-2010 (5-year ACS data) 

Texas Total Workforce Total Workforce Total Minority Total Female Total Men 

Officials/Administrators 1,329,890 393,815 528,505 801,385 
Professionals 1,899,435 615,710 1,074,470 824,965 
Technicians 312,835 131,450 164,595 148,240 
Protective Service: Sworn 236,645 115,495 53,175 183,470 
Protective Service: Non-sworn 18,640 8,370 9,045 9,595 
Administrative Support 2,997,090 1,335,350 1,909,700 1,087,390 
Skilled Craft 924,925 399,410 48,910 876,015 
Service/Maintenance 2,528,045 1,429,125 1,062,305 1,465,740 
Unemployed 95,580 63,185 46,455 49,125 

TOTALS 10,343,085 
4,491,910 4,897,160 5,445,925 

43.43% 47.35% 52.65% 
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B. Analyzing the Present Workforce 
 
The FY18 beginning benchmark for the total number of regular, full-time department 
employees is 11,458. 
 

FY18 
Beginning 
Workforce 

Total  
Workforce 

Total 
Minority 

Total 
Female 

Total 
White 

Total 
Black or 
African 

American 

Total 
Hispanic 
or Latino 

Total Asian 
American/ 

Pacific 
Islander 

Total 
American 
Indian or 
Alaska 
Native 

Beginning 
FY18 

11,458 
4,389 2,521 7,069 916 3,068 351 54 

38.31% 22% 61.69% 7.99% 26.78% 3.06% 0.47% 

 
C. Hiring and Promotion Goals 
 
TxDOT’s current workforce should mirror the representation of females and minorities in the 
available labor market in Texas. To accomplish this, TxDOT will seek to attract and hire 
qualified individuals having the requisite skills who are part of the available labor workforce 
area. 
 
Annually, TxDOT will prepare an availability/utilization analysis to identify jobs where 
minorities and females are underutilized. The availability/utilization analysis is the 
comparison of TxDOT’s workforce to the available labor market, by job groups. The analysis 
requires comparison of two sets of data: (1) percentages of females and minorities in 
TxDOT’s workforce in each job group; and (2) percentages of females and minorities 
available in the Texas Labor market in each job category. Females and/or minorities are 
considered underutilized when their representation in a TxDOT job group falls below the 
labor market availability in the same job group. The analysis will include: 

 A survey of the labor market area in terms of population makeup, skills, and 
availability for employment; 

 Analyzing the present workforce to identify jobs, departments, and units where 
minorities and females are underutilized; and 

 Setting specific, measurable, attainable hiring and promotion goals, with target 
dates, in each area of under-utilization of the local labor area.  
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FY18 Workforce Analysis 
TxDOT analyzed the FY18 beginning workforce to identify jobs where minorities and females are underutilized. This analysis 
serves as the basis for setting minimum hiring and recruitment goals to reduce underutilization in each job group.  
 
 

Male Female Male Female Male Female Male Female Male Female
Officials/Administrators 367 85 65 232 50 9 3 52 9 8 3 1 0
TxDOT Workforce 23.16% 17.71% 63.22% 13.62% 2.45% 0.82% 14.17% 2.45% 2.18% 0.82% 0.27% 0.00%
Civilian Labor Force 28.88% 39.68% 45.10% 26.02% 3.74% 4.72% 9.46% 7.71% 1.81% 1.11% 0.22% 0.12%
Representative Index -5.72% -21.97% 18.12% -12.40% -1.28% -3.90% 4.71% -5.26% 0.37% -0.29% 0.05% -0.12%
Parity Number -21.00 -80.64 66.49 -45.50 -4.71 -14.32 17.28 -19.31 1.37 -1.07 0.20 -0.44
Target Recruitment 21 81 0 45 5 14 0 19 0 1 0 0
Professionals 5,052 2,056 1,696 2,059 937 276 206 821 454 187 93 13 6
TxDOT Workforce 40.70% 33.57% 40.76% 18.55% 5.46% 4.08% 16.25% 8.99% 3.70% 1.84% 0.26% 0.12%
Civilian Labor Force 31.63% 56.55% 31.00% 37.37% 3.37% 6.59% 6.38% 9.89% 2.58% 2.50% 0.12% 0.19%
Representative Index 9.07% -22.97% 9.75% -18.83% 2.09% -2.52% 9.87% -0.90% 1.12% -0.66% 0.13% -0.07%
Parity Number 458.30 -1,160.69 492.74 -951.04 105.82 -127.18 498.79 -45.52 56.63 -33.47 6.72 -3.49
Target Recruitment 0 1161 0 951 0 127 0 46 0 33 0 3
Technicians 1,795 652 192 1,030 113 112 16 434 55 15 6 12 2
TxDOT Workforce 36.32% 10.70% 57.38% 6.30% 6.24% 0.89% 24.18% 3.06% 0.84% 0.33% 0.67% 0.11%
Civilian Labor Force 41.37% 52.62% 29.44% 29.19% 4.26% 8.82% 10.95% 12.01% 2.57% 2.40% 0.16% 0.20%
Representative Index -5.05% -41.92% 27.94% -22.89% 1.97% -7.92% 13.23% -8.95% -1.74% -2.06% 0.51% -0.09%
Parity Number -90.63 -752.51 501.60 -410.96 35.44 -142.24 237.52 -160.65 -31.15 -37.02 9.10 -1.63
Target Recruitment 91 753 0 411 0 142 0 161 31 37 0 2
Administrative Support 546 176 478 35 335 5 25 27 112 0 4 1 2
TxDOT Workforce 32.23% 87.55% 6.41% 61.36% 0.92% 4.58% 4.95% 20.51% 0.00% 0.73% 0.18% 0.37%
Civilian Labor Force 43.89% 63.74% 21.02% 35.09% 4.20% 8.75% 9.80% 18.38% 1.14% 1.32% 0.10% 0.20%
Representative Index -11.66% 23.81% -14.61% 26.26% -3.29% -4.17% -4.86% 2.14% -1.14% -0.58% 0.08% 0.17%
Parity Number -63.64 130.00 -79.76 143.40 -17.94 -22.79 -26.52 11.66 -6.21 -3.19 0.44 0.92
Target Recruitment 64 0 80 0 18 23 27 0 6 3 0 0
Skilled Craft 3,450 1,310 72 2,080 60 240 4 1,014 7 29 1 15 0
TxDOT Workforce 37.97% 2.09% 60.29% 1.74% 6.96% 0.12% 29.39% 0.20% 0.84% 0.03% 0.43% 0.00%
Civilian Labor Force 42.60% 5.26% 54.76% 2.64% 6.78% 0.69% 31.24% 1.49% 1.58% 0.41% 0.38% 0.04%
Representative Index -4.63% -3.17% 5.53% -0.90% 0.18% -0.57% -1.85% -1.28% -0.74% -0.38% 0.05% -0.04%
Parity Number -159.64 -109.47 190.82 -31.18 6.17 -19.65 -63.75 -44.33 -25.66 -13.08 1.89 -1.24
Target Recruitment 160 109 0 31 0 20 64 44 26 13 0 1
Service/Maintenance 248 110 18 125 13 20 0 79 4 4 1 2 0
TxDOT Workforce 44.35% 7.26% 50.40% 5.24% 8.06% 0.00% 31.85% 1.61% 1.61% 0.40% 0.81% 0.00%
Civilian Labor Force 56.06% 42.01% 26.16% 17.78% 9.66% 7.83% 20.76% 14.90% 1.22% 1.34% 0.18% 0.16%
Representative Index -11.70% -34.76% 24.24% -12.54% -1.59% -7.83% 11.09% -13.29% 0.39% -0.94% 0.62% -0.16%
Parity Number -29.02 -86.19 60.13 -31.10 -3.96 -19.43 27.51 -32.95 0.97 -2.32 1.54 -0.39
Target Recruitment 29 86 0 31 4 19 0 33 0 2 0 0

Asian American/
Pacific Islander

American Indian or 
Alaska NativeJob Category Total

Total 
Minority

Total 
Female

Black or African American Hispanic or LatinoWhite
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D. Meeting Hiring and Promotion Goals 
 
EEO success occurs when EEO is actively supported through the personal involvement of 
individuals at all levels and has a direct, positive effect on performance, professional growth, 
morale, and recruitment of qualified applicants. All employees have the responsibility to 
create an environment in which individuals are treated with dignity and respect and are 
afforded equal treatment under the law. Moreover, we must all be held accountable for 
achieving this goal. 
 
Achieving TxDOT’s affirmative action goals require the commitment and leadership of every 
manager and supervisor within TxDOT. To assist in the achievement of these affirmative 
action goals, responsibilities for program implementation include: 

 Carrying out the plan, recruiting, hiring, and developing employees to achieve 
affirmative action goals and improve the representation of minorities and women at 
all levels of TxDOT’s workforce, especially for those jobs or classes of jobs where 
underutilization has been identified; 

 Ensure that all personnel action decisions are based solely on the merit, ability, and 
performance of the individual; 

 Reviewing the qualifications of all applicants and employees to ensure qualified 
individuals are treated in a nondiscriminatory manner; 

 Providing a work environment and management practices which support equal 
opportunity in all terms and conditions of employment; 

 Foster and promote to all employees the importance of a diverse workplace free of 
discrimination and harassment;  

 Identifying problem areas, formulating solutions, and establishing goals and 
objectives, when necessary; 

 Regular discussions with local managers, supervisors and employees to be certain 
that policies are being followed; 

 Making every effort to achieve program objectives and maintaining a diverse 
workforce in their respective DD;  

 Monitoring, evaluating, and reporting progress in achieving affirmative action goals 
and objectives; and 

 Utilizing a performance rating factor for all mangers to actively support and work 
toward fulfilling the agency's Equal Employment and Affirmative Action efforts; as well 
as recognizing and coordinating the development of employees and promotional 
opportunities for employees. 
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FY18 Goals 
TxDOT’s goals are to reflect the diversity of the state’s available labor force, achieve and 
maintain equity in employment and training opportunities for employees, and ensure an 
equitable selection process for promotions and performance evaluations. TxDOT will ensure 
every manager and supervisor is responsible and accountable for meeting these goals. 
 

 FY18 Goals/Objectives 
Responsible 
Official(s) 

Target Date  

FY
18

 G
oa

ls
/O

bj
ec

tiv
es

 

Develop an online Diversity and Inclusion training module to be 
placed in the Enterprise Learning Management System.  

CIV/HRD Q1 

Continue to update DD availability analyses to identify 
underutilized minority and female groups. 

CIV Q1-Q4 

Conduct DD onsite visits to discuss EEO and AAP training 
requirements, review district availability analysis, and discuss 
recruitment activities. 

CIV/DD Q4 

Schedule quarterly Diversity and Inclusion Meetings with HRD’s 
Deputy Directors, Workforce Development Team and Recruiting 
Team to discuss recruitment and retaining diverse workforce 
strategies. 

CIV/HRD Q1-Q4 

Develop placement goals with HRD and create a chart that can 
be used to provide an overview of the available workforce.  

CIV/HRD Q1 

Coordinate, document, and assist EEO/Human Resource 
personnel, Recruiters with outreach and recruitment necessary 
for TxDOT to target underutilized categories.  

CIV/HRD/EEO 
Coordinators 

Q1-Q4 

Utilize current mentorship program to expand career growth and 
promotion opportunities.  

CIV/HRD Q2-Q4 

Look into allowing Employee Resource Groups within TxDOT.  CIV/HRD 
/EEO 

Coordinators 

Q2-Q4 

Develop and implement an EEO/Diversity desk audit process. CIV/HRD 
/Districts 

Jan/18 

Create a Diversity and Inclusion Council made up of various DD 
employees with the purpose of discussing and exploring 
opportunities to address diversity challenges in the workplace.  

CIV/HRD 
DE/DD 

Q2 

Ensure that recruitment literature is consistent and remains 
relevant to all employees, including minority groups and women. 

CIV/HRD Q1-Q4 

Continue to assess existing and potential options available to 
address underutilizations. 

CIV/HRD 
 

Q1-Q4 

 Continue to review existing policies, programs, & systems to CIV/HRD Q1-Q4 



 

13 

EEO Program Update Part II 

 FY18 Goals/Objectives 
Responsible 
Official(s) 

Target Date  

ensure personnel action decisions are based solely on the merit, 
ability, & performance of an individual.  

 

Continue to develop activities, in coordination with HRD, which 
will emphasize the promotion and retention of diverse 
populations. 

CIV/HRD Q1-Q4 

   

Continue working with the Strategic Planning Division on Key 
Performance Measures (KPM’s) which will assist in capturing 
valuable diversity data to be presented to executive 
management and assist in developing department-wide 
initiatives. 

CIV Q1-Q4 

 Conduct a trend analysis of hiring, promotions, and separations. CIV Q3 

 Explore the possibility of conducting a department-wide Diversity 
Seminar. 

CIV/HRD Q4 

 
E. Job Descriptions and Hiring Criteria 
 
HR Compensation Analysts create and update business job descriptions, which are used to 
create job postings. This includes defining job description content for education, experience, 
and minimum requirements using standardized benchmarks. HR employment specialists 
review and approve job postings, interview questions, job simulations (if applicable) and 
hiring packets to ensure there are no unintended employment barriers and that 
documentation adheres to Department policy.  
 
Additionally, supervisors/managers are responsible for reviewing employee’s job 
responsibilities to ensure that employees are properly matched to the best job description. 
Supervisors and managers can provide job description updates to HRD, request to create 
new job descriptions, or initiate reclassifications. 
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F. Recruiting Minorities and Females 
 
TxDOT seeks to mirror the state’s unique diversity by: 

 Identifying minorities and females who are qualified to fill jobs; 

 Reviewing the qualifications of all employees to ensure that minorities and females 
are given full opportunities for transfers and promotions; 

 Providing minorities and females access to relevant training programs; and 

 Ensuring minority and female employees are afforded full opportunity and 
encouraged to participate in all TxDOT-sponsored educational, training, recreation, 
and events. 

 
TxDOT’s recruitment initiatives include: 

 Active involvement with local minority, women, and other community organizations’ 
service programs; 

 Attending college, high school, and veteran’s career events; 

 A hiring process that is designed to provide hiring supervisors and managers the 
opportunity to expand the applicant pool to meet AAP goals; 

 HRD’s review of each hiring packet to ensure a diverse applicant pool is considered 
prior to a conditional job offer; and  

 Monitoring PeopleSoft EEO reports. 
 
To meet its recruitment goals, TxDOT continues to participate in the following programs: 

 College Cooperative Education Program 

 College Internship Program 

 Conditional Grant Program 

 E.J. Conrad Leadership Program 

 High School Co-op Program 

 Recruitment and Career Fairs 

 Texas Pre-Freshman Engineering Program (TexPREP) 

 Summer Employment Program  

 Tuition Assistance Program (TAP) 
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G. Training Minorities and Females 
 
TxDOT’s training policies and procedures are designed to enhance employee development 
and advancement opportunities. TxDOT ensures that: 

 Employees have opportunities to participate in training and educational programs 
which enable them to advance in relation to their own career goals and the present 
and projected needs of the agency; 

 Training is offered to all eligible employees on an equitable basis; 

 Career counseling is available for all employees; 

 All eligible employees have access to participate in Succession Management: A Road 
Map for Transition in Leadership program; 

 Employees who interview job applicants receive appropriate training; and 

 Employees are advised of training opportunities via TxDOT’s internal website and via, 
by e-mail. 

 
H. Systems to Monitor and Measure Progress 
 
TxDOT’s EEO/AAP will be reviewed and implemented annually. Additionally, AAP goals and 
objectives will be monitored quarterly to ensure: 

 TxDOT has an aggressive affirmative action program which incorporates the most 
advanced concepts and monitoring methodologies available; 

 The affirmative action program complies fully with all applicable federal and state 
statutes and judicial decisions; and 

 The affirmative action program actively involves each DD in the development, 
implementation, and monitoring of goals, objectives, guidelines, and other applicable 
procedures. 

 
PeopleSoft 
TxDOT’s online reporting system offers the following to its employees:  

 Human Resources – Includes timesheets, W-2s, holiday schedules, and direct 
deposit information. 

 Finance & Supply Chain – Includes links and information on Purchasing, Inventory, 
Contracts and Supply Chain Management. 

 Training & Development – Includes online training and development courses. 

 TxDOT Job Center – Career opportunities for TxDOT staff. 
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The EEO Diversity Program Coordinator reviews and analyzes the following PeopleSoft EEO 
reports: 

 EEO Workforce Progressive Summary – Provides data on all applicants, hires, 
promotions (including merits and one-time merits), and separations by job category; 

 Separation Analysis – Provides data on all separations by age, years of service, 
reason code as well as by job category and state title; 

 EEO New Hire Analysis– Includes data on all new hires by job category statewide as 
well as in each DD; 

 Equal Employment Opportunity Commission (EEOC) State and Local Government 
Report or EEO-4 Form – Provides TxDOT’s employment data by job category and 
salary by sex and race/ethnicity as of June 30 of the survey year; and 

 EEO-4 Annual Government Report – Provides a summary of the EEOC EEO-4 Form. 

 EEO Turnover Analysis – Provides full-time workforce data on personnel turnover per 
DD or the agency as a whole. 

 EEO Job Category Analysis – Provides a total statewide summation of job categories 
broken down by race and gender. 

 HR EEO Interviewed Query – Provides the gender and ethnicity of applicants who 
were interviewed. 

 HR Active Employment Count Query - Provides a count of employees that are actively 
employed full time. 

 HR Employee Data Query – Provides employee’s employment information. 

 HR Job Openings Query – Provides job openings by date and DD. 
 
Quarterly EEO Reports 
The EEO Diversity Program Coordinator will evaluate progress made on goals and 
recruitment by reviewing quarterly reports. The following is reviewed for program 
effectiveness and for improving performance utilizing PeopleSoft:  

 Total number of applicants by race, ethnicity, sex; 

 Total number of applicants hired by race, ethnicity, sex; 

 Termination totals (voluntary and involuntary) by race, ethnicity, sex; 

 Promotion and transfer totals by race, ethnicity, sex; 

 General training attendance totals by race, ethnicity, sex; and 

 Total number of employees attending required EEO and sexual harassment 
supplemental training. 
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TxDOT Quarterly Reports  
The quarterly reports provide an analysis of TxDOT’s AAP, workforce activities, and personnel 
transactions for a specific period. Reports identify specific projects, plans, programs, etc., 
with target dates, responsible parties, and status information about each effort. It provides a 
comprehensive format by which to track affirmative action goals to ensure EEO compliance. 
Reports are made available on TxDOT’s website and are submitted quarterly to the FHWA. 
Reports include: 

 Accomplishments toward fiscal year goals and objectives identified in the AAP 

 Recruitment results 

 Workforce levels 

 Data on applicants, hires, separations, and promotions 
 
District Visits 
The EEO Diversity Program Coordinator conducts district visits to bring EEO/AA program 
awareness to the forefront of the district administrator and update HR staff on all elements 
of the EEO/AA program. Additionally, goals, initiatives, and recruitment outreach are 
discussed. The district visits are attended by district staff, including the District Engineer, 
Deputy District Engineer or Business Coordinator, and HR Personnel/EEO coordinator. Visits 
focus on the following: 

 TxDOT’s fiscal year recruitment goals and district availability; 

 Each district’s availability analysis and recruitment goals for improving underutilized 
workforce categories; 

 Discussing organizations to target our outreach efforts in an attempt to narrow the 
gap of  underutilized categories; 

 Each district’s recruitment programs and HRD’s Career Opportunity Section 
recruitment programs, which can be resources to assist the district; and 

 The way each district can monitor the status of its workforce by using PeopleSoft EEO 
reports to compare application and hiring statistics to the district availability analysis 
to determine underutilization. 

 
I. Complaint Procedures 
 
TxDOT does not allow, condone, or tolerate discrimination or harassment. Any employee who 
suspects or witnesses discrimination, harassment, or retaliation must report the situation 
immediately. If TxDOT receives an allegation or believes an inappropriate situation is 
occurring, the necessary steps will be taken to ensure the matter is promptly investigated 
and addressed. 
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 Discrimination – TxDOT prohibits unfair treatment because of race, color, religion, 
sex, national origin, genetic information, disability, military status, or age.  

 Sexual Harassment and Harassment – TxDOT does not allow, condone, or tolerate 
sexual harassment or harassment based on race, color, religion, sex, national origin, 
genetic information, disability, military status, or age.  

 Retaliation – TxDOT prohibits adverse personnel actions such as demotion, denial of 
promotion, or unjustified negative evaluation against an employee as punishment for 
filing a discrimination or harassment complaint in good faith, being involved in a 
workplace investigation, or participating in any legally protected activity.  

 
 Reporting Sexual Harassment and Discrimination 1.

 
HRD’s Ethics and EEO Section manages and oversees the grievance and investigation 
processes, establishes procedures, and monitors the progress of investigations. 
 
Discrimination and Harassment (Based on a protected class; excluding sexual harassment) 
Employees who feel they are being subjected to discrimination or harassment because of a 
legally protected class must first attempt resolution through their management chain of 
command by reporting their concern in writing to their immediate supervisor, to HR 
personnel in their district or Austin, or to a higher level of management, if appropriate. 
 
If there is no resolution, employees may submit their concern in writing to their DE/DD or to 
HR personnel in their district or Austin. 
 
If there is still no response or resolution, employees may file a formal complaint with HRD’s 
Ethics and EEO Section. Employees must show attempted resolution through their 
management chain when filing a formal complaint to HRD’s Ethics and EEO Section. 
 
Sexual Harassment 
Employees who witness any incident that appears to be a violation of TxDOT’s policy on 
sexual harassment or employees who feel they are being subjected to sexual harassment by 
a co-worker may report the incident to their immediate supervisor, HR personnel in their 
district or Austin, DE/DD, or directly file a formal complaint with HRD’s Ethics and EEO 
Section. 

 Chain of command or HR representatives must report allegations to HRD’s Ethics 
and EEO Section immediately and before taking any action unless the incident 
requires the employee to be placed on administrative leave immediately. 

 HRD’s Ethics and EEO Section reserves the right to conduct an inquiry concerning 
these allegations. 
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Employees who feel they are being subjected to sexual harassment or retaliation by their 
immediate supervisor may report their concern to a higher level of management, HR 
personnel in their district or Austin, or directly to HRD’s Ethics and EEO Section. 
 
Retaliation 
Employees who feel they are being retaliated against may report their concern to an 
appropriate supervisor within their chain of command, HR personnel in their district or 
Austin, or they may file a complaint directly with HRD’s Ethics and EEO Section. 

 The chain of command or HR representatives must report allegations to HRD’s Ethics 
and EEO Section immediately and before taking any action. 

 HRD’s Ethics and EEO Section reserves the right to investigate these types of 
allegations.  

 
External Complaints 
External applicants wanting to file a complaint may contact the Texas Workforce 
Commission (TWC) Civil Rights Division, the U.S. Equal Employment Opportunity 
Commission, or TxDOT’s HRD. Each agency should be contacted to obtain information about 
the required time parameters for filing a complaint and the applicable processes. 
 

 Conflict Resolution 2.
 
TxDOT’s policy on employee conduct applies to all employees and is designed to encourage 
employees to maintain a level of behavior and performance that will promote the efficiency 
of the department and conform to accepted ethical principles. An employee who violates any 
provision of this or any other employee conduct policy is subject to disciplinary action up to 
and including termination. An employee who violates any applicable federal or state law or 
rule may be subject to civil or criminal penalties in addition to any disciplinary action. 
Decisions regarding conduct or problem resolution will be made without regard to the 
employee’s race, color, religion, sex, national origin, genetic information, disability, military 
status, or age. 
 
TxDOT seeks to resolve differences among individuals internally and utilizes informal conflict 
resolution processes such as facilitated discussion and mediation to address concerns and 
issues. These processes are designed to provide affected parties with problem-solving 
techniques and neutral environments that allow for open communication and resolution of 
differences. When informal processes do not result in mutual agreements, employees may 
elect to engage in a formal complaint process. 
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Collaborative Resolution Program 
The Collaborative Resolution Program is designed to create a non-adversarial avenue for 
people to get help in a timely manner and be easily accessible. The purpose of this program 
is to work with employees and supervisors to help improve communication and find 
resolution once it has been determined the issue or concern can't be resolved directly 
between all parties. 
 
Facilitated Discussion – Provides a neutral party to encourage the exchange of information 
and help guide the conversation to a resolution that is satisfactory for all parties. The 
facilitator doesn't usually offer any new content to the discussion; instead, they guide the 
process by helping all sides communicate their thoughts effectively and reflect back the 
comments of the participants to ensure that all viewpoints are heard and understood. 
Facilitators help achieve closure and consensus through creative problem solving. 
 
Mediation – Offers a structured facilitation when a concern or issue has not been addressed 
in a timely manner or if all parties cannot agree to a resolution. The mediator acts as a 
neutral third-party to keep the conversation focused on the issue and suggest ways to break 
an impasse. They help people find middle ground so a compromise can be reached. This 
process may be especially helpful when both parties are experiencing difficulty because 
fairness or policy is the focus. 
 
Additionally, employees may not retaliate against or harass another employee who requests 
a facilitated discussion or mediation, or participates in the conflict resolution process. 
Employees who feel that they have been subjected to such treatment must report incidents 
to their supervisor, manager, a higher level of management as appropriate, or directly 
submit a complaint to HRD or the Collaborative Resolution Program for issues of non-
harassment or retaliation. 
 

 Employee Resources 3.
 
HRD’s website HRD-Net, located on TxDOT’s internal website, Crossroads, provides 
information to employees on all HR programs. Employees are encouraged to visit the site to 
become familiar with their rights and processes for reporting discrimination, conflict 
resolution, and appeals. Additionally, employees can find information to resolve workplace 
problems such as the conflict resolution, complaint, and appeals processes in TxDOT’s HR 
Policy Manual, Chapter 8: Conduct and Problem Resolution. Other topics include 
whistleblowing, workplace harassment, discrimination, retaliation, conflict resolution, 
disciplinary process, and appeals process.  
 
HRD’s Ethics and EEO Section has made TxDOT’s EEO policy available on its webpage. 
Additionally, HRD has developed and made the following available on its website 
(see Attachment 3): 
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 TxDOT’s EEO Policy; 

 Discrimination and Harassment Policy Statement information –Provides details on 
the process of filing a complaint and can also be found on TxDOT’s official bulletin 
boards; 

 TxDOT’s Internal Discrimination Complaint Form; and 

 Collaborative Resolution Program information – Provides information and steps to 
minimize and resolve conflict. 
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IV. PUBLISHING THE AFFIRMATIVE ACTION PLAN 
 
TxDOT’s AAP will be posted on TxDOT’s internal and external website to ensure it is available 
to all employees and the public. Additionally, TxDOT communicates its EEO commitment by:  

 Publication in related policy manuals, Employee Conduct Handbook and the EEO 
Program Update report; 

 Policy discussions during new employee orientation and supplemental training; 

 Ensuring accessibility of the policy to outside organizations; 

 Inclusion of an EEO statement on job applications, stationery, and recruitment 
literature and advertising; and 

 Distributing an EEO/AAP Quarterly Activity Reports to FHWA. 
 
A. Internal Dissemination 
 
TxDOT is committed to ensuring that each employee is aware of his/her rights concerning 
affirmative action and discrimination policies. Affirmative action objectives are a shared 
commitment between management and employees. Employees receive clear 
communication of their responsibilities for this endeavor. The AAP and related policies are 
disseminated within TxDOT: 

 Crossroads – TxDOT’s internal website that includes pages for each DD. The AAP is 
posted on CIV’s website to ensure it is accessible to all TxDOT employees. 
Additionally, HRD-Net on Crossroads and the HR Policy Manual include policy on 
nondiscrimination, sexual harassment, and retaliation. 

 District Visits – the EEO Diversity Program Coordinator visits a sampling of district to 
bring EEO/AA program awareness to the forefront. Visits include reviewing TxDOT’s 
EEO Policy, EEO data and reporting, and identifying any goals and objectives for hiring 
managers and supervisors, if necessary.  

 Workforce Availability Analysis Report – the AAP should be used by district EEO 
Coordinators and HR recruiters to identify job categories that are underutilized 
locally. 

 Bulletin Boards –EEO and sexual harassment policies are displayed on bulletin 
boards throughout TxDOT. 

 
Additionally, TxDOT offers several courses related to EEO to ensure each employee’s 
individual responsibility for effective policy implementation: 

 New Employee Orientation (NEO) – Provides new employees information on some of 
the major concepts regarding EEO laws and the procedure for filing complaints.  



 

23 

EEO Program Update Part II 

 Equal Employment Opportunity –Covers laws prohibiting sexual harassment & 
retaliation; roles of the EEOC; TxDOT's Conflict Resolution process & policy regarding 
discrimination, intimidation & harassment. The course if required within 30 days of 
hire and every two years. 

 EEO Compliance Training – This course fulfills a training requirement pursuant to 
Texas labor Code Section §21.556 by providing information on laws, theories, 
procedures, policies, and guidelines relative to EEO. 

 EEO and EEO Inquiry Training – Provides individuals with an explanation of the EEO 
process, including the EEO definition, different types of EEO complaints, the formal 
EEO employee reporting structure by inquiry type, contact information, and reporting 
responsibility. 

 EEO and Preventing Discrimination in the Federal Workplace – Offers recruitment 
strategies that attract the right candidates and empathizes the importance of 
avoiding discrimination, both intentional and unintentional. 

 EEO/ Discrimination Practice in Hiring – Provides information about the EEO laws 
that guide TxDOT’s recruiting efforts and how to help ensure hiring practices are fair 
and lawful. 

 Interviewing & Hiring Practice – this course presents strategies for exercising sound 
judgment in the hiring and interviewing process. It assists managers and supervisors 
with hiring authority to recognize and avoid discrimination in the recruitment process. 

 
B. External Dissemination 
TxDOT’s AAP will be posted on TxDOT’s external website to ensure contractors, minority 
groups and organizations, the transportation industry, and the public have access. 
Additionally, TxDOT will communicate its EEO commitment by: 

 Ensuring all job requisitions to external organizations include TxDOT’s EEO/AA 
commitment; 

 Distributing EEO program information and job announcements to minority groups, 
women organizations, community action groups, appropriate state agencies, 
professional organizations and other similar organizations. The process will be 
facilitated through direct outreach efforts and district Department staff will report 
their outreach efforts to CIV quarterly; 

 Ensuring recruiting sources, including minority organizations, organizations for 
women, agencies, employment agencies, and colleges and universities are made 
aware of TxDOT’s EEO and affirmative action policy and inviting these organizations 
to actively refer minorities and women to TxDOT for position openings; 

 Ensuring all employment advertisements contain the Equal Opportunity Employer 
clause; 
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 Ensuring TxDOT’s EEO and affirmative action policy is available to all persons upon 
request; 

 Notifying all contractors, subcontractors, vendors, and suppliers of TxDOT policy; 

 Ensuring both minority and non-minority males and females alike are featured in 
recruitment brochures; and 

 Ensuring job requisitions to external organizations include TxDOT’s EEO/AA 
commitment. 
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V. PROGRAMS TO ELIMINATE DISCRIMINATORY BARRIERS AND ACHIEVE 
GOALS 

 
To ensure an effective affirmative action program, TxDOT has developed and implemented 
processes to eliminate discriminatory barriers to EEO and promote the achievement of full 
and fair utilization of all protected groups found to be underutilized in the workforce or to be 
adversely affected by any TxDOT policy or practice. 
 
A. Job Structuring and Upward Mobility 
 
TxDOT has designed and implemented the following programs to develop employee 
knowledge, skills and abilities and promote career advancement opportunities. Encouraging 
participation can improve upward mobility and retention. 
 
Career Counseling and Guidance 
HRD’s Career Development Section is committed to providing excellent customer service to 
DDs and the general public, including recruiting highly qualified applicants, providing 
applicant assistance to both internal and external customers, being responsive to 
requestors of records via the Public Information Act, and supporting TxDOT’s diversity goals 
and initiatives through coordination and promoting of special recruiting programs in areas 
such as engineering. 
 
Succession Management Program: A Roadmap For Transitions in Leadership 
This optional program includes the entire leadership pipeline, from the senior level positions 
to deep within the organization and across functions. It is a responsive and comprehensive 
program to develop and guide our future leaders. It focuses on developing our employees to 
fulfill the Department’s business needs now and in the future. This program will develop 
staff based on business need and knowledge transfer.  
 
TxDOT supervisors/managers may conduct career conversations with their employees to 
discuss career development goals and needs. This includes training, skills development and 
experience needs. This information is documented in Individual Career Development Plans 
and is reviewed on a regular basis. 
 
Publicizing Programs and Opportunities 
Attachment 4 includes snapshots of HRD-Net to ensure all employees are made aware 
available programs and opportunities. 
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B. Recruitment, Placement, and Hiring 
 
As outlined by Texas Labor Code §21.452, TxDOT shall seek to attract and hire qualified 
individuals who are a part of the available, diverse workforce. TxDOT shall make reasonable 
efforts to ensure that all protected classes and underutilized groups have equal access to 
TxDOT employment. Through the AAP and Recruitment Plan outreach efforts, which include 
job fairs, high school and college recruiting, and engagement with local communities, TxDOT 
strives to achieve workforce diversity. Recruiting events are scheduled throughout the year 
and listed on TxDOT's recruitment calendar on its website. Attachment 5 includes samples 
of some of TxDOT’s recruitment initiatives and brochures. 
 
Job vacancies 
TxDOT is committed to hiring a diverse group of people from all economical, educational and 
ethnic backgrounds. The Careers page on TxDOT’s website is available for internal and 
external applicants. Additionally, employees are encouraged to apply for any job in which 
they feel they are qualified. 
 
External Recruitment Programs 
TxDOT utilizes the following recruitment programs in addition to regular job postings to 
assist in its hiring efforts: 

 Conditional Grant Program – Provides financial assistance to eligible economically 
disadvantaged students who intend to work for TxDOT after graduation in civil 
engineering or other professions. 

 Summer Employment Program – Designed to introduce interested students from 
high schools, technical schools, and/or colleges and universities to TxDOT. The 
program provides opportunities for students to gain practical, on-the-job experience, 
and to broaden their awareness of transportation careers. 

 College Cooperative Education Program –A planned and progressive learning process 
that integrates academic studies with supervised work experience. Through this 
program, college students are employed by TxDOT for specific periods of time in 
positions related to their major field of study and/or career choice. 

 College Intern Program – Designed to introduce interested college and graduate level 
students to career opportunities in transportation-related fields. 

 High School Cooperative Education Program – Offers exposure to TxDOT, and an 
opportunity to gain valuable work experience from working in a professional 
environment. 

 Volunteer Program – Designed to provide hands-on training opportunities for 
volunteers from local and regional communities. 
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C. Promotions 
 
TxDOT works to ensure that all promotional opportunities are widely publicized and that the 
selection process is free from any form of discrimination. 
 
Performance Management Program 
A brief overview of TxDOT’s new Performance Management Program is set forth below. The 
complete policy is included in the HR Policy Manual, Chapter 5. Decisions regarding 
performance are made without regard to the employee’s race, color, religion, sex, national 
origin, genetic information, disability, or age. 
 
TxDOT’s performance management program is based on a “pay for performance” model. 
The program is designed to provide employees with a clear evaluation of their performance 
on an annual basis with input from both the employee and supervisor, including touch points 
throughout the year.  
 
Evaluators update performance plans throughout the year to account for significant changes 
in work assignments and advise their employees of new expectations. Evaluators will coach 
their employees on their job performance and behavior throughout the year. Such coaching 
sessions can be conducted as often as needed to promote open communication, better 
working practices, and improved employee performance. Performance plans will: 

 List the employee’s most relevant performance tasks in order of importance; 

 Establish specific, measurable, attainable, relevant, and time-based expected results for 
each performance task; and 

 Identify training and development activities. 
 
The expected performance expectations for the coming year are documented on the 
Performance Management Form 2484 (PMF 2484). The PMF is a living document that may 
be continually adjusted throughout the year to most accurately reflect the employee’s entire 
year of performance tasks. However, after final submission of PMF 2484, the evaluation 
cannot be changed, except to resolve discrepancies. An employee may submit written 
comments or rebuttal to the evaluator within three working days from the evaluator’s 
signature date. A performance evaluation becomes an official record when it has been 
presented to an employee, signed, and placed in their personnel file. 
 
Merits and Promotions 
Merit salary increases or one-time merit payments may be granted to recognize performance 
above and beyond the basic job function and are reflective only of the year reviewed. Merit 
salary increases or one-time merit payments may be granted to employees who maintain an 
employee performance overall rating of Meets Expectations or higher. The Annual Evaluation 
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meeting is an opportunity for the employee and the supervisor/manager to sit down 
together and discuss the employee’s overall progress and merit (if any) determination. 
 
TxDOT offers two types of promotions: 

 Competitive Promotions – Used to recruit people internally to fill a job, processed 
throughout the year and based on business need. 

 Career Ladder Promotions – Used to recognize and compensate individuals who 
have developed their skills and capabilities to a level beyond what their current job 
requires and needs. A review of the most recent performance evaluation will be 
integrated into the justification and approval process. 

 
Promotions are based on business need to perform work at higher level, and employees who 
have demonstrated the potential and readiness to assume higher-level responsibilities. 
Supervisors and managers are required to justify work to be performed by submitting a job 
description indicating higher-level duties and responsibilities to be performed. The 
Engineering Assistance Program establishes criteria for promotions. Engineer in Training and 
Professional Engineer licenses are issued based on business need when employees meet 
the established criteria. 
 
D. Training 
 
The training of managers, supervisors and all TxDOT staff is a critical component to the 
success of the EEO/AA Program. The mission of TxDOT’s Workforce Development Program is 
to develop and deliver effective and responsive training to produce a highly competent 
workforce with the essential technical and professional skills and knowledge required to 
stay ahead of emerging trends and future requirements in public transportation. TxDOT 
offers classroom, video teleconferences, out of agency, or online training to facilitate 
developmental opportunities. TxDOT will review training programs and their participants to 
ensure that the opportunities are being offered to all eligible employees on an equal basis. 
Decisions regarding training opportunities will be made without regard to the employee’s 
race, color, religion, sex, national origin, genetic information, disability, military status, or 
age. 
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EEO Training 
Newly hired employees are first made aware of TxDOT training and professional and 
academic development opportunities while attending NEO. NEO also covers some of the 
major concepts in the EEO laws and the procedure for filing complaints. All employees are 
required to participate in an EEO refresher training course every two years. Additionally, lead 
workers and supervisors are required to take training on interviewing and hiring. 
 
Training and Education Programs  
Procedures in HR’s Policy Manual Chapter 2, Training and Development, are intended to 
assist employees, managers, and HR professionals in locating and administering 
educational and professional development opportunities and programs. The procedures 
include methods and best practices to assist employees in accessing educational and 
professional development opportunities, internal and external training, and the tuition 
assistance programs.  
 
TxDOT’s overall training program provides educational and professional development 
opportunities for employees to enhance their current work and prepare them for future roles 
with TxDOT. The program supports both internal and external models; the internal program 
is designed and implemented by internal staff, while the external program provides financial 
assistance to employees for educational opportunities outside of TxDOT. TxDOT’s training 
programs include: 

 Tuition Assistance Program – Provides opportunities for a small number of 
employees to pursue educational growth through academic programs. A course or 
field of study must provide the participant with knowledge, skills, and abilities that 
meet the needs of TxDOT and contribute to its mission. TxDOT offers the following 
programs: Job Related Non-Degree Program, Job Related Degree Program, Job 
Related Degree Completion Program, Job Related Master’s Program, and the 
Prospective Job Duty Degree Program. As required by Texas Government Code 
§656.102, for each of the five programs, all courses of study must relate to an 
employee's duties following completion of the program. 

 Engineering Assistant Career Development Program – Designed to guide Engineering 
Assistants (EA) to become licensed Professional Engineers (PE) through on the job 
training, job rotation, mentoring activities, and Fundamentals of Engineering (FE) and 
PE test preparation. Three career paths are supported by this program: Those with an 
engineering or related science degree who are preparing for the FE exam, Engineer in 
Training (EIT), and PE. In accordance with the EA program agreement, the employee 
is committed to work full-time for TxDOT a minimum of one year for EIT certification 
and a minimum of two years for the PE license. 

 Certifications and Licenses – TxDOT may pay vendors directly or reimburse 
employees for selected professional/technical certifications, licenses, and selected 
organization memberships. TxDOT may also provide paid absence from work to take 
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job-related professional/technical examinations and to attend required continuing 
education courses. An employee’s pursuit of certifications or licenses must benefit 
the department in order to get approval to use Department resources. 

 Leadership One (L1) – A three-month program designed specifically to develop 
leadership skills at all levels of the organization. Participants will gain the skills, 
competencies and values necessary to lead employees effectively, achieve personal 
mastery and promote a meaningful culture within TxDOT. 

 Instructor Certification Program – An assessment-based series that covers the entire 
process of preparing, delivering training, assessment and evaluation, creating a 
positive learning environment, and designing and developing engaging curriculum. 
Grounded in theory and focused on practice and application, this program will 
enhance the trainer’s professional knowledge related to curriculum development and 
delivery. The program is available to all trainers regardless of their training discipline. 

 
Additionally, the following are also available to enhance career development: 

 Enterprise Learning Management (ELM) – TxDOT's Learning Management System, 
which provides all course information. 

 Skillsoft – Offers short videos covering different desktop applications and IT-related 
programs. Every month, new videos are released in their collection. These videos are 
accessible through HRD’s website. 

 National Highway Institute – Offers free web-based courses on its website. Topics for 
these courses vary from pavements and materials to highway safety. 

 Continuing Education Units (CEUs) – May fulfill certain requirements to maintain 
professional licenses, registrations, or certifications. One CEU equals ten contact 
hours of participation in an organized, continuing education experience, under 
responsible, qualified direction and instruction. The CEU serves as a uniform unit of 
measure for continuing education and training and is used to evaluate the quality of 
learning activities, program development, and delivery of a program. HRD’s 
Workforce Development Section reviews courses to ensure CEU criteria are met. 

 
E. Layoffs, Separations, Demotions, and Disciplinary Actions 
 
TxDOT policy addresses layoffs, demotions, separations, and disciplinary actions. 
Procedures in HR Policy Manual Chapter 9, Employment Separation, are intended to assist 
employees, managers, and HR professionals in voluntary and involuntary separations from 
employment with the department. The procedures include methods and best practices that 
will assist with administering separation processes for retirement, resignation, death of an 
employee, and involuntary terminations. 
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Employees may separate employment with TxDOT voluntarily or involuntarily. TxDOT asks 
that employees give a two weeks’ notice when voluntarily separating. A voluntary separation 
includes resignation and retirement and creates no right to file a complaint or an appeal. 
 
TxDOT may involuntarily separate its employees through reduction in force or termination. 
TxDOT shall make good-faith efforts to communicate with employees before conducting any 
involuntary separation. Decisions regarding separation will be made without regard to the 
employee’s race, color, religion, sex, national origin, genetic information, disability, military 
status, or age. 
 
TxDOT policy requires that each employee have an exit interview with his or her supervisor, 
HR personnel, or EEO officer before the last workday. The interviewer arranges time for the 
interview and ensures that the Exit Interview Form is completed. Employees are also 
provided the opportunity to provide any comments concerning their departure on this form. 
Additionally, as outlined by the Texas Government Code §651.007, employees who 
voluntary separate are encouraged to complete the State Auditor’s Office (SAO) Exit Survey. 
Employees will sign the SAO Exit Survey Employee Acknowledgment page to acknowledge 
they were given the opportunity to complete the SAO Exit Survey. 
 
F. Other Personnel Actions 
 
The need for developing systems to ensure nondiscrimination in all employment practices is 
important to the success of an EEO Program. TxDOT will: 

 Assure that information on EEO counseling and grievance procedures is re easily 
available to all employees; 

 Assure there is an effective system for processing and investigating complaints 
alleging discrimination based on race, color, national origin, sex, age, disability and 
religion; 

 Review and monitor the performance program periodically to determine its objectivity 
and effectiveness; and 

 Ensure the equal availability of benefits to all employees. 
 
Employees Equal Access and Benefits 
This section is a brief outline of employee benefits, as outlined in Chapter 3, Benefits 
Section, of the HR Policy Manual. TxDOT provides employees with equitable access to state-
offered benefits, including group insurance, unemployment benefits, worker’s 
compensation, retirement options, employee assistance, and work-life balance programs. 
Decisions regarding benefits are made without regard to the employee’s race, color, religion, 
sex, national origin, genetic information, disability, or age. Attachment 6 includes samples of 
some of these programs. 
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Group Insurance – As outlined by Texas Insurance Code §1551.002, the State provides a 
comprehensive benefits program for state agency employees that is administered by the 
Employees Retirement System of Texas (ERS). Eligible employees are entitled to participate 
in the Texas Employees Group Benefits Program, even if they already have other insurance. 
 
Unemployment Benefits – Part of an employer-paid program that provides temporary, partial 
income replacement to qualified individuals (claimants) unemployed through no fault of 
their own. TWC has sole responsibility for determining a claimant’s eligibility to receive 
benefits, and the amount and duration of the benefits. An employee’s right to 
unemployment benefits are protected by requirements established by the Texas 
Unemployment Compensation Act. TxDOT shall not prevent former employees from filing 
claims for unemployment benefits. 
 
Workers’ Compensation – A form of insurance that provides wage replacement benefits, 
medical treatment, vocational rehabilitation, and other benefits to workers who are injured 
on the job or acquire an occupational disease on the job. TxDOT’s Occupational Safety 
Division (OCC) determines compensability on TxDOT’s behalf. The Texas Department of 
Insurance, Division of Workers’ Compensation, regulates TxDOT’s workers compensation 
program. An employee’s right to workers compensation is protected by requirements 
established by the Texas Workers’ Compensation Act. As outlined by Texas Labor Code 
§451.001, TxDOT shall not discriminate against employees exercising their rights to workers 
compensation. The following applies: 

 Notification – As outlined by Texas Labor Code §409.001, an employee or person 
representing the employee should notify TxDOT as soon as possible but no later than 
30 days after an injury occurred. If the injury is an occupational disease, the 
employee should notify TxDOT as soon as the employee knows that the injury or 
injurious exposure might be related to the employment. When a worker is injured, 
OCC must be notified immediately so that an investigation may be conducted. 

 Filing Claims – As outlined by Texas Labor Code §409.003 and §409.004, claims for 
compensation must be filed within one year from the date of injury or within one year 
from the date the employee knew that the disease was related to their employment. 

 Income Benefits – As outlined by Texas Labor Code §408.082, income benefits may 
not be paid for an injury that results in disability for less than one week. If disabilities 
continue for longer than one week, income benefits begin to accrue on the eighth 
day after the date of injury or on the date the disability began. 

 
Retirement – As outlined by Texas Government Code §814.001, the State offers defined 
benefit and defined contribution retirement plans to employees administered and regulated 
by ERS. Eligible employees must participate in the defined benefit plan but may elect to 
participate in the defined contribution plans, such as 401(k) or 457 accounts. As outlined by 
Texas Government Code §812.001, membership in the employee class begins on the 91st 
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day of employment and continues until the employee retires, dies, or withdraws personal 
contributions and interest thereon after leaving state service. 
 
Deferred Compensation Program – As outlined by Texas Government Code §609.501, 
employees have the opportunity to participate in a deferred compensation plan. Under such 
a plan, employees may defer a part of their pay for investment in a qualified investment 
product. Employees may choose to participate in a 401(k), 457, or Roth with a number of 
investment options. 
 
Employee Assistance Program (EAP) – Supports TxDOT’s mission to maintain the health and 
safety of its employees, provide a drug-free workplace, and improve employee morale and 
productivity. EAP services are a TxDOT benefit and are provided at no cost to participants. 
 
Wellness Program – Designed to encourage and motivate employees to adopt a lifestyle that 
improves their overall health, fitness, and well-being. All employees are eligible to voluntarily 
participate in the Wellness Program. As outlined by Texas Government Code §664.061, 
wellness participants may use wellness leave to exercise 30 minutes up to three times a 
week during regularly scheduled work hours. Eight hours of wellness leave per fiscal year 
are awarded to employees if they complete a Health Risk Assessment (HRA) and a routine 
physical examination. 
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VI. FY17 ACCOMPLISHMENTS 
 
The Diversity Program Coordinator obtained data and the following reports at Attachment 7 
utilizing PeopleSoft: 

 EEO-4 Annual Government Report, which shows TxDOT’s workforce as of September 
1, 2017;  

 EEO Workforce Progression Summary, which shows full-time and temporary 
workforce data on all applicants, hires, promotions and separations by job category; 
and 

 Separations Analysis, which shows the separations for full-time regular positions by 
reason and by job category. 

 
Below is a summary of TxDOT’s historical workforce data for the past ten fiscal years: 
 

Fiscal 
Year 

Ending 

Total 
Workforce 

Total 
Minority 

Total 
Female 

Total 
Male White 

Black or 
African 

American 

Hispanic 
or Latino 

Asian 
American/ 

Pacific 
Islander 

American 
Indian or 
Alaska 
Native 

2008 13,522 
4,531 3,242 10,280 8,991 1,081 3,121 269 60 

33.51% 23.98% 76.02% 66.49% 8.00% 23.08% 1.99% 0.44% 

2009 13,022 
4,428 3,119 9,903 8,594 1,046 3,057 271 54 

34.00% 23.95% 76.05% 66.00% 8.03% 23.48% 2.08% 0.41% 

2010 12,456 
4,266 2,981 9,475 8,190 993 2,942 276 55 

34.25% 23.93% 76.07% 65.75% 7.97% 23.62% 2.22% 0.44% 

2011 11,719 
4,008 2,501 9,218 7,711 901 2,785 270 52 

34.20% 21.34% 78.66% 65.80% 7.69% 23.77% 2.30% 0.44% 

2012 11,514 
3,968 2,409 9,105 7,546 866 2,780 272 50 

34.46% 20.92% 79.08% 65.54% 7.52% 24.15% 2.36% 0.43% 

2013 11,670 
4,123 2,445 9,225 7,539 910 2,881 284 48 

35.33% 20.95% 79.05% 64.60% 7.80% 24.75% 2.44% 0.41% 

2014 11,648 
4,204 2,519 9,129 7,444 920 2,934 303 47 

36.09% 21.63% 78.37% 63.91% 7.90% 25.19% 2.60% 0.40% 

2015 11,595 
4,284 2,559 9,036 7,311 923 2,990 318 53 

37.64% 22.15% 77.85% 62.36% 7.95% 26.39% 2.86% 0.45% 

2016 11,627 
4,376 2,575 9,052 7,251 924 3,068 332 52 

37.64% 20.95% 79.05% 64.60% 7.80% 24.75% 2.44% 0.41% 

2017 11,458 
4,389 2,521 8,937 7,069 916 3,068 351 54 

38.31% 57.44% 74.53% 61.69% 7.99% 26.78% 3.06% 0.47%  
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A. FY17 & FY18 Beginning Workforce Comparison  
 
The following table is a comparison between FY17 and FY18 beginning workforce by job 
category. Totals reflect the composition of TxDOT employees in each EEO-4 Job Category by 
race, sex, and workforce percentage. In summary, TxDOT had a total of 11,458 employees 
at the beginning of FY18; this was a decrease of 169 employees from FY17. The majority of 
employees continue to work in the Professionals job group with a total of 5,052 employees, 
Hispanic or Latino is the largest minority job group with 1,275 employees. Overall, there was 
an increase in both minority and female employees. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

 

 

 

 

Officials/Administrators 388 88 71 300 11 65 11 1
Professionals 4,929 1,937 1,694 2,992 467 1,201 253 16
Technicians 1,809 631 209 1,178 115 476 28 12
Administrative Support 576 194 507 382 37 151 3 3
Skilled Craft 3,584 1,346 77 2,238 258 1,041 30 17
Service/Maintenance 341 180 17 161 36 134 7 3

4,376 2,575 7,251 924 3,068 332 52
37.64% 22.15% 62.36% 7.95% 26.39% 2.86% 0.45%

Officials/Administrators 367 85 65 282 12 61 11 1
Professionals 5,052 2,056 1,696 2,996 482 1,275 280 19
Technicians 1,795 652 192 1,143 128 489 21 14
Administrative Support 546 176 478 370 30 139 4 3
Skilled Craft 3,450 1,310 72 2,140 244 1,021 30 15
Service/Maintenance 248 110 18 138 20 83 5 2

4,389 2,521 7,069 916 3,068 351 54
38.31% 57.44% 61.69% 7.99% 26.78% 3.06% 0.47%

3 6 18 -1 4 0 0
3.53% 9.23% 6.38% -8.33% 6.56% 0.00% 0.00%
-119 -2 -4 -15 -74 -27 -3

-5.79% -0.12% -0.13% -3.11% -5.80% -9.64% -15.79%
-21 17 35 -13 -13 7 -2

-3.22% 8.85% 3.06% -10.16% -2.66% 33.33% -14.29%
18 29 12 7 12 -1 0

10.23% 6.07% 3.24% 23.33% 8.63% -25.00% 0.00%
36 5 98 14 20 0 2

2.75% 6.94% 4.58% 5.74% 1.96% 0.00% 13.33%
70 -1 23 16 51 2 1

63.64% -5.56% 16.67% 80.00% 61.45% 40.00% 50.00%
-13 54 182 8 0 -19 -2

-0.30% 2.14% 2.57% 0.87% 0.00% -5.41% -3.70%

Skilled Craft 134

Comparison (+/-) 169

Service/Maintenance 93

Hispanic or 
Latino

Asian 
American/

Pacific Islander
FY18 / FY17 Comparison Total

American 
Indian or Alaska 

Native
White

Black or African 
American

FY17 Beginning Totals 11,627

Total
Minority

Total
Female

Administrative Support 30

Officials/Administrators 21

Technicians 14

Professionals -123

FY18 Beginning Totals 11,458
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B. FY17 & FY16 Applicants and Hires 
 
The following table shows that there were 97,673 job applications received for FY17, which 
was an increase of 12,793 (or 15.07%) from FY16. However, there were 1,001 new hires in 
FY17, which was a decrease of 764 (or -43.29%) from FY16 which may be attributed to 
TxDOT’s hiring freeze during the summer of FY17.     
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Note: New hire data includes temporary hires and rehires. 
 
C. FY17 Workforce Analysis Results 
 
The table on the following pages is a utilization availability analysis and a quarterly progress 
report by each job category. At the end of each quarter, the “Target Recruitment” in each job 
category is compared to the ending quarter results to identify any progress made in the 
workforce diversity efforts. At the end of the 4th quarter, the underutilization is determined. 
 
 

Officials/Administrators
Current FY17 2,750 1,060 480 
Previous FY16 3,796 1,530 763 
Professionals
Current FY17 43,055 22,821 15,157 
Previous FY16 38,885 20,526 14,327 
Technicians
Current FY17 15,010 7,906 2,957 
Previous FY16 12,748 7,047 2,537 
Administrative Support
Current FY17 12,982 6,353 9,015 
Previous FY16 10,179 4,719 7,329 
Skilled Craft
Current FY17 17,761 7,164 752 
Previous FY16 13,552 5,963 472 
Service/Maintenance
Current FY17 6,115 2,852 551 
Previous FY16 5,720 2,865 535 
TOTALS
Current FY17 97,673 48,156 28,912 
Previous FY16 84,880 42,650 25,963 

12,793 5,506 2,949
15.07% 12.91% 11.36%

Comparison (+/-)

FY17 / FY16 Applicants Total Total Minority Total Female

Officials/Administrators
Current FY17 8 1 1 
Previous FY16 6 2 1 
Professionals
Current FY17 223 121 96 
Previous FY16 389 187 137 
Technicians
Current FY17 77 40 14 
Previous FY16 452 207 96 
Administrative Support
Current FY17 44 8 38 
Previous FY16 155 62 117 
Skilled Craft
Current FY17 468 174 10 
Previous FY16 425 166 12 
Service/Maintenance
Current FY17 181 67 9 
Previous FY16 338 143 33 
TOTALS
Current FY17 1,001 411 169 
Previous FY16 1,765 767 396 

-764 -356 -227
-43.29% -46.41% -57.32%

Comparison (+/-)

FY17 / FY16 Hires Total Total Minority Total Female
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NOTE: Underutilization is the ending workforce result of any differences in actual movement from the beginning of the fiscal 
year. This is determined by multiplying the ending workforce total by the State CLF, then subtracting the result from the job 
category ending workforce.  
 

FY17 Workforce Analysis Total Total 
Minority 

Total 
Female 

White Black or African 
American Hispanic or Latino 

Asian 
American/Pacific 

Islander 

American Indian or 
Alaska Native 

Male Female Male Female Male Female Male Female Male Female 
Officials/Administrators 388 88 71 246 54 9 2 53 12 8 3 1 0 
Civilian Labor Force   28.88% 39.68% 45.10% 26.02% 3.74% 4.72% 9.46% 7.71% 1.81% 1.11% 0.22% 0.12% 
Target Recruitment   24 83 0 47 5 16 0 18 0 1 0 0 
1Q Workforce 382 139 68 243 51 9 3 53 11 8 3 1 0 
2Q Workforce 377 88 66 240 49 9 3 53 11 8 3 1 0 
3Q Workforce 373 86 64 240 47 9 3 51 11 8 3 1 0 
4Q Workforce 379 88 67 240 51 9 3 54 10 8 3 1 0 

4Q Workforce (+/-) 
-9 0 -4 -6 -3 0 1 1 -2 0 0 0 0 

-2.32% 0.00% -5.63% -2.44% -5.56% 0.00% 50.00% 1.89% -16.67% 0.00% 0.00% 0.00% 0.00% 
Underutilized   21 83 0 48 5 15 0 19 0 1 0 0 
                            
Professionals 4,929 1,937 1,694 2,034 958 255 212 768 433 168 85 10 6 
Civilian Labor Force   31.63% 56.55% 31.00% 37.37% 3.37% 6.59% 6.38% 9.89% 2.58% 2.50% 0.12% 0.19% 
Target Recruitment   0 1,093 0 884 0 113 0 54 0 38 0 3 
1Q Workforce 4,842 2,868 1,670 1,974 942 251 208 768 429 169 85 10 6 
2Q Workforce 4,843 1,944 1,667 1,970 929 259 206 759 439 179 87 9 6 
3Q Workforce 4,817 1,950 1,656 1,944 923 261 204 767 434 179 89 10 6 
4Q Workforce 5,150 2,084 1,718 2,116 950 283 208 830 459 190 95 13 6 

4Q Workforce (+/-) 
221 147 24 82 -8 28 -4 62 26 22 10 3 0 

4.48% 7.59% 1.42% 4.03% -0.84% 10.98% -1.89% 8.07% 6.00% 13.10% 11.76% 30.00% 0.00% 
Underutilized   0 326 207 390 0 35 0 0 0 0 0 0 
                            
Technicians 1,809 631 209 1,047 131 100 15 421 55 20 8 12 0 
Civilian Labor Force   41.37% 52.62% 29.44% 29.19% 4.26% 8.82% 10.95% 12.01% 2.57% 2.40% 0.16% 0.20% 
Target Recruitment   117 743 0 397 0 144 0 162 27 35 0 4 
1Q Workforce 1,782 761 201 1,029 125 101 15 419 53 20 8 12 0 
2Q Workforce 1,751 638 191 995 118 99 12 432 54 20 7 14 0 
3Q Workforce 1,820 661 186 1,046 113 102 12 452 54 20 7 14 0 
4Q Workforce 1,801 659 193 1,028 114 114 16 440 55 15 6 11 2 

4Q Workforce (+/-) 
-8 28 -16 -19 -17 14 1 19 0 -5 -2 -1 2 

-0.44% 4.44% -7.66% -1.81% -12.98% 14.00% 6.67% 4.51% 0.00% -25.00% -25.00% -8.33% 0.00% 
Underutilized   86 522 0 355 0 69 0 84 18 14 0 0 
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Administrative Support 576 194 507 38 344 7 30 24 127 0 3 0 3 
Civilian Labor Force   43.89% 63.74% 21.02% 35.09% 4.20% 8.75% 9.80% 18.38% 1.14% 1.32% 0.10% 0.20% 
Target Recruitment   59 0 83 0 17 20 32 0 7 5 1 0 
1Q Workforce 569 530 499 39 340 7 30 24 123 0 3 0 3 
2Q Workforce 559 182 490 38 339 6 28 24 117 0 3 1 3 
3Q Workforce 551 179 485 35 337 6 28 24 115 0 3 1 2 
4Q Workforce 559 180 490 36 343 5 25 27 116 0 4 1 2 

4Q Workforce (+/-) 
-17 -14 -17 -2 -1 -2 -5 3 -11 0 1 1 -1 

-2.95% -7.22% -3.35% -5.26% -0.29% -28.57% -16.67% 12.50% -8.66% 0.00% 33.33% 0.00% -33.33% 
Underutilized   65 0 216 0 16 1 26 0 10 2 0 0 
                            
Skilled Craft 3,584 1,346 77 2,178 60 255 3 1,029 12 29 1 16 1 
Civilian Labor Force   42.60% 5.26% 54.76% 2.64% 6.78% 0.69% 31.24% 1.49% 1.58% 0.41% 0.38% 0.04% 
Target Recruitment   181 112 0 35 0 22 91 41 28 14 0 0 
1Q Workforce 3,510 1,376 78 2,134 60 245 4 1,008 12 28 1 17 1 
2Q Workforce 3,480 1,302 74 2,118 60 242 3 1,001 8 31 2 14 1 
3Q Workforce 3,534 1,337 72 2,137 60 251 3 1,029 8 29 0 16 1 
4Q Workforce 3,531 1,348 74 2,121 62 248 4 1,042 7 30 1 16 0 

4Q Workforce (+/-) 
-53 2 -3 -57 2 -7 1 13 -5 1 0 0 -1 

-1.48% 0.15% -3.90% -2.62% 3.33% -2.75% 33.33% 1.26% -41.67% 3.45% 0.00% 0.00% -
100.00% 

Underutilized   156 1,327 0 857 0 163 0 265 34 38 0 4 
                            
Service/Maintenance 341 180 17 149 12 35 1 130 4 7 0 3 0 
Civilian Labor Force   56.06% 42.01% 26.16% 17.78% 9.66% 7.83% 20.76% 14.90% 1.22% 1.34% 0.18% 0.16% 
Target Recruitment   11 126 0 49 0 26 0 47 0 5 0 1 
1Q Workforce 307 167 15 140 11 33 0 110 4 7 0 2 0 
2Q Workforce 287 129 13 151 7 30 0 86 5 5 1 2 0 
3Q Workforce 275 115 19 149 11 27 1 75 5 4 2 1 0 
4Q Workforce 272 122 21 137 13 23 1 85 6 4 1 2 0 

4Q Workforce (+/-) 
-69 -58 4 -12 1 -12 0 -45 2 -3 1 -1 0 

-20.23% -32.22% 23.53% -8.05% 8.33% -34.29% 0.00% -34.62% 50.00% -42.86% 0.00% -33.33% 0.00% 
Underutilized   30 87 0 58 0 12 0 15 1 2 0 0 
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D. FY17 Goals and Accomplishments 
 
TxDOT’s goal is to reflect the diversity of the state’s available workforce. TxDOT will ensure every manager and supervisor is 
responsible and accountable for meeting these goals.  
 

  FY17 Goals/Objectives 
Responsible 
Division Status Target Date Notes 

1 Hire a dedicated Diversity 
Coordinator 

CIV Completed 11/22/16 A Diversity Coordinator has been hired  

2 Distribute discrimination, 
harassment and retaliation 
policies to all District Engineers 
and Division Directors (DE/DD) for 
dissemination to all employees. 
Ensure current/correct documents 
are placed on the intranet. Send 
out an agency wide email. 

H Completed 1/30/17 HRD sent the policies to all DE/DDs for 
dissemination. All documents have been placed 
on the intranet and are current. An email 
notification was sent out agency wide January 
2017. 

3 Continue to update 25 district 
availability analyses to identify 
underutilized minority and female 
groups. 

CIV On-Going Aug/17 Eight district Workforce Analysis’ (WFA) were 
updated for district visits.  

4 Eight district onsite visits that 
include training on department 
EEO and AAP requirements and a 
review of most recent district 
availability analysis. 

CIV/Districts Completed  9/27/2017 Eight district visits were completed for FY17 (See 
Section I.)  

5 Develop and implement Diversity 
and Inclusion modules to be 
placed in the Training and 
Development Section of 
PeopleSoft. 

CIV In-Process 
FY18 

Q3-Q4 A Diversity and Inclusion/EEO training module is 
currently being formatted by the Workforce 
Development team. Implementation of this 
training will be added to the FY 18 goals. 

6 Distribute approved AAP to 
DEs/DDs for program awareness 
and place on intranet/internet. 

CIV Completed 1/30/17 The AAP has been posted to TxDOT’s website and 
HRD sent out an email notification to all 
DEs/DDs.  
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  FY17 Goals/Objectives 
Responsible 
Division Status Target Date Notes 

7 Coordinate, document, and assist 
EEO/Human Resource Officers 
(HRO) and recruiters with outreach 
and recruitment necessary for 
TxDOT to target underutilized 
categories. 

CIV/HRD/ 
EEO 
Coordinators 

On-Going Q4 Brainstorming topics: Recruiting and retaining a 
diverse workforce; Recruiting/Promoting diverse 
management; Redevelop employee resource 
groups within TxDOT as a step towards promoting 
diversity and inclusion; Utilize current mentorship 
program to expand qualified pool for promotion; 
Best way to approach a culture change within 
TxDOT; Creation of a Diversity and Inclusion 
Council made up of various district/division/area 
office staff and positions.  

8 Assess existing policies, 
procedures, and programs 
necessary to achieve a workforce 
that reflects the labor force 
availability. 

CIV/HRD On-Going Q2-Q4 Provided feedback to the HR Division Director 
concerning the Practical Supervision course.  
 

9 Ensure that district and HRD 
recruitment literature is consistent 
and remains relevant to all 
employees, including minority 
groups and women. 

CIV/HRD On-going Q2-Q4 HRD is working to see if the words Diversity and 
Inclusion can be added to the mission statement. 

10 Implement the district desk audit 
process. 

CIV/HRD 
HRO's/EEO 

In-Process Q2-Q4 Developed three forms that will be utilized in the 
desk review process. These forms are currently 
under review. Once finalized they will be sent to 
CIV management for approval.   

11 Explore the possibility of having a 
Construction Career Day or a 
TxDOT Open House. 
 

CIV/HRD 
DE/DD 

Completed  8/17/17  TxDOT held a career fair in Austin. 

12 Assess existing internal audit & 
reporting systems/processes to 
measure program effectiveness. 
 

CIV/HRD In-Process Q2-Q4 CIV received access to queries to measure and 
analyze data for effectiveness.  

13 Assess existing and potential 
options available to address 
underutilizations. 

CIV/HRD On-going Q2-Q4 7/20/17: Attended the monthly Central Texas 
Advisory Board meeting – affiliate of the Texas 
Diversity Council. 8/17/17: Attended the monthly 
Central Texas Advisory Board meeting.  
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  FY17 Goals/Objectives 
Responsible 
Division Status Target Date Notes 

14 Review existing policies, programs 
& systems in place to ensure 
personnel action decisions are 
based solely on the merit, ability, & 
performance of an individual. 

CIV/HRD On-going Q2-Q4 CIV and HRD met for a quarterly brainstorming 
session.  

15 Develop activities in coordination 
with the Human Resources 
Division, which will emphasize the 
promotion and retention of diverse 
populations. 

CIV/HRD On-going Q2-Q4 CIV met the HR Field Director and Supervisors 
that are responsible for all 25 districts. Talking 
points discussed;  the FY17 Goals/Objectives; 
reviewing existing policies, programs and systems 
in place; an agency career development plan, job 
postings and how the HRD-Net site is being 
revamped to accommodate additional 
information to include building a knowledge 
center on the site.   

16 Develop a means for 
Administration to annually monitor 
and evaluate the Department's 
diversity statistics and initiatives. 

CIV/HRD Completed 11/2017 Employment and hiring data is included in the 
monthly CIV Dashboard that is submitted to the 
Deputy Executive Director on a monthly basis.  
We are also working to add diversity information 
to the Administration Dashboard. 
  

17 Monitor the implementation and 
completion of current Affirmative 
Action Plan initiatives and tasks. 

CIV On-going Q1-Q4 The Diversity Program Coordinator completed all 
quarterly activity reports.  
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E. FY16 & FY17 Promotion Analysis 
 
The following table provides a comparison of the promotions for FY16 and FY17 by each job category. We have observed an 
increase of the number of promotions in the Professionals job category for African American males, Asian American Females 
and American Indian Males in comparison to last fiscal year. There has also been a significant increase with the number of 
African American Males and Hispanic Males getting promoted in the Technician and Skilled Craft job categories.  
 

FY17 / FY16 Promotions Total Total 
Minority 

Total 
Female 

White Black or African 
American Hispanic or Latino Asian American/ 

Pacific Islander 
American Indian or 

Alaska Native 
Male Female Male Female Male Female Male Female Male Female 

Officials/Administrators                           
FY17 47  11  8  28  8  1  0  7  0  3  0  0  0  
FY16 55  15  9  34  6  2  0  8  1  2  2  0  0  
Professionals                           
FY17 871  351  243  356  164  64  34  162  27  41  18  5  0  
FY16 970  413  313  377  180  49  41  187  82  42  10  2  0  
Technicians                           
FY17 513  182  33  310  21  43  2  121  8  4  1  2  1  
FY16 282  83  24  179  20  12  1  64  3  2  0  1  0  
Administrative Support                           
FY17 95  24  86  5  66  0  1  4  18  0  0  0  1  
FY16 49  22  43  2  25  0  3  4  15  0  0  0  0  
Skilled Craft                           
FY17 781  296  13  474  11  48  1  236  1  7  0  3  0  
FY16 510  177  12  323  10  17  0  153  2  3  0  2  0  
Service/Maintenance                           
FY17 3  2  1  1  0  0  0  1  0  0  1  0  0  
FY16 1  0  0  1  0  0  0  0  0  0  0  0  0  
TOTALS                           
FY17 2,310  866  384  1,174  270  156  38  531  54  55  20  10  2  
FY16 1,867  710  401  916  241  80  45  416  103  49  12  5  0  

Comparison (+/-) 
443 156 -17 258 29 76 -7 115 -49 6 8 5 2 

23.73% 21.97% -4.24% 28.17% 12.03% 95.00% -
15.56% 27.64% -

47.57% 12.24% 66.67% 100.00% 0.00% 

 
 
F. FY16 & FY17 Separations Analysis 
 
The Separation Analysis in Attachment 7 shows the ethnic breakdown of separations by reason code and job category.  
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The top three reasons for separating are shown in the table below:  
 

FY17 Separations by Reason Code Total Total Minority Total Female 

Voluntary Separation 646 258 121 
39.94% 18.73% 

Retirement 523 144 104 
42.64% 25.62% 

Dismissal for Cause 96 45 19 
46.88% 19.79% 

TOP 3 TOTALS 1,265   526 274 
 94.05% 23.38% 12.25% 

 
Reason codes for all FY 17 separations: 
 

FY17 Separations 
by Reason Code Total Total 

Minority 
Total 

Female 
White Black or African 

American Hispanic or Latino Asian American/ 
Pacific Islander 

American Indian or 
Alaska Native Unknown  

 
Male Female Male Female Male Female Male Female Male Female Male Female 

 
Resignation 15 

8 4 7 4 1 0 3 0 0 0 0 0 0 0 
 

53.33% 26.67% 46.67% 26.67% 6.67% 0.00% 20.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 
 

Voluntary 
Separation 646 

258 121 309 79 42 13 165 25 4 3 4 1 1 0 
 

39.94% 18.73% 47.83% 12.23% 6.50% 2.01% 25.54% 3.87% 0.62% 0.46% 0.62% 0.15% 0.15% 0.00% 
 

Termination at 
Will 7 

6 1 1 0 2 0 3 1 0 0 0 0 0 0 
 

85.71% 14.29% 14.29% 0.00% 28.57% 0.00% 42.86% 14.29% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 
 

Reduction in 
Force 9 

4 0 5 0 2 0 2 0 0 0 0 0 0 0 
 

44.44% 0.00% 55.56% 0.00% 22.22% 0.00% 22.22% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 
 

Transfer to 
Another Agency 19 

9 11 6 4 0 3 2 3 0 1 0 0 0 0 
 

47.37% 57.89% 31.58% 21.05% 0.00% 15.79% 10.53% 15.79% 0.00% 5.26% 0.00% 0.00% 0.00% 0.00% 
 

Dismissal for 
Cause 96 

45 19 44 7 9 8 23 4 1 0 0 0 0 0 
 

46.88% 19.79% 45.83% 7.29% 9.38% 8.33% 23.96% 4.17% 1.04% 0.00% 0.00% 0.00% 0.00% 0.00% 
 

Retirement 523 
223 104 299 80 32 5 77 18 9 1 2 0 0 0 

 
42.64% 19.89% 57.17% 15.30% 6.12% 0.96% 14.72% 3.44% 1.72% 0.19% 0.38% 0.00% 0.00% 0.00% 

 
Death 30 

10 2 20 0 1 2 6 0 1 0 0 0 0 0 
 

33.33% 6.67% 66.67% 0.00% 3.33% 6.67% 20.00% 0.00% 3.33% 0.00% 0.00% 0.00% 0.00% 0.00% 
 

TOTALS 1,345 
563  262  691  174  89  31  281  51  15  5  6  1  1  0  

 
41.86% 19.48% 51.38% 12.94% 6.62% 2.30% 20.89% 3.79% 1.12% 0.37% 0.45% 0.07% 0.07% 0.00% 
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G. FY17 Hiring and Recruiting  
 
The table below indicates the vacancies by job category.   
 

JOB CATEGORY VACANCIES 

Officials/Administrators 81 
Professionals 663 
Technicians 250 
Administrative Support 154 
Skilled Craft 478 
Service/Maintenance 83 

FY17 TOTAL 1,709 

 
Attachment 7, EEO Workforce Progression Summary compares the number of hires against 
the number of applications received for each job category.  
 
District Recruitment Efforts   
District recruitment efforts are the result of HRD’s recruiting teams educating and obtaining 
information from institutions and organizations contacted to encourage minorities and 
women to apply for positions at TxDOT. These charts illustrate district outreach efforts 
throughout the fiscal year. 
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H. FY17 Training Minorities and Females 
 
EEO/AA policies are incorporated in mandatory training courses with the intent of informing 
all managers, supervisors, and employees of TxDOT’s commitment to EEO. In FY17, the 
following training classes were taken: 

 Equal Employment Opportunity Training (DEV-205) –Is an annual mandatory training 
requirement of TxDOT’s EEO policies. 6,467 employees completed the training. 

 Ethics Training (ETH-101) – Is a mandatory training requirement that all employees 
must take annually. 9,341 employees completed this requirement. 

 General Diversity (DEV-234) – Is a course offered to all employees to bring 
awareness to diversity and generational differences in a workplace. 223 employees 
completed the course.  41 supervisors and managers completed the course. 

 
HRD’s Workforce Development Section provides CIV quarterly reports on training activity.  
In FY17, there were 3,740 training events at TxDOT that were led by an instructor. The 
following tables represent the number of employees scheduled to attend and the actual 
number in attendance.  
 

FY17 Training Total Total 
Minority 

Total 
Female 

Minorities & 
Females All Others 

Scheduled 20,242 9,703 3,511 13,214 7,028 
47.93% 17.35% 65.28% 34.72% 

Attended 23,895 11,467 5,537 17,004 6,891 
47.99% 23.17% 71.16% 28.84% 

Variance (+/-) -3,653 -1,764 -2,026 -3,790 137 
-18.05% -18.18% -57.70% -28.68% 1.95% 
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I. FY17 District Visits 
 
The EEO Diversity Program Coordinator schedules routine district visits for all twenty five 
districts. A meeting is held with the DE and HR representative to discuss goals, recruitment 
efforts, and a district-specific workforce analysis.  
 
Eight visits were conducted for fiscal year 2017; Austin, San Antonio, Waco, Dallas, Corpus 
Christi, Houston, Bryan, and the Brownwood Districts. 
 
The following is a summary of the discussion topics: 

 Bringing awareness that a dedicated Diversity Program Coordinator has been hired 
under Civil Rights and building a relationship with each district and HRD. 

 Provided and discussed the workforce analysis and ideas on how to target the 
underutilized job categories and increase the diversity of the applicant pool. 

 The EEO/AAP Reporting form. 

 Discrimination, harassment, retaliation policies and the AAP.   

 District’s Engineer Assistant Development Program (EACDP).  
 
J. FY16 Allegations Received 
 
The following table shows the number of internal allegations received by HRD’s Ethics and 
EEO Section from September 1, 2016 to September 1, 2017. “Allegations” is used for clarity 
since complaints received may contain multiple allegations. Additionally, there were four (4) 
retaliation allegations for filing a complaint of discrimination or harassment. 
 

 Basis Discrimination Harassment 
Sexual 

Harassment 
Retaliation 

Age 2 2 0 0 
Disability 1 2 0 0 
Genetic Information 0 0 0 0 
Race/Color 5 9 0 0 
National Origin 1 1 0 0 
Religion 1 1 0 0 
Sex  2 0 11 0 
Filing complaint of 
discrimination or harassment 

0 0 0 3 

Participating in investigation of 
Discrimination or Harassment 

0 0 0 1 

Total Allegations* 12 15 11 4 
*Individual complaints received by HRD’s Ethics and EEO Section may contain multiple allegations. 
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Attachment 1 – Appointment of Affirmative Action Officer 
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Attachment 2 – TxDOT Organizational Chart 
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Attachment 3 – HRD Ethics and EEO Section 
 

 
 



 

53 

EEO Program Update Part I 

Discrimination and Harassment Policy Statement 
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Internal Discrimination Complaint Form 
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Collaborative Resolution Program 
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Attachment 4 – Workforce Development Initiatives 
 
 
Workforce Development Section 
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Workforce Planning 
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Careers @ TxDOT 
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Training and Education Programs 
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Attachment 5 – Sample Recruitment Initiatives 
 
TxDOT Recruitment Programs 
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Recruitment Brochures 
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Attachment 6 – Sample Employee Benefits 
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Employee Assistance Program 
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TxDOT’s Wellness Program 
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Attachment 7 – PeopleSoft Reports 
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As a recipient of federal assistance, the Texas Department of Transportation (TxDOT), also referred to as the Department, shall perform all official equal employment opportunity (EEO) actions in an affirmative manner, and in full accord with applicable statutes, executive orders, regulations, and policies enunciated thereunder, to assure the equality of employment opportunity, without regard to race, color, religion, national origin, sex, age, or disability in its own workforce.



Furthermore, the Federal Highway Administration (FHWA) requires recipients of federal assistance to prepare a plan to clarify roles, responsibilities, and procedures to ensure fair and equal treatment for all persons. TxDOT’s EEO Program/Affirmative Action Plan (AAP), established in accordance with federal rules under 23 CFR Part 230 Subpart C, Part II, is intended to communicate how TxDOT implements its internal EEO Program.



1. [bookmark: _Toc497146365]TxDOT’s EEO Policy



An EEO Program sets forth results-oriented policies and commitments of good faith efforts to attain fairness and equity in the administration of all TxDOT’s employment practices such as recruitment, hiring, pay, benefits, job assignments, leave, promotions, training and all other employment actions. The program promotes the creation of a diverse workforce, and an inclusive, open work environment free of discrimination or harassment.



TxDOT is committed to providing fair and equal treatment of all employees without regard to race, color, religion, sex, national origin, genetic information, disability, military status, or age. Applicants for employment, vendors, contractors and their employees, customers, and the public are also recipients of this same commitment. TxDOT’s EEO Policy, signed by Executive Director, James M. Bass, and the Affirmative Action (AA) Officer is included on the following page.
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[bookmark: _Toc497146366]ADMINISTRATION AND IMPLEMENTATION



The Executive Director is responsible for the overall administration of TxDOT’s internal EEO/AA program. This includes EEO/AA initiatives and implementation of Department policies, programs, and operating strategies consistent with federal and state laws, as well as regulations and directives issued by the Commission.



The Executive Director delegates certain responsibilities for administering and implementing the internal EEO/AA program to staff. The Civil Rights Division (CIV) is responsible for the development and implementation of the AAP and monitoring EEO activities and diversity programs in accordance with FHWA (Title 23 CFR) and the Texas Labor Code §21.501-556. 



1. [bookmark: _Toc497146367]Affirmative Action Officer



In accordance with 23 CFR 230 Subpart C, Part II(A), the CIV Director serves as TxDOT’s 
AA Officer. With support from TxDOT’s administration, the CIV Director is responsible for all aspects of the EEO/AA program and has been delegated sufficient authority and responsibility to effectively carry out the duties assigned to this position. The letter signed by TxDOT’s Executive Director designating Michael D. Bryant as the 
AA Officer is located at Attachment 1.



The TxDOT organizational chart located at Attachment 2 depicts the main structure of the Department and the relationship the AA Officer has with the Executive Director. The AA Officer has direct access to TxDOT’s Executive Director on matters related to EEO/AA.



[bookmark: _Toc497146368]Affirmative Action Officer Responsibilities



The AA Officer oversees and directs, in coordination with executive administration and the commission, TxDOT’s EEO/AA program. The AA Officer will ensure compliance by:

Applying Federal laws, state statues, policy regulations, and guidelines related to discrimination/retaliation in employment, affirmative action, and EEO;

Ensuring the development and implementation of policies, procedures, and programs necessary to achieve a workforce that reflects the labor force availability;

Ensuring the design, implementation, and monitoring of internal audit and reporting systems to measure program effectiveness and to determine where progress and deficiencies are in relation to Department goals; and

Oversees internal EEO-related matters.


Additionally, CIV is staffed with an EEO Diversity Program Coordinator who oversees the daily administration of TxDOT’s EEO/AA program. Responsibilities of the EEO Diversity Program Coordinator include:

· Preparation of the AAP and annual updates;

· Developing and overseeing reporting systems used for affirmative action efforts;

· Evaluating, interpreting, and preparing the EEO/AAP quarterly progress reports for management, state, and federal authorities;

· Providing technical assistance on civilian labor force statistics and workforce information; and

· Preparing and monitoring labor force availability analysis and statistical reports.



[bookmark: _Toc497146369]Assignment of Responsibility and Authority for Program



Because of TxDOT’s size, multi-geographical locations and diverse local populations, the Department practices the “shared responsibility” concept regarding its EEO approach. The AA Officer establishes strategic policies and defines the underlying principles that guide directors, managers, supervisors, and EEO coordinators to effectively carry out policy directives. EEO/AA authority has been further delegated to the following:

· District and Division (DD) Directors support the strategic direction through responsible and accountable EEO/AAP program execution in their respective business units. They appoint a local EEO coordinator to monitor and implement activities that are imbued with the goals, spirit, and intent of these programs. Coordinators are trained in all aspects of the EEO policy and procedures and collect and report EEO/AA quarterly data to the EEO Diversity Program Coordinator.

· Managers and supervisors provide a third level of support by ensuring ongoing compliance with EEO/AA policies. They clarify areas of ambiguity using varied communication channels and periodically review training, hiring, and promotion practices to eliminate goal accomplishment impediments. Quarterly EEO/AA reports are used by managers/supervisors to assess and evaluate recruitment needs and targeted affirmative action goals.




To ensure effectiveness in the implementation of TxDOT’s internal EEO/AA program, specific responsibilities are assigned for carrying out the program. The following also assist in ensuring AAP goals and objectives are achieved throughout the year:

· The Human Resources Division (HRD) oversees all human resources activities for TxDOT, including classification, employee relations, and recruitment.

· HRD’s Ethics and EEO Section is the department’s clearinghouse for complaints concerning discrimination, harassment (including sexual), and EEO-related retaliation and provides training, oversight, and outreach on those subjects. This section also handles questions concerning TxDOT’s Ethics Policy and state ethics laws from TxDOT employees and commissioners and oversees and provides training on these matters. Additionally, they conduct internal inquiries concerning issues of discrimination, harassment, and retaliation and are also responsible for the dissemination of EEO-related information via email, training, and district visits and provide other business related assistance, as necessary.

· HRD’s Workforce Development Section works with the Ethics and EEO Section to develop, review, and deliver required policy courses; sexual harassment, EEO diversity awareness, and information on employee’s rights on harassment and the EEO complaint process. This section reviews courses to ensure continuing educational unit criteria are met for professional certifications and administers the Tuition Assistance Programs. Additionally, they provide scheduling and logistical support for the Department-wide Enterprise Learning Management System.

· HRD’s Work Force Analysis Section’s recruitment staff addresses all TxDOT’s outreach programs (Conditional Grant Program, College Cooperative Education Program, College Intern Program, High School Cooperative Education Program, and Summer Employment Program).

· HRD’s HR Field Services Section manages and facilitates TxDOT’s Collaborative Resolution and Appeals programs. This section assists with workplace concerns and/or employee issues affecting the work environment. Additionally, they oversee HR field staff and HR personnel in the district offices.

· HRD Recruiters provide assistance with all program activities, including the Conditional Grant and the Transportation and Civil Engineering Programs and assist their assigned districts with recruitment initiatives and attend selected recruiting events.

· DD Recruitment Team Members (RTMs) provide statewide recruiting assistance to HRD Recruiters. Members include DD staff from engineering and other business areas. HRD Recruiters coordinate closely with district HR Field Staff and RTMs on recruitment, career fairs, and hiring.

· Each DD designates an EEO Coordinator (generally one or two individuals) who is responsible for integrating all aspects of the EEO/AAP and EEO activities in their district.

[bookmark: _Toc497146370]AFFIRMATIVE ACTION PLAN



The AAP is an integral part of the Department’s EEO Program. It details positive steps to overcome the effects of past or present barriers to assure that TxDOT’s workforce is reflective of the available labor pools of the communities served. The purpose of the AAP is to document the development, implementation, monitoring, and evaluation of TxDOT’s EEO program. The plan’s goals, objectives, and guidelines include:

· Achieving workforce parity with the available labor force within the state;

· Achieving and maintaining equity in employment and training opportunities for employees;

· Equitable selection processes for promotions and performance evaluations;

· Participating in departmental educational assistance programs;

· Resolving employee problems and complaints; and

· Making reasonable employment accommodations in the event of injury or disability.



1. [bookmark: _Toc497146371]Survey of Labor Market Area



The 2010 U.S. Census Bureau reports that as of 2010, Texas was estimated to have 26,956,958 residents. Of the total population, 10,343,085 are estimated to have State or Local Government jobs; the table on the following page is a summary of the total employment in this industry. TxDOT used the American Community Survey (ACS) 5-year estimates for State and Local Government Job Groups by sex and race/ethnicity for Residence Geography, Civilian Labor Force (CLF) 16 years and over who are U.S. citizen.



		State and Local Government Job Groups by Sex, and Race/Ethnicity for Residence Geography 

EEO Tabulation 2006-2010 (5-year ACS data)



		Texas Total Workforce

		Total Workforce

		Total Minority

		Total Female

		Total Men



		

		

		

		

		



		Officials/Administrators

		1,329,890

		393,815

		528,505

		801,385



		Professionals

		1,899,435

		615,710

		1,074,470

		824,965



		Technicians

		312,835

		131,450

		164,595

		148,240



		Protective Service: Sworn

		236,645

		115,495

		53,175

		183,470



		Protective Service: Non-sworn

		18,640

		8,370

		9,045

		9,595



		Administrative Support

		2,997,090

		1,335,350

		1,909,700

		1,087,390



		Skilled Craft

		924,925

		399,410

		48,910

		876,015



		Service/Maintenance

		2,528,045

		1,429,125

		1,062,305

		1,465,740



		Unemployed

		95,580

		63,185

		46,455

		49,125



		TOTALS

		10,343,085

		4,491,910

		4,897,160

		5,445,925



		

		

		43.43%

		47.35%

		52.65%







1. [bookmark: _Toc497146372]
Analyzing the Present Workforce



The FY18 beginning benchmark for the total number of regular, full-time department employees is 11,458.



		
FY18 Beginning Workforce

		Total 
Workforce

		Total Minority

		Total Female

		Total White

		Total Black or African American

		Total Hispanic or Latino

		Total Asian American/
Pacific Islander

		Total American Indian or Alaska Native



		

		

		

		

		

		

		

		

		



		Beginning FY18

		11,458

		4,389

		2,521

		7,069

		916

		3,068

		351

		54



		

		

		38.31%

		22%

		61.69%

		7.99%

		26.78%

		3.06%

		0.47%







1. [bookmark: _Toc497146373]Hiring and Promotion Goals



TxDOT’s current workforce should mirror the representation of females and minorities in the available labor market in Texas. To accomplish this, TxDOT will seek to attract and hire qualified individuals having the requisite skills who are part of the available labor workforce area.



Annually, TxDOT will prepare an availability/utilization analysis to identify jobs where minorities and females are underutilized. The availability/utilization analysis is the comparison of TxDOT’s workforce to the available labor market, by job groups. The analysis requires comparison of two sets of data: (1) percentages of females and minorities in TxDOT’s workforce in each job group; and (2) percentages of females and minorities available in the Texas Labor market in each job category. Females and/or minorities are considered underutilized when their representation in a TxDOT job group falls below the labor market availability in the same job group. The analysis will include:

· A survey of the labor market area in terms of population makeup, skills, and availability for employment;

· Analyzing the present workforce to identify jobs, departments, and units where minorities and females are underutilized; and

· Setting specific, measurable, attainable hiring and promotion goals, with target dates, in each area of under-utilization of the local labor area. 
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FY18 Workforce Analysis

TxDOT analyzed the FY18 beginning workforce to identify jobs where minorities and females are underutilized. This analysis serves as the basis for setting minimum hiring and recruitment goals to reduce underutilization in each job group. 
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1. [bookmark: _Toc497146374]Meeting Hiring and Promotion Goals



EEO success occurs when EEO is actively supported through the personal involvement of individuals at all levels and has a direct, positive effect on performance, professional growth, morale, and recruitment of qualified applicants. All employees have the responsibility to create an environment in which individuals are treated with dignity and respect and are afforded equal treatment under the law. Moreover, we must all be held accountable for achieving this goal.



Achieving TxDOT’s affirmative action goals require the commitment and leadership of every manager and supervisor within TxDOT. To assist in the achievement of these affirmative action goals, responsibilities for program implementation include:

Carrying out the plan, recruiting, hiring, and developing employees to achieve affirmative action goals and improve the representation of minorities and women at all levels of TxDOT’s workforce, especially for those jobs or classes of jobs where underutilization has been identified;

Ensure that all personnel action decisions are based solely on the merit, ability, and performance of the individual;

Reviewing the qualifications of all applicants and employees to ensure qualified individuals are treated in a nondiscriminatory manner;

Providing a work environment and management practices which support equal opportunity in all terms and conditions of employment;

Foster and promote to all employees the importance of a diverse workplace free of discrimination and harassment; 

Identifying problem areas, formulating solutions, and establishing goals and objectives, when necessary;

Regular discussions with local managers, supervisors and employees to be certain that policies are being followed;

Making every effort to achieve program objectives and maintaining a diverse workforce in their respective DD; 

Monitoring, evaluating, and reporting progress in achieving affirmative action goals and objectives; and

Utilizing a performance rating factor for all mangers to actively support and work toward fulfilling the agency's Equal Employment and Affirmative Action efforts; as well as recognizing and coordinating the development of employees and promotional opportunities for employees.




FY18 Goals

TxDOT’s goals are to reflect the diversity of the state’s available labor force, achieve and maintain equity in employment and training opportunities for employees, and ensure an equitable selection process for promotions and performance evaluations. TxDOT will ensure every manager and supervisor is responsible and accountable for meeting these goals.



		

		FY18 Goals/Objectives

		Responsible Official(s)

		Target Date 



		FY18 Goals/Objectives

		Develop an online Diversity and Inclusion training module to be placed in the Enterprise Learning Management System. 

		CIV/HRD

		Q1



		

		Continue to update DD availability analyses to identify underutilized minority and female groups.

		CIV

		Q1-Q4



		

		Conduct DD onsite visits to discuss EEO and AAP training requirements, review district availability analysis, and discuss recruitment activities.

		CIV/DD

		Q4



		

		Schedule quarterly Diversity and Inclusion Meetings with HRD’s Deputy Directors, Workforce Development Team and Recruiting Team to discuss recruitment and retaining diverse workforce strategies.

		CIV/HRD

		Q1-Q4



		

		Develop placement goals with HRD and create a chart that can be used to provide an overview of the available workforce. 

		CIV/HRD

		Q1



		

		Coordinate, document, and assist EEO/Human Resource personnel, Recruiters with outreach and recruitment necessary for TxDOT to target underutilized categories. 

		CIV/HRD/EEO Coordinators

		Q1-Q4



		

		Utilize current mentorship program to expand career growth and promotion opportunities. 

		CIV/HRD

		Q2-Q4



		

		Look into allowing Employee Resource Groups within TxDOT. 

		CIV/HRD

/EEO Coordinators

		Q2-Q4



		

		Develop and implement an EEO/Diversity desk audit process.

		CIV/HRD /Districts

		Jan/18



		

		Create a Diversity and Inclusion Council made up of various DD employees with the purpose of discussing and exploring opportunities to address diversity challenges in the workplace. 

		CIV/HRD

DE/DD

		Q2



		

		Ensure that recruitment literature is consistent and remains relevant to all employees, including minority groups and women.

		CIV/HRD

		Q1-Q4



		

		Continue to assess existing and potential options available to address underutilizations.

		CIV/HRD



		Q1-Q4



		

		Continue to review existing policies, programs, & systems to ensure personnel action decisions are based solely on the merit, ability, & performance of an individual. 

		CIV/HRD



		Q1-Q4



		

		Continue to develop activities, in coordination with HRD, which will emphasize the promotion and retention of diverse populations.

		CIV/HRD

		Q1-Q4



		

		

		

		



		

		Continue working with the Strategic Planning Division on Key Performance Measures (KPM’s) which will assist in capturing valuable diversity data to be presented to executive management and assist in developing department-wide initiatives.

		CIV

		Q1-Q4



		

		Conduct a trend analysis of hiring, promotions, and separations.

		CIV

		Q3



		

		Explore the possibility of conducting a department-wide Diversity Seminar.

		CIV/HRD

		Q4







1. [bookmark: _Toc497146375]Job Descriptions and Hiring Criteria



HR Compensation Analysts create and update business job descriptions, which are used to create job postings. This includes defining job description content for education, experience, and minimum requirements using standardized benchmarks. HR employment specialists review and approve job postings, interview questions, job simulations (if applicable) and hiring packets to ensure there are no unintended employment barriers and that documentation adheres to Department policy. 



Additionally, supervisors/managers are responsible for reviewing employee’s job responsibilities to ensure that employees are properly matched to the best job description. Supervisors and managers can provide job description updates to HRD, request to create new job descriptions, or initiate reclassifications.



1. [bookmark: _Toc497146376]
Recruiting Minorities and Females



TxDOT seeks to mirror the state’s unique diversity by:

· Identifying minorities and females who are qualified to fill jobs;

· Reviewing the qualifications of all employees to ensure that minorities and females are given full opportunities for transfers and promotions;

· Providing minorities and females access to relevant training programs; and

· Ensuring minority and female employees are afforded full opportunity and encouraged to participate in all TxDOT-sponsored educational, training, recreation, and events.



TxDOT’s recruitment initiatives include:

· Active involvement with local minority, women, and other community organizations’ service programs;

· Attending college, high school, and veteran’s career events;

· A hiring process that is designed to provide hiring supervisors and managers the opportunity to expand the applicant pool to meet AAP goals;

· HRD’s review of each hiring packet to ensure a diverse applicant pool is considered prior to a conditional job offer; and 

· Monitoring PeopleSoft EEO reports.



To meet its recruitment goals, TxDOT continues to participate in the following programs:

· College Cooperative Education Program

· College Internship Program

· Conditional Grant Program

· E.J. Conrad Leadership Program

· High School Co-op Program

· Recruitment and Career Fairs

· Texas Pre-Freshman Engineering Program (TexPREP)

· Summer Employment Program 

· Tuition Assistance Program (TAP)



1. [bookmark: _Toc497146377]
Training Minorities and Females



TxDOT’s training policies and procedures are designed to enhance employee development and advancement opportunities. TxDOT ensures that:

· Employees have opportunities to participate in training and educational programs which enable them to advance in relation to their own career goals and the present and projected needs of the agency;

· Training is offered to all eligible employees on an equitable basis;

· Career counseling is available for all employees;

· All eligible employees have access to participate in Succession Management: A Road Map for Transition in Leadership program;

· Employees who interview job applicants receive appropriate training; and

· Employees are advised of training opportunities via TxDOT’s internal website and via, by e-mail.



1. [bookmark: _Toc497146378]Systems to Monitor and Measure Progress



TxDOT’s EEO/AAP will be reviewed and implemented annually. Additionally, AAP goals and objectives will be monitored quarterly to ensure:

· TxDOT has an aggressive affirmative action program which incorporates the most advanced concepts and monitoring methodologies available;

· The affirmative action program complies fully with all applicable federal and state statutes and judicial decisions; and

· The affirmative action program actively involves each DD in the development, implementation, and monitoring of goals, objectives, guidelines, and other applicable procedures.



PeopleSoft

TxDOT’s online reporting system offers the following to its employees: 

· Human Resources – Includes timesheets, W-2s, holiday schedules, and direct deposit information.

· Finance & Supply Chain – Includes links and information on Purchasing, Inventory, Contracts and Supply Chain Management.

· Training & Development – Includes online training and development courses.

· TxDOT Job Center – Career opportunities for TxDOT staff.




The EEO Diversity Program Coordinator reviews and analyzes the following PeopleSoft EEO reports:

· EEO Workforce Progressive Summary – Provides data on all applicants, hires, promotions (including merits and one-time merits), and separations by job category;

· Separation Analysis – Provides data on all separations by age, years of service, reason code as well as by job category and state title;

· EEO New Hire Analysis– Includes data on all new hires by job category statewide as well as in each DD;

· Equal Employment Opportunity Commission (EEOC) State and Local Government Report or EEO-4 Form – Provides TxDOT’s employment data by job category and salary by sex and race/ethnicity as of June 30 of the survey year; and

· EEO-4 Annual Government Report – Provides a summary of the EEOC EEO-4 Form.

· EEO Turnover Analysis – Provides full-time workforce data on personnel turnover per DD or the agency as a whole.

· EEO Job Category Analysis – Provides a total statewide summation of job categories broken down by race and gender.

· HR EEO Interviewed Query – Provides the gender and ethnicity of applicants who were interviewed.

· HR Active Employment Count Query - Provides a count of employees that are actively employed full time.

· HR Employee Data Query – Provides employee’s employment information.

· HR Job Openings Query – Provides job openings by date and DD.



Quarterly EEO Reports

The EEO Diversity Program Coordinator will evaluate progress made on goals and recruitment by reviewing quarterly reports. The following is reviewed for program effectiveness and for improving performance utilizing PeopleSoft: 

· Total number of applicants by race, ethnicity, sex;

· Total number of applicants hired by race, ethnicity, sex;

· Termination totals (voluntary and involuntary) by race, ethnicity, sex;

· Promotion and transfer totals by race, ethnicity, sex;

· General training attendance totals by race, ethnicity, sex; and

· Total number of employees attending required EEO and sexual harassment supplemental training.




TxDOT Quarterly Reports 

The quarterly reports provide an analysis of TxDOT’s AAP, workforce activities, and personnel transactions for a specific period. Reports identify specific projects, plans, programs, etc., with target dates, responsible parties, and status information about each effort. It provides a comprehensive format by which to track affirmative action goals to ensure EEO compliance. Reports are made available on TxDOT’s website and are submitted quarterly to the FHWA. Reports include:

· Accomplishments toward fiscal year goals and objectives identified in the AAP

· Recruitment results

· Workforce levels

· Data on applicants, hires, separations, and promotions



District Visits

The EEO Diversity Program Coordinator conducts district visits to bring EEO/AA program awareness to the forefront of the district administrator and update HR staff on all elements of the EEO/AA program. Additionally, goals, initiatives, and recruitment outreach are discussed. The district visits are attended by district staff, including the District Engineer, Deputy District Engineer or Business Coordinator, and HR Personnel/EEO coordinator. Visits focus on the following:

· TxDOT’s fiscal year recruitment goals and district availability;

· Each district’s availability analysis and recruitment goals for improving underutilized workforce categories;

· Discussing organizations to target our outreach efforts in an attempt to narrow the gap of  underutilized categories;

· Each district’s recruitment programs and HRD’s Career Opportunity Section recruitment programs, which can be resources to assist the district; and

· The way each district can monitor the status of its workforce by using PeopleSoft EEO reports to compare application and hiring statistics to the district availability analysis to determine underutilization.



1. [bookmark: _Toc497146379]Complaint Procedures



TxDOT does not allow, condone, or tolerate discrimination or harassment. Any employee who suspects or witnesses discrimination, harassment, or retaliation must report the situation immediately. If TxDOT receives an allegation or believes an inappropriate situation is occurring, the necessary steps will be taken to ensure the matter is promptly investigated and addressed.

Discrimination – TxDOT prohibits unfair treatment because of race, color, religion, sex, national origin, genetic information, disability, military status, or age. 

Sexual Harassment and Harassment – TxDOT does not allow, condone, or tolerate sexual harassment or harassment based on race, color, religion, sex, national origin, genetic information, disability, military status, or age. 

Retaliation – TxDOT prohibits adverse personnel actions such as demotion, denial of promotion, or unjustified negative evaluation against an employee as punishment for filing a discrimination or harassment complaint in good faith, being involved in a workplace investigation, or participating in any legally protected activity. 



1. Reporting Sexual Harassment and Discrimination



HRD’s Ethics and EEO Section manages and oversees the grievance and investigation processes, establishes procedures, and monitors the progress of investigations.



Discrimination and Harassment (Based on a protected class; excluding sexual harassment)

Employees who feel they are being subjected to discrimination or harassment because of a legally protected class must first attempt resolution through their management chain of command by reporting their concern in writing to their immediate supervisor, to HR personnel in their district or Austin, or to a higher level of management, if appropriate.



If there is no resolution, employees may submit their concern in writing to their DE/DD or to HR personnel in their district or Austin.



If there is still no response or resolution, employees may file a formal complaint with HRD’s Ethics and EEO Section. Employees must show attempted resolution through their management chain when filing a formal complaint to HRD’s Ethics and EEO Section.



Sexual Harassment

Employees who witness any incident that appears to be a violation of TxDOT’s policy on sexual harassment or employees who feel they are being subjected to sexual harassment by a co-worker may report the incident to their immediate supervisor, HR personnel in their district or Austin, DE/DD, or directly file a formal complaint with HRD’s Ethics and EEO Section.

· Chain of command or HR representatives must report allegations to HRD’s Ethics and EEO Section immediately and before taking any action unless the incident requires the employee to be placed on administrative leave immediately.

· HRD’s Ethics and EEO Section reserves the right to conduct an inquiry concerning these allegations.



Employees who feel they are being subjected to sexual harassment or retaliation by their immediate supervisor may report their concern to a higher level of management, HR personnel in their district or Austin, or directly to HRD’s Ethics and EEO Section.



Retaliation

Employees who feel they are being retaliated against may report their concern to an appropriate supervisor within their chain of command, HR personnel in their district or Austin, or they may file a complaint directly with HRD’s Ethics and EEO Section.

· The chain of command or HR representatives must report allegations to HRD’s Ethics and EEO Section immediately and before taking any action.

· HRD’s Ethics and EEO Section reserves the right to investigate these types of allegations. 



External Complaints

External applicants wanting to file a complaint may contact the Texas Workforce Commission (TWC) Civil Rights Division, the U.S. Equal Employment Opportunity Commission, or TxDOT’s HRD. Each agency should be contacted to obtain information about the required time parameters for filing a complaint and the applicable processes.



1. Conflict Resolution



TxDOT’s policy on employee conduct applies to all employees and is designed to encourage employees to maintain a level of behavior and performance that will promote the efficiency of the department and conform to accepted ethical principles. An employee who violates any provision of this or any other employee conduct policy is subject to disciplinary action up to and including termination. An employee who violates any applicable federal or state law or rule may be subject to civil or criminal penalties in addition to any disciplinary action. Decisions regarding conduct or problem resolution will be made without regard to the employee’s race, color, religion, sex, national origin, genetic information, disability, military status, or age.



TxDOT seeks to resolve differences among individuals internally and utilizes informal conflict resolution processes such as facilitated discussion and mediation to address concerns and issues. These processes are designed to provide affected parties with problem-solving techniques and neutral environments that allow for open communication and resolution of differences. When informal processes do not result in mutual agreements, employees may elect to engage in a formal complaint process.




Collaborative Resolution Program

The Collaborative Resolution Program is designed to create a non-adversarial avenue for people to get help in a timely manner and be easily accessible. The purpose of this program is to work with employees and supervisors to help improve communication and find resolution once it has been determined the issue or concern can't be resolved directly between all parties.



Facilitated Discussion – Provides a neutral party to encourage the exchange of information and help guide the conversation to a resolution that is satisfactory for all parties. The facilitator doesn't usually offer any new content to the discussion; instead, they guide the process by helping all sides communicate their thoughts effectively and reflect back the comments of the participants to ensure that all viewpoints are heard and understood. Facilitators help achieve closure and consensus through creative problem solving.



Mediation – Offers a structured facilitation when a concern or issue has not been addressed in a timely manner or if all parties cannot agree to a resolution. The mediator acts as a neutral third-party to keep the conversation focused on the issue and suggest ways to break an impasse. They help people find middle ground so a compromise can be reached. This process may be especially helpful when both parties are experiencing difficulty because fairness or policy is the focus.



Additionally, employees may not retaliate against or harass another employee who requests a facilitated discussion or mediation, or participates in the conflict resolution process. Employees who feel that they have been subjected to such treatment must report incidents to their supervisor, manager, a higher level of management as appropriate, or directly submit a complaint to HRD or the Collaborative Resolution Program for issues of non-harassment or retaliation.



1. Employee Resources



HRD’s website HRD-Net, located on TxDOT’s internal website, Crossroads, provides information to employees on all HR programs. Employees are encouraged to visit the site to become familiar with their rights and processes for reporting discrimination, conflict resolution, and appeals. Additionally, employees can find information to resolve workplace problems such as the conflict resolution, complaint, and appeals processes in TxDOT’s HR Policy Manual, Chapter 8: Conduct and Problem Resolution. Other topics include whistleblowing, workplace harassment, discrimination, retaliation, conflict resolution, disciplinary process, and appeals process. 



HRD’s Ethics and EEO Section has made TxDOT’s EEO policy available on its webpage. Additionally, HRD has developed and made the following available on its website (see Attachment 3):

· TxDOT’s EEO Policy;

· Discrimination and Harassment Policy Statement information –Provides details on the process of filing a complaint and can also be found on TxDOT’s official bulletin boards;

· TxDOT’s Internal Discrimination Complaint Form; and

· Collaborative Resolution Program information – Provides information and steps to minimize and resolve conflict.

[bookmark: _Toc497146380]PUBLISHING THE AFFIRMATIVE ACTION PLAN



TxDOT’s AAP will be posted on TxDOT’s internal and external website to ensure it is available to all employees and the public. Additionally, TxDOT communicates its EEO commitment by: 

· Publication in related policy manuals, Employee Conduct Handbook and the EEO Program Update report;

· Policy discussions during new employee orientation and supplemental training;

· Ensuring accessibility of the policy to outside organizations;

· Inclusion of an EEO statement on job applications, stationery, and recruitment literature and advertising; and

· Distributing an EEO/AAP Quarterly Activity Reports to FHWA.



1. [bookmark: _Toc497146381]Internal Dissemination



TxDOT is committed to ensuring that each employee is aware of his/her rights concerning affirmative action and discrimination policies. Affirmative action objectives are a shared commitment between management and employees. Employees receive clear communication of their responsibilities for this endeavor. The AAP and related policies are disseminated within TxDOT:

· Crossroads – TxDOT’s internal website that includes pages for each DD. The AAP is posted on CIV’s website to ensure it is accessible to all TxDOT employees. Additionally, HRD-Net on Crossroads and the HR Policy Manual include policy on nondiscrimination, sexual harassment, and retaliation.

· District Visits – the EEO Diversity Program Coordinator visits a sampling of district to bring EEO/AA program awareness to the forefront. Visits include reviewing TxDOT’s EEO Policy, EEO data and reporting, and identifying any goals and objectives for hiring managers and supervisors, if necessary. 

· Workforce Availability Analysis Report – the AAP should be used by district EEO Coordinators and HR recruiters to identify job categories that are underutilized locally.

· Bulletin Boards –EEO and sexual harassment policies are displayed on bulletin boards throughout TxDOT.



Additionally, TxDOT offers several courses related to EEO to ensure each employee’s individual responsibility for effective policy implementation:

· New Employee Orientation (NEO) – Provides new employees information on some of the major concepts regarding EEO laws and the procedure for filing complaints. 

· Equal Employment Opportunity –Covers laws prohibiting sexual harassment & retaliation; roles of the EEOC; TxDOT's Conflict Resolution process & policy regarding discrimination, intimidation & harassment. The course if required within 30 days of hire and every two years.

· EEO Compliance Training – This course fulfills a training requirement pursuant to Texas labor Code Section §21.556 by providing information on laws, theories, procedures, policies, and guidelines relative to EEO.

· EEO and EEO Inquiry Training – Provides individuals with an explanation of the EEO process, including the EEO definition, different types of EEO complaints, the formal EEO employee reporting structure by inquiry type, contact information, and reporting responsibility.

· EEO and Preventing Discrimination in the Federal Workplace – Offers recruitment strategies that attract the right candidates and empathizes the importance of avoiding discrimination, both intentional and unintentional.

· EEO/ Discrimination Practice in Hiring – Provides information about the EEO laws that guide TxDOT’s recruiting efforts and how to help ensure hiring practices are fair and lawful.

· Interviewing & Hiring Practice – this course presents strategies for exercising sound judgment in the hiring and interviewing process. It assists managers and supervisors with hiring authority to recognize and avoid discrimination in the recruitment process.



1. [bookmark: _Toc497146382]External Dissemination

TxDOT’s AAP will be posted on TxDOT’s external website to ensure contractors, minority groups and organizations, the transportation industry, and the public have access. Additionally, TxDOT will communicate its EEO commitment by:

· Ensuring all job requisitions to external organizations include TxDOT’s EEO/AA commitment;

· Distributing EEO program information and job announcements to minority groups, women organizations, community action groups, appropriate state agencies, professional organizations and other similar organizations. The process will be facilitated through direct outreach efforts and district Department staff will report their outreach efforts to CIV quarterly;

· Ensuring recruiting sources, including minority organizations, organizations for women, agencies, employment agencies, and colleges and universities are made aware of TxDOT’s EEO and affirmative action policy and inviting these organizations to actively refer minorities and women to TxDOT for position openings;

· Ensuring all employment advertisements contain the Equal Opportunity Employer clause;

· Ensuring TxDOT’s EEO and affirmative action policy is available to all persons upon request;

· Notifying all contractors, subcontractors, vendors, and suppliers of TxDOT policy;

· Ensuring both minority and non-minority males and females alike are featured in recruitment brochures; and

· Ensuring job requisitions to external organizations include TxDOT’s EEO/AA commitment.



[bookmark: _Toc497146383]PROGRAMS TO ELIMINATE DISCRIMINATORY BARRIERS AND ACHIEVE GOALS



To ensure an effective affirmative action program, TxDOT has developed and implemented processes to eliminate discriminatory barriers to EEO and promote the achievement of full and fair utilization of all protected groups found to be underutilized in the workforce or to be adversely affected by any TxDOT policy or practice.



1. [bookmark: _Toc497146384]Job Structuring and Upward Mobility



TxDOT has designed and implemented the following programs to develop employee knowledge, skills and abilities and promote career advancement opportunities. Encouraging participation can improve upward mobility and retention.



Career Counseling and Guidance

HRD’s Career Development Section is committed to providing excellent customer service to DDs and the general public, including recruiting highly qualified applicants, providing applicant assistance to both internal and external customers, being responsive to requestors of records via the Public Information Act, and supporting TxDOT’s diversity goals and initiatives through coordination and promoting of special recruiting programs in areas such as engineering.



Succession Management Program: A Roadmap For Transitions in Leadership

This optional program includes the entire leadership pipeline, from the senior level positions to deep within the organization and across functions. It is a responsive and comprehensive program to develop and guide our future leaders. It focuses on developing our employees to fulfill the Department’s business needs now and in the future. This program will develop staff based on business need and knowledge transfer. 



TxDOT supervisors/managers may conduct career conversations with their employees to discuss career development goals and needs. This includes training, skills development and experience needs. This information is documented in Individual Career Development Plans and is reviewed on a regular basis.



Publicizing Programs and Opportunities

Attachment 4 includes snapshots of HRD-Net to ensure all employees are made aware available programs and opportunities.











1. [bookmark: _Toc497146385]Recruitment, Placement, and Hiring



As outlined by Texas Labor Code §21.452, TxDOT shall seek to attract and hire qualified individuals who are a part of the available, diverse workforce. TxDOT shall make reasonable efforts to ensure that all protected classes and underutilized groups have equal access to TxDOT employment. Through the AAP and Recruitment Plan outreach efforts, which include job fairs, high school and college recruiting, and engagement with local communities, TxDOT strives to achieve workforce diversity. Recruiting events are scheduled throughout the year and listed on TxDOT's recruitment calendar on its website. Attachment 5 includes samples of some of TxDOT’s recruitment initiatives and brochures.



Job vacancies

TxDOT is committed to hiring a diverse group of people from all economical, educational and ethnic backgrounds. The Careers page on TxDOT’s website is available for internal and external applicants. Additionally, employees are encouraged to apply for any job in which they feel they are qualified.



External Recruitment Programs

TxDOT utilizes the following recruitment programs in addition to regular job postings to assist in its hiring efforts:

Conditional Grant Program – Provides financial assistance to eligible economically disadvantaged students who intend to work for TxDOT after graduation in civil engineering or other professions.

Summer Employment Program – Designed to introduce interested students from high schools, technical schools, and/or colleges and universities to TxDOT. The program provides opportunities for students to gain practical, on-the-job experience, and to broaden their awareness of transportation careers.

College Cooperative Education Program –A planned and progressive learning process that integrates academic studies with supervised work experience. Through this program, college students are employed by TxDOT for specific periods of time in positions related to their major field of study and/or career choice.

College Intern Program – Designed to introduce interested college and graduate level students to career opportunities in transportation-related fields.

High School Cooperative Education Program – Offers exposure to TxDOT, and an opportunity to gain valuable work experience from working in a professional environment.

Volunteer Program – Designed to provide hands-on training opportunities for volunteers from local and regional communities.





[bookmark: _Toc497146386]Promotions



TxDOT works to ensure that all promotional opportunities are widely publicized and that the selection process is free from any form of discrimination.



Performance Management Program

A brief overview of TxDOT’s new Performance Management Program is set forth below. The complete policy is included in the HR Policy Manual, Chapter 5. Decisions regarding performance are made without regard to the employee’s race, color, religion, sex, national origin, genetic information, disability, or age.



TxDOT’s performance management program is based on a “pay for performance” model. The program is designed to provide employees with a clear evaluation of their performance on an annual basis with input from both the employee and supervisor, including touch points throughout the year. 



Evaluators update performance plans throughout the year to account for significant changes in work assignments and advise their employees of new expectations. Evaluators will coach their employees on their job performance and behavior throughout the year. Such coaching sessions can be conducted as often as needed to promote open communication, better working practices, and improved employee performance. Performance plans will:

List the employee’s most relevant performance tasks in order of importance;

Establish specific, measurable, attainable, relevant, and time-based expected results for each performance task; and

Identify training and development activities.



The expected performance expectations for the coming year are documented on the Performance Management Form 2484 (PMF 2484). The PMF is a living document that may be continually adjusted throughout the year to most accurately reflect the employee’s entire year of performance tasks. However, after final submission of PMF 2484, the evaluation cannot be changed, except to resolve discrepancies. An employee may submit written comments or rebuttal to the evaluator within three working days from the evaluator’s signature date. A performance evaluation becomes an official record when it has been presented to an employee, signed, and placed in their personnel file.



Merits and Promotions

Merit salary increases or one-time merit payments may be granted to recognize performance above and beyond the basic job function and are reflective only of the year reviewed. Merit salary increases or one-time merit payments may be granted to employees who maintain an employee performance overall rating of Meets Expectations or higher. The Annual Evaluation meeting is an opportunity for the employee and the supervisor/manager to sit down together and discuss the employee’s overall progress and merit (if any) determination.



TxDOT offers two types of promotions:

· Competitive Promotions – Used to recruit people internally to fill a job, processed throughout the year and based on business need.

· Career Ladder Promotions – Used to recognize and compensate individuals who have developed their skills and capabilities to a level beyond what their current job requires and needs. A review of the most recent performance evaluation will be integrated into the justification and approval process.



Promotions are based on business need to perform work at higher level, and employees who have demonstrated the potential and readiness to assume higher-level responsibilities. Supervisors and managers are required to justify work to be performed by submitting a job description indicating higher-level duties and responsibilities to be performed. The Engineering Assistance Program establishes criteria for promotions. Engineer in Training and Professional Engineer licenses are issued based on business need when employees meet the established criteria.



[bookmark: _Toc497146387]Training



The training of managers, supervisors and all TxDOT staff is a critical component to the success of the EEO/AA Program. The mission of TxDOT’s Workforce Development Program is to develop and deliver effective and responsive training to produce a highly competent workforce with the essential technical and professional skills and knowledge required to stay ahead of emerging trends and future requirements in public transportation. TxDOT offers classroom, video teleconferences, out of agency, or online training to facilitate developmental opportunities. TxDOT will review training programs and their participants to ensure that the opportunities are being offered to all eligible employees on an equal basis. Decisions regarding training opportunities will be made without regard to the employee’s race, color, religion, sex, national origin, genetic information, disability, military status, or age.




EEO Training

Newly hired employees are first made aware of TxDOT training and professional and academic development opportunities while attending NEO. NEO also covers some of the major concepts in the EEO laws and the procedure for filing complaints. All employees are required to participate in an EEO refresher training course every two years. Additionally, lead workers and supervisors are required to take training on interviewing and hiring.



Training and Education Programs 

Procedures in HR’s Policy Manual Chapter 2, Training and Development, are intended to assist employees, managers, and HR professionals in locating and administering educational and professional development opportunities and programs. The procedures include methods and best practices to assist employees in accessing educational and professional development opportunities, internal and external training, and the tuition assistance programs. 



TxDOT’s overall training program provides educational and professional development opportunities for employees to enhance their current work and prepare them for future roles with TxDOT. The program supports both internal and external models; the internal program is designed and implemented by internal staff, while the external program provides financial assistance to employees for educational opportunities outside of TxDOT. TxDOT’s training programs include:

· Tuition Assistance Program – Provides opportunities for a small number of employees to pursue educational growth through academic programs. A course or field of study must provide the participant with knowledge, skills, and abilities that meet the needs of TxDOT and contribute to its mission. TxDOT offers the following programs: Job Related Non-Degree Program, Job Related Degree Program, Job Related Degree Completion Program, Job Related Master’s Program, and the Prospective Job Duty Degree Program. As required by Texas Government Code §656.102, for each of the five programs, all courses of study must relate to an employee's duties following completion of the program.

· Engineering Assistant Career Development Program – Designed to guide Engineering Assistants (EA) to become licensed Professional Engineers (PE) through on the job training, job rotation, mentoring activities, and Fundamentals of Engineering (FE) and PE test preparation. Three career paths are supported by this program: Those with an engineering or related science degree who are preparing for the FE exam, Engineer in Training (EIT), and PE. In accordance with the EA program agreement, the employee is committed to work full-time for TxDOT a minimum of one year for EIT certification and a minimum of two years for the PE license.

· Certifications and Licenses – TxDOT may pay vendors directly or reimburse employees for selected professional/technical certifications, licenses, and selected organization memberships. TxDOT may also provide paid absence from work to take job-related professional/technical examinations and to attend required continuing education courses. An employee’s pursuit of certifications or licenses must benefit the department in order to get approval to use Department resources.

· Leadership One (L1) – A three-month program designed specifically to develop leadership skills at all levels of the organization. Participants will gain the skills, competencies and values necessary to lead employees effectively, achieve personal mastery and promote a meaningful culture within TxDOT.

· Instructor Certification Program – An assessment-based series that covers the entire process of preparing, delivering training, assessment and evaluation, creating a positive learning environment, and designing and developing engaging curriculum. Grounded in theory and focused on practice and application, this program will enhance the trainer’s professional knowledge related to curriculum development and delivery. The program is available to all trainers regardless of their training discipline.



Additionally, the following are also available to enhance career development:

· Enterprise Learning Management (ELM) – TxDOT's Learning Management System, which provides all course information.

· Skillsoft – Offers short videos covering different desktop applications and IT-related programs. Every month, new videos are released in their collection. These videos are accessible through HRD’s website.

· National Highway Institute – Offers free web-based courses on its website. Topics for these courses vary from pavements and materials to highway safety.

· Continuing Education Units (CEUs) – May fulfill certain requirements to maintain professional licenses, registrations, or certifications. One CEU equals ten contact hours of participation in an organized, continuing education experience, under responsible, qualified direction and instruction. The CEU serves as a uniform unit of measure for continuing education and training and is used to evaluate the quality of learning activities, program development, and delivery of a program. HRD’s Workforce Development Section reviews courses to ensure CEU criteria are met.



[bookmark: _Toc497146388]Layoffs, Separations, Demotions, and Disciplinary Actions



TxDOT policy addresses layoffs, demotions, separations, and disciplinary actions. Procedures in HR Policy Manual Chapter 9, Employment Separation, are intended to assist employees, managers, and HR professionals in voluntary and involuntary separations from employment with the department. The procedures include methods and best practices that will assist with administering separation processes for retirement, resignation, death of an employee, and involuntary terminations.



Employees may separate employment with TxDOT voluntarily or involuntarily. TxDOT asks that employees give a two weeks’ notice when voluntarily separating. A voluntary separation includes resignation and retirement and creates no right to file a complaint or an appeal.



TxDOT may involuntarily separate its employees through reduction in force or termination. TxDOT shall make good-faith efforts to communicate with employees before conducting any involuntary separation. Decisions regarding separation will be made without regard to the employee’s race, color, religion, sex, national origin, genetic information, disability, military status, or age.



TxDOT policy requires that each employee have an exit interview with his or her supervisor, HR personnel, or EEO officer before the last workday. The interviewer arranges time for the interview and ensures that the Exit Interview Form is completed. Employees are also provided the opportunity to provide any comments concerning their departure on this form. Additionally, as outlined by the Texas Government Code §651.007, employees who voluntary separate are encouraged to complete the State Auditor’s Office (SAO) Exit Survey. Employees will sign the SAO Exit Survey Employee Acknowledgment page to acknowledge they were given the opportunity to complete the SAO Exit Survey.



[bookmark: _Toc497146389]Other Personnel Actions



The need for developing systems to ensure nondiscrimination in all employment practices is important to the success of an EEO Program. TxDOT will:

· Assure that information on EEO counseling and grievance procedures is re easily available to all employees;

· Assure there is an effective system for processing and investigating complaints alleging discrimination based on race, color, national origin, sex, age, disability and religion;

· Review and monitor the performance program periodically to determine its objectivity and effectiveness; and

· Ensure the equal availability of benefits to all employees.



Employees Equal Access and Benefits

This section is a brief outline of employee benefits, as outlined in Chapter 3, Benefits Section, of the HR Policy Manual. TxDOT provides employees with equitable access to state-offered benefits, including group insurance, unemployment benefits, worker’s compensation, retirement options, employee assistance, and work-life balance programs. Decisions regarding benefits are made without regard to the employee’s race, color, religion, sex, national origin, genetic information, disability, or age. Attachment 6 includes samples of some of these programs.



Group Insurance – As outlined by Texas Insurance Code §1551.002, the State provides a comprehensive benefits program for state agency employees that is administered by the Employees Retirement System of Texas (ERS). Eligible employees are entitled to participate in the Texas Employees Group Benefits Program, even if they already have other insurance.



Unemployment Benefits – Part of an employer-paid program that provides temporary, partial income replacement to qualified individuals (claimants) unemployed through no fault of their own. TWC has sole responsibility for determining a claimant’s eligibility to receive benefits, and the amount and duration of the benefits. An employee’s right to unemployment benefits are protected by requirements established by the Texas Unemployment Compensation Act. TxDOT shall not prevent former employees from filing claims for unemployment benefits.



Workers’ Compensation – A form of insurance that provides wage replacement benefits, medical treatment, vocational rehabilitation, and other benefits to workers who are injured on the job or acquire an occupational disease on the job. TxDOT’s Occupational Safety Division (OCC) determines compensability on TxDOT’s behalf. The Texas Department of Insurance, Division of Workers’ Compensation, regulates TxDOT’s workers compensation program. An employee’s right to workers compensation is protected by requirements established by the Texas Workers’ Compensation Act. As outlined by Texas Labor Code §451.001, TxDOT shall not discriminate against employees exercising their rights to workers compensation. The following applies:

· Notification – As outlined by Texas Labor Code §409.001, an employee or person representing the employee should notify TxDOT as soon as possible but no later than 30 days after an injury occurred. If the injury is an occupational disease, the employee should notify TxDOT as soon as the employee knows that the injury or injurious exposure might be related to the employment. When a worker is injured, OCC must be notified immediately so that an investigation may be conducted.

· Filing Claims – As outlined by Texas Labor Code §409.003 and §409.004, claims for compensation must be filed within one year from the date of injury or within one year from the date the employee knew that the disease was related to their employment.

· Income Benefits – As outlined by Texas Labor Code §408.082, income benefits may not be paid for an injury that results in disability for less than one week. If disabilities continue for longer than one week, income benefits begin to accrue on the eighth day after the date of injury or on the date the disability began.



Retirement – As outlined by Texas Government Code §814.001, the State offers defined benefit and defined contribution retirement plans to employees administered and regulated by ERS. Eligible employees must participate in the defined benefit plan but may elect to participate in the defined contribution plans, such as 401(k) or 457 accounts. As outlined by Texas Government Code §812.001, membership in the employee class begins on the 91st day of employment and continues until the employee retires, dies, or withdraws personal contributions and interest thereon after leaving state service.



Deferred Compensation Program – As outlined by Texas Government Code §609.501, employees have the opportunity to participate in a deferred compensation plan. Under such a plan, employees may defer a part of their pay for investment in a qualified investment product. Employees may choose to participate in a 401(k), 457, or Roth with a number of investment options.



Employee Assistance Program (EAP) – Supports TxDOT’s mission to maintain the health and safety of its employees, provide a drug-free workplace, and improve employee morale and productivity. EAP services are a TxDOT benefit and are provided at no cost to participants.



Wellness Program – Designed to encourage and motivate employees to adopt a lifestyle that improves their overall health, fitness, and well-being. All employees are eligible to voluntarily participate in the Wellness Program. As outlined by Texas Government Code §664.061, wellness participants may use wellness leave to exercise 30 minutes up to three times a week during regularly scheduled work hours. Eight hours of wellness leave per fiscal year are awarded to employees if they complete a Health Risk Assessment (HRA) and a routine physical examination.



[bookmark: _Toc497146390]FY17 ACCOMPLISHMENTS



The Diversity Program Coordinator obtained data and the following reports at Attachment 7 utilizing PeopleSoft:

· EEO-4 Annual Government Report, which shows TxDOT’s workforce as of September 1, 2017; 

· EEO Workforce Progression Summary, which shows full-time and temporary workforce data on all applicants, hires, promotions and separations by job category; and

· Separations Analysis, which shows the separations for full-time regular positions by reason and by job category.



Below is a summary of TxDOT’s historical workforce data for the past ten fiscal years:



		Fiscal Year Ending

		Total Workforce

		Total
Minority

		Total
Female

		Total Male

		White

		Black or African American

		Hispanic or Latino

		Asian American/
Pacific Islander

		American Indian or Alaska Native



		

		

		

		

		

		

		

		

		

		



		

		

		

		

		

		

		

		

		

		



		2008

		13,522

		4,531

		3,242

		10,280

		8,991

		1,081

		3,121

		269

		60



		

		

		33.51%

		23.98%

		76.02%

		66.49%

		8.00%

		23.08%

		1.99%

		0.44%



		2009

		13,022

		4,428

		3,119

		9,903

		8,594

		1,046

		3,057

		271

		54



		

		

		34.00%

		23.95%

		76.05%

		66.00%

		8.03%

		23.48%

		2.08%

		0.41%



		2010

		12,456

		4,266

		2,981

		9,475

		8,190

		993

		2,942

		276

		55



		

		

		34.25%

		23.93%

		76.07%

		65.75%

		7.97%

		23.62%

		2.22%

		0.44%



		2011

		11,719

		4,008

		2,501

		9,218

		7,711

		901

		2,785

		270

		52



		

		

		34.20%

		21.34%

		78.66%

		65.80%

		7.69%

		23.77%

		2.30%

		0.44%



		2012

		11,514

		3,968

		2,409

		9,105

		7,546

		866

		2,780

		272

		50



		

		

		34.46%

		20.92%

		79.08%

		65.54%

		7.52%

		24.15%

		2.36%

		0.43%



		2013

		11,670

		4,123

		2,445

		9,225

		7,539

		910

		2,881

		284

		48



		

		

		35.33%

		20.95%

		79.05%

		64.60%

		7.80%

		24.75%

		2.44%

		0.41%



		2014

		11,648

		4,204

		2,519

		9,129

		7,444

		920

		2,934

		303

		47



		

		

		36.09%

		21.63%

		78.37%

		63.91%

		7.90%

		25.19%

		2.60%

		0.40%



		2015

		11,595

		4,284

		2,559

		9,036

		7,311

		923

		2,990

		318

		53



		

		

		37.64%

		22.15%

		77.85%

		62.36%

		7.95%

		26.39%

		2.86%

		0.45%



		2016

		11,627

		4,376

		2,575

		9,052

		7,251

		924

		3,068

		332

		52



		

		

		37.64%

		20.95%

		79.05%

		64.60%

		7.80%

		24.75%

		2.44%

		0.41%



		2017

		11,458

		4,389

		2,521

		8,937

		7,069

		916

		3,068

		351

		54



		

		

		38.31%

		57.44%

		74.53%

		61.69%

		7.99%

		26.78%

		3.06%

		0.47% 





















1. [bookmark: _Toc497146391]FY17 & FY18 Beginning Workforce Comparison 



The following table is a comparison between FY17 and FY18 beginning workforce by job category. Totals reflect the composition of TxDOT employees in each EEO-4 Job Category by race, sex, and workforce percentage. In summary, TxDOT had a total of 11,458 employees at the beginning of FY18; this was a decrease of 169 employees from FY17. The majority of employees continue to work in the Professionals job group with a total of 5,052 employees, Hispanic or Latino is the largest minority job group with 1,275 employees. Overall, there was an increase in both minority and female employees.
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[bookmark: _Toc497146392]FY17 & FY16 Applicants and Hires



The following table shows that there were 97,673 job applications received for FY17, which was an increase of 12,793 (or 15.07%) from FY16. However, there were 1,001 new hires in FY17, which was a decrease of 764 (or -43.29%) from FY16 which may be attributed to TxDOT’s hiring freeze during the summer of FY17.    
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Note: New hire data includes temporary hires and rehires.



[bookmark: _Toc497146393]FY17 Workforce Analysis Results



The table on the following pages is a utilization availability analysis and a quarterly progress report by each job category. At the end of each quarter, the “Target Recruitment” in each job category is compared to the ending quarter results to identify any progress made in the workforce diversity efforts. At the end of the 4th quarter, the underutilization is determined.
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NOTE: Underutilization is the ending workforce result of any differences in actual movement from the beginning of the fiscal year. This is determined by multiplying the ending workforce total by the State CLF, then subtracting the result from the job category ending workforce. 



		FY17 Workforce Analysis

		Total

		Total Minority

		Total Female

		White

		Black or African American

		Hispanic or Latino

		Asian American/Pacific Islander

		American Indian or Alaska Native



		

		

		

		

		

		

		

		

		



		

		

		

		

		Male

		Female

		Male

		Female

		Male

		Female

		Male

		Female

		Male

		Female



		Officials/Administrators

		388

		88

		71

		246

		54

		9

		2

		53

		12

		8

		3

		1

		0



		Civilian Labor Force

		 

		28.88%

		39.68%

		45.10%

		26.02%

		3.74%

		4.72%

		9.46%

		7.71%

		1.81%

		1.11%

		0.22%

		0.12%



		Target Recruitment

		 

		24

		83

		0

		47

		5

		16

		0

		18

		0

		1

		0

		0



		1Q Workforce

		382

		139

		68

		243

		51

		9

		3

		53

		11

		8

		3

		1

		0



		2Q Workforce

		377

		88

		66

		240

		49

		9

		3

		53

		11

		8

		3

		1

		0



		3Q Workforce

		373

		86

		64

		240

		47

		9

		3

		51

		11

		8

		3

		1

		0



		4Q Workforce

		379

		88

		67

		240

		51

		9

		3

		54

		10

		8

		3

		1

		0



		4Q Workforce (+/-)

		-9

		0

		-4

		-6

		-3

		0

		1

		1

		-2

		0

		0

		0

		0



		

		-2.32%

		0.00%

		-5.63%

		-2.44%

		-5.56%

		0.00%

		50.00%

		1.89%

		-16.67%

		0.00%

		0.00%

		0.00%

		0.00%



		Underutilized

		 

		21

		83

		0

		48

		5

		15

		0

		19

		0

		1

		0

		0



		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 



		Professionals

		4,929

		1,937

		1,694

		2,034

		958

		255

		212

		768

		433

		168

		85

		10

		6



		Civilian Labor Force

		 

		31.63%

		56.55%

		31.00%

		37.37%

		3.37%

		6.59%

		6.38%

		9.89%

		2.58%

		2.50%

		0.12%

		0.19%



		Target Recruitment

		 

		0

		1,093

		0

		884

		0

		113

		0

		54

		0

		38

		0

		3



		1Q Workforce

		4,842

		2,868

		1,670

		1,974

		942

		251

		208

		768

		429

		169

		85

		10

		6



		2Q Workforce

		4,843

		1,944

		1,667

		1,970

		929

		259

		206

		759

		439

		179

		87

		9

		6



		3Q Workforce

		4,817

		1,950

		1,656

		1,944

		923

		261

		204

		767

		434

		179

		89

		10

		6



		4Q Workforce

		5,150

		2,084

		1,718

		2,116

		950

		283

		208

		830

		459

		190

		95

		13

		6



		4Q Workforce (+/-)

		221

		147

		24

		82

		-8

		28

		-4

		62

		26

		22

		10

		3

		0



		

		4.48%

		7.59%

		1.42%

		4.03%

		-0.84%

		10.98%

		-1.89%

		8.07%

		6.00%

		13.10%

		11.76%

		30.00%

		0.00%



		Underutilized

		 

		0

		326

		207

		390

		0

		35

		0

		0

		0

		0

		0

		0



		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 



		Technicians

		1,809

		631

		209

		1,047

		131

		100

		15

		421

		55

		20

		8

		12

		0



		Civilian Labor Force

		 

		41.37%

		52.62%

		29.44%

		29.19%

		4.26%

		8.82%

		10.95%

		12.01%

		2.57%

		2.40%

		0.16%

		0.20%



		Target Recruitment

		 

		117

		743

		0

		397

		0

		144

		0

		162

		27

		35

		0

		4



		1Q Workforce

		1,782

		761

		201

		1,029

		125

		101

		15

		419

		53

		20

		8

		12

		0



		2Q Workforce

		1,751

		638

		191

		995

		118

		99

		12

		432

		54

		20

		7

		14

		0



		3Q Workforce

		1,820

		661

		186

		1,046

		113

		102

		12

		452

		54

		20

		7

		14

		0



		4Q Workforce

		1,801

		659

		193

		1,028

		114

		114

		16

		440

		55

		15

		6

		11

		2



		4Q Workforce (+/-)

		-8

		28

		-16

		-19

		-17

		14

		1

		19

		0

		-5

		-2

		-1

		2



		

		-0.44%

		4.44%

		-7.66%

		-1.81%

		-12.98%

		14.00%

		6.67%

		4.51%

		0.00%

		-25.00%

		-25.00%

		-8.33%

		0.00%



		Underutilized

		 

		86

		522

		0

		355

		0

		69

		0

		84

		18

		14

		0

		0



		 









		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 



		Administrative Support

		576

		194

		507

		38

		344

		7

		30

		24

		127

		0

		3

		0

		3



		Civilian Labor Force

		 

		43.89%

		63.74%

		21.02%

		35.09%

		4.20%

		8.75%

		9.80%

		18.38%

		1.14%

		1.32%

		0.10%

		0.20%



		Target Recruitment

		 

		59

		0

		83

		0

		17

		20

		32

		0

		7

		5

		1

		0



		1Q Workforce

		569

		530

		499

		39

		340

		7

		30

		24

		123

		0

		3

		0

		3



		2Q Workforce

		559

		182

		490

		38

		339

		6

		28

		24

		117

		0

		3

		1

		3



		3Q Workforce

		551

		179

		485

		35

		337

		6

		28

		24

		115

		0

		3

		1

		2



		4Q Workforce

		559

		180

		490

		36

		343

		5

		25

		27

		116

		0

		4

		1

		2



		4Q Workforce (+/-)

		-17

		-14

		-17

		-2

		-1

		-2

		-5

		3

		-11

		0

		1

		1

		-1



		

		-2.95%

		-7.22%

		-3.35%

		-5.26%

		-0.29%

		-28.57%

		-16.67%

		12.50%

		-8.66%

		0.00%

		33.33%

		0.00%

		-33.33%



		Underutilized

		 

		65

		0

		216

		0

		16

		1

		26

		0

		10

		2

		0

		0



		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 



		Skilled Craft

		3,584

		1,346

		77

		2,178

		60

		255

		3

		1,029

		12

		29

		1

		16

		1



		Civilian Labor Force

		 

		42.60%

		5.26%

		54.76%

		2.64%

		6.78%

		0.69%

		31.24%

		1.49%

		1.58%

		0.41%

		0.38%

		0.04%



		Target Recruitment

		 

		181

		112

		0

		35

		0

		22

		91

		41

		28

		14

		0

		0



		1Q Workforce

		3,510

		1,376

		78

		2,134

		60

		245

		4

		1,008

		12

		28

		1

		17

		1



		2Q Workforce

		3,480

		1,302

		74

		2,118

		60

		242

		3

		1,001

		8

		31

		2

		14

		1



		3Q Workforce

		3,534

		1,337

		72

		2,137

		60

		251

		3

		1,029

		8

		29

		0

		16

		1



		4Q Workforce

		3,531

		1,348

		74

		2,121

		62

		248

		4

		1,042

		7

		30

		1

		16

		0



		4Q Workforce (+/-)

		-53

		2

		-3

		-57

		2

		-7

		1

		13

		-5

		1

		0

		0

		-1



		

		-1.48%

		0.15%

		-3.90%

		-2.62%

		3.33%

		-2.75%

		33.33%

		1.26%

		-41.67%

		3.45%

		0.00%

		0.00%

		-100.00%



		Underutilized

		 

		156

		1,327

		0

		857

		0

		163

		0

		265

		34

		38

		0

		4



		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 



		Service/Maintenance

		341

		180

		17

		149

		12

		35

		1

		130

		4

		7

		0

		3

		0



		Civilian Labor Force

		 

		56.06%

		42.01%

		26.16%

		17.78%

		9.66%

		7.83%

		20.76%

		14.90%

		1.22%

		1.34%

		0.18%

		0.16%



		Target Recruitment

		 

		11

		126

		0

		49

		0

		26

		0

		47

		0

		5

		0

		1



		1Q Workforce

		307

		167

		15

		140

		11

		33

		0

		110

		4

		7

		0

		2

		0



		2Q Workforce

		287

		129

		13

		151

		7

		30

		0

		86

		5

		5

		1

		2

		0



		3Q Workforce

		275

		115

		19

		149

		11

		27

		1

		75

		5

		4

		2

		1

		0



		4Q Workforce

		272

		122

		21

		137

		13

		23

		1

		85

		6

		4

		1

		2

		0



		4Q Workforce (+/-)

		-69

		-58

		4

		-12

		1

		-12

		0

		-45

		2

		-3

		1

		-1

		0



		

		-20.23%

		-32.22%

		23.53%

		-8.05%

		8.33%

		-34.29%

		0.00%

		-34.62%

		50.00%

		-42.86%

		0.00%

		-33.33%

		0.00%



		Underutilized

		 

		30

		87

		0

		58

		0

		12

		0

		15

		1

		2

		0

		0
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[bookmark: _Toc497146394]FY17 Goals and Accomplishments



TxDOT’s goal is to reflect the diversity of the state’s available workforce. TxDOT will ensure every manager and supervisor is responsible and accountable for meeting these goals. 



		 

		FY17 Goals/Objectives

		Responsible Division

		Status

		Target Date

		Notes



		1

		Hire a dedicated Diversity Coordinator

		CIV

		Completed

		11/22/16

		A Diversity Coordinator has been hired 



		2

		Distribute discrimination, harassment and retaliation policies to all District Engineers and Division Directors (DE/DD) for dissemination to all employees. Ensure current/correct documents are placed on the intranet. Send out an agency wide email.

		H

		Completed

		1/30/17

		HRD sent the policies to all DE/DDs for dissemination. All documents have been placed on the intranet and are current. An email notification was sent out agency wide January 2017.



		3

		Continue to update 25 district availability analyses to identify underutilized minority and female groups.

		CIV

		On-Going

		Aug/17

		Eight district Workforce Analysis’ (WFA) were updated for district visits. 



		4

		Eight district onsite visits that include training on department EEO and AAP requirements and a review of most recent district availability analysis.

		CIV/Districts

		Completed 

		9/27/2017

		Eight district visits were completed for FY17 (See Section I.) 



		5

		Develop and implement Diversity and Inclusion modules to be placed in the Training and Development Section of PeopleSoft.

		CIV

		In-Process FY18

		Q3-Q4

		A Diversity and Inclusion/EEO training module is currently being formatted by the Workforce Development team. Implementation of this training will be added to the FY 18 goals.



		6

		Distribute approved AAP to DEs/DDs for program awareness and place on intranet/internet.

		CIV

		Completed

		1/30/17

		The AAP has been posted to TxDOT’s website and HRD sent out an email notification to all DEs/DDs. 



		7

		Coordinate, document, and assist EEO/Human Resource Officers (HRO) and recruiters with outreach and recruitment necessary for TxDOT to target underutilized categories.

		CIV/HRD/

EEO Coordinators

		On-Going

		Q4

		Brainstorming topics: Recruiting and retaining a diverse workforce; Recruiting/Promoting diverse management; Redevelop employee resource groups within TxDOT as a step towards promoting diversity and inclusion; Utilize current mentorship program to expand qualified pool for promotion; Best way to approach a culture change within TxDOT; Creation of a Diversity and Inclusion Council made up of various district/division/area office staff and positions. 



		8

		Assess existing policies, procedures, and programs necessary to achieve a workforce that reflects the labor force availability.

		CIV/HRD

		On-Going

		Q2-Q4

		Provided feedback to the HR Division Director concerning the Practical Supervision course. 





		9

		Ensure that district and HRD recruitment literature is consistent and remains relevant to all employees, including minority groups and women.

		CIV/HRD

		On-going

		Q2-Q4

		HRD is working to see if the words Diversity and Inclusion can be added to the mission statement.



		10

		Implement the district desk audit process.

		CIV/HRD HRO's/EEO

		In-Process

		Q2-Q4

		Developed three forms that will be utilized in the desk review process. These forms are currently under review. Once finalized they will be sent to CIV management for approval.  



		11

		Explore the possibility of having a Construction Career Day or a TxDOT Open House.



		CIV/HRD DE/DD

		Completed 

		8/17/17

		 TxDOT held a career fair in Austin.



		12

		Assess existing internal audit & reporting systems/processes to measure program effectiveness.



		CIV/HRD

		In-Process

		Q2-Q4

		CIV received access to queries to measure and analyze data for effectiveness. 



		13

		Assess existing and potential options available to address underutilizations.

		CIV/HRD

		On-going

		Q2-Q4

		7/20/17: Attended the monthly Central Texas Advisory Board meeting – affiliate of the Texas Diversity Council. 8/17/17: Attended the monthly Central Texas Advisory Board meeting. 



		14

		Review existing policies, programs & systems in place to ensure personnel action decisions are based solely on the merit, ability, & performance of an individual.

		CIV/HRD

		On-going

		Q2-Q4

		CIV and HRD met for a quarterly brainstorming session. 



		15

		Develop activities in coordination with the Human Resources Division, which will emphasize the promotion and retention of diverse populations.

		CIV/HRD

		On-going

		Q2-Q4

		CIV met the HR Field Director and Supervisors that are responsible for all 25 districts. Talking points discussed;  the FY17 Goals/Objectives; reviewing existing policies, programs and systems in place; an agency career development plan, job postings and how the HRD-Net site is being revamped to accommodate additional information to include building a knowledge center on the site.  



		16

		Develop a means for Administration to annually monitor and evaluate the Department's diversity statistics and initiatives.

		CIV/HRD

		Completed

		11/2017

		Employment and hiring data is included in the monthly CIV Dashboard that is submitted to the Deputy Executive Director on a monthly basis.  We are also working to add diversity information to the Administration Dashboard.

 



		17

		Monitor the implementation and completion of current Affirmative Action Plan initiatives and tasks.

		CIV

		On-going

		Q1-Q4

		The Diversity Program Coordinator completed all quarterly activity reports. 
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[bookmark: _Toc497146395]FY16 & FY17 Promotion Analysis



The following table provides a comparison of the promotions for FY16 and FY17 by each job category. We have observed an increase of the number of promotions in the Professionals job category for African American males, Asian American Females and American Indian Males in comparison to last fiscal year. There has also been a significant increase with the number of African American Males and Hispanic Males getting promoted in the Technician and Skilled Craft job categories. 



		FY17 / FY16 Promotions

		Total

		Total Minority

		Total Female

		White

		Black or African American

		Hispanic or Latino

		Asian American/
Pacific Islander

		American Indian or Alaska Native



		

		

		

		

		

		

		

		

		



		

		

		

		

		Male

		Female

		Male

		Female

		Male

		Female

		Male

		Female

		Male

		Female



		Officials/Administrators

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 



		FY17

		47 

		11 

		8 

		28 

		8 

		1 

		0 

		7 

		0 

		3 

		0 

		0 

		0 



		FY16

		55 

		15 

		9 

		34 

		6 

		2 

		0 

		8 

		1 

		2 

		2 

		0 

		0 



		Professionals

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 



		FY17

		871 

		351 

		243 

		356 

		164 

		64 

		34 

		162 

		27 

		41 

		18 

		5 

		0 



		FY16

		970 

		413 

		313 

		377 

		180 

		49 

		41 

		187 

		82 

		42 

		10 

		2 

		0 



		Technicians

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 



		FY17

		513 

		182 

		33 

		310 

		21 

		43 

		2 

		121 

		8 

		4 

		1 

		2 

		1 



		FY16

		282 

		83 

		24 

		179 

		20 

		12 

		1 

		64 

		3 

		2 

		0 

		1 

		0 



		Administrative Support

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 



		FY17

		95 

		24 

		86 

		5 

		66 

		0 

		1 

		4 

		18 

		0 

		0 

		0 

		1 



		FY16

		49 

		22 

		43 

		2 

		25 

		0 

		3 

		4 

		15 

		0 

		0 

		0 

		0 



		Skilled Craft

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 



		FY17

		781 

		296 

		13 

		474 

		11 

		48 

		1 

		236 

		1 

		7 

		0 

		3 

		0 



		FY16

		510 

		177 

		12 

		323 

		10 

		17 

		0 

		153 

		2 

		3 

		0 

		2 

		0 



		Service/Maintenance

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 



		FY17

		3 

		2 

		1 

		1 

		0 

		0 

		0 

		1 

		0 

		0 

		1 

		0 

		0 



		FY16

		1 

		0 

		0 

		1 

		0 

		0 

		0 

		0 

		0 

		0 

		0 

		0 

		0 



		TOTALS

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 

		 



		FY17

		2,310 

		866 

		384 

		1,174 

		270 

		156 

		38 

		531 

		54 

		55 

		20 

		10 

		2 



		FY16

		1,867 

		710 

		401 

		916 

		241 

		80 

		45 

		416 

		103 

		49 

		12 

		5 

		0 



		Comparison (+/-)

		443

		156

		-17

		258

		29

		76

		-7

		115

		-49

		6

		8

		5

		2



		

		23.73%

		21.97%

		-4.24%

		28.17%

		12.03%

		95.00%

		-15.56%

		27.64%

		-47.57%

		12.24%

		66.67%

		100.00%

		0.00%
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The Separation Analysis in Attachment 7 shows the ethnic breakdown of separations by reason code and job category. 



The top three reasons for separating are shown in the table below: 



		FY17 Separations by Reason Code

		Total

		Total Minority

		Total Female



		

		

		

		



		Voluntary Separation

		646

		258

		121



		

		

		39.94%

		18.73%



		Retirement

		523

		144

		104



		

		

		42.64%

		25.62%



		Dismissal for Cause

		96

		45

		19



		

		

		46.88%

		19.79%



		TOP 3 TOTALS

		1,265 

		 526

		274



		

		 94.05%

		23.38%

		12.25%






Reason codes for all FY 17 separations:



		FY17 Separations by Reason Code

		Total

		Total Minority

		Total Female

		White

		Black or African American

		Hispanic or Latino

		Asian American/
Pacific Islander

		American Indian or Alaska Native

		Unknown

		



		

		

		

		

		

		

		

		

		

		

		



		

		

		

		

		Male

		Female

		Male

		Female

		Male

		Female

		Male

		Female

		Male

		Female

		Male

		Female

		



		Resignation

		15

		8

		4

		7

		4

		1

		0

		3

		0

		0

		0

		0

		0

		0

		0

		



		

		

		53.33%

		26.67%

		46.67%

		26.67%

		6.67%

		0.00%

		20.00%

		0.00%

		0.00%

		0.00%

		0.00%

		0.00%

		0.00%

		0.00%

		



		Voluntary Separation

		646

		258

		121

		309

		79

		42

		13

		165

		25

		4

		3

		4

		1

		1

		0

		



		

		

		39.94%

		18.73%

		47.83%

		12.23%

		6.50%

		2.01%

		25.54%

		3.87%

		0.62%

		0.46%

		0.62%

		0.15%

		0.15%

		0.00%

		



		Termination at Will

		7

		6

		1

		1

		0

		2

		0

		3

		1

		0

		0

		0

		0

		0

		0

		



		

		

		85.71%

		14.29%

		14.29%

		0.00%

		28.57%

		0.00%

		42.86%

		14.29%

		0.00%

		0.00%

		0.00%

		0.00%

		0.00%

		0.00%

		



		Reduction in Force

		9

		4

		0

		5

		0

		2

		0

		2

		0

		0

		0

		0

		0

		0

		0

		



		

		

		44.44%

		0.00%

		55.56%

		0.00%

		22.22%

		0.00%

		22.22%

		0.00%

		0.00%

		0.00%

		0.00%

		0.00%

		0.00%

		0.00%

		



		Transfer to Another Agency

		19

		9

		11

		6

		4

		0

		3

		2

		3

		0

		1

		0

		0

		0

		0

		



		

		

		47.37%

		57.89%

		31.58%

		21.05%

		0.00%

		15.79%

		10.53%

		15.79%

		0.00%

		5.26%

		0.00%

		0.00%

		0.00%

		0.00%

		



		Dismissal for Cause

		96

		45

		19

		44

		7

		9

		8

		23

		4

		1

		0

		0

		0

		0

		0

		



		

		

		46.88%

		19.79%

		45.83%

		7.29%

		9.38%

		8.33%

		23.96%

		4.17%

		1.04%

		0.00%

		0.00%

		0.00%

		0.00%

		0.00%

		



		Retirement

		523

		223

		104

		299

		80

		32

		5

		77

		18

		9

		1

		2

		0

		0

		0

		



		

		

		42.64%

		19.89%

		57.17%

		15.30%

		6.12%

		0.96%

		14.72%

		3.44%

		1.72%

		0.19%

		0.38%

		0.00%

		0.00%

		0.00%

		



		Death

		30

		10

		2

		20

		0

		1

		2

		6

		0

		1

		0

		0

		0

		0

		0

		



		

		

		33.33%

		6.67%

		66.67%

		0.00%

		3.33%

		6.67%

		20.00%

		0.00%

		3.33%

		0.00%

		0.00%

		0.00%

		0.00%

		0.00%

		



		TOTALS

		1,345

		563 

		262 

		691 

		174 

		89 

		31 

		281 

		51 

		15 

		5 

		6 

		1 

		1 

		0 

		



		

		

		41.86%

		19.48%

		51.38%

		12.94%

		6.62%

		2.30%

		20.89%

		3.79%

		1.12%

		0.37%

		0.45%

		0.07%

		0.07%

		0.00%
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The table below indicates the vacancies by job category.  



		JOB CATEGORY

		VACANCIES



		Officials/Administrators

		81



		Professionals

		663



		Technicians

		250



		Administrative Support

		154



		Skilled Craft

		478



		Service/Maintenance

		83



		FY17 TOTAL

		1,709







Attachment 7, EEO Workforce Progression Summary compares the number of hires against the number of applications received for each job category. 



District Recruitment Efforts  

District recruitment efforts are the result of HRD’s recruiting teams educating and obtaining information from institutions and organizations contacted to encourage minorities and women to apply for positions at TxDOT. These charts illustrate district outreach efforts throughout the fiscal year.











[bookmark: _Toc497146398]
FY17 Training Minorities and Females



EEO/AA policies are incorporated in mandatory training courses with the intent of informing all managers, supervisors, and employees of TxDOT’s commitment to EEO. In FY17, the following training classes were taken:

· Equal Employment Opportunity Training (DEV-205) –Is an annual mandatory training requirement of TxDOT’s EEO policies. 6,467 employees completed the training.

· Ethics Training (ETH-101) – Is a mandatory training requirement that all employees must take annually. 9,341 employees completed this requirement.

· General Diversity (DEV-234) – Is a course offered to all employees to bring awareness to diversity and generational differences in a workplace. 223 employees completed the course.  41 supervisors and managers completed the course.



HRD’s Workforce Development Section provides CIV quarterly reports on training activity. 
In FY17, there were 3,740 training events at TxDOT that were led by an instructor. The following tables represent the number of employees scheduled to attend and the actual number in attendance. 



		FY17 Training

		Total

		Total
Minority

		Total
Female

		Minorities & Females

		All Others



		

		

		

		

		

		



		

		

		

		

		

		



		Scheduled

		20,242

		9,703

		3,511

		13,214

		7,028



		

		

		47.93%

		17.35%

		65.28%

		34.72%



		Attended

		23,895

		11,467

		5,537

		17,004

		6,891



		

		

		47.99%

		23.17%

		71.16%

		28.84%



		Variance (+/-)

		-3,653

		-1,764

		-2,026

		-3,790

		137



		

		-18.05%

		-18.18%

		-57.70%

		-28.68%

		1.95%
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The EEO Diversity Program Coordinator schedules routine district visits for all twenty five districts. A meeting is held with the DE and HR representative to discuss goals, recruitment efforts, and a district-specific workforce analysis. 



Eight visits were conducted for fiscal year 2017; Austin, San Antonio, Waco, Dallas, Corpus Christi, Houston, Bryan, and the Brownwood Districts.



The following is a summary of the discussion topics:

· Bringing awareness that a dedicated Diversity Program Coordinator has been hired under Civil Rights and building a relationship with each district and HRD.

· Provided and discussed the workforce analysis and ideas on how to target the underutilized job categories and increase the diversity of the applicant pool.

· The EEO/AAP Reporting form.

· Discrimination, harassment, retaliation policies and the AAP.  

· District’s Engineer Assistant Development Program (EACDP). 
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The following table shows the number of internal allegations received by HRD’s Ethics and EEO Section from September 1, 2016 to September 1, 2017. “Allegations” is used for clarity since complaints received may contain multiple allegations. Additionally, there were four (4) retaliation allegations for filing a complaint of discrimination or harassment.



		 Basis

		Discrimination

		Harassment

		Sexual Harassment

		Retaliation



		Age

		2

		2

		0

		0



		Disability

		1

		2

		0

		0



		Genetic Information

		0

		0

		0

		0



		Race/Color

		5

		9

		0

		0



		National Origin

		1

		1

		0

		0



		Religion

		1

		1

		0

		0



		Sex 

		2

		0

		11

		0



		Filing complaint of discrimination or harassment

		0

		0

		0

		3



		Participating in investigation of Discrimination or Harassment

		0

		0

		0

		1



		Total Allegations*

		12

		15

		11

		4





*Individual complaints received by HRD’s Ethics and EEO Section may contain multiple allegations.
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Attachment 3 – HRD Ethics and EEO Section
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Discrimination and Harassment Policy Statement

[image: U:\EEOAA Program\AAP\FY17\Atts\3. discrimination policy.jpg]






Internal Discrimination Complaint Form
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Collaborative Resolution Program
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Workforce Development Section
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Careers @ TxDOT
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TxDOT Recruitment Programs
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Recruitment Brochures
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Employee Assistance Program
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TxDOT’s Wellness Program
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Recruiting Visits

Agencies visted	

Recruiting Results	42	Colleges/Universities	

Recruiting Results	65	Career Fair	

Recruiting Results	70	Event	

Recruiting Results	64	High School	

Recruiting Results	55	Outreach Results

Applicants interviewed	

578	Obtained Applications	

318	Obtained Resumes	

1695	Spoke w/College 	&	 Univ. Students	

1149	Mailed TxDot opportunities	



2055	Spoke w/Point of Contact	

157	
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MaleFemaleMaleFemaleMaleFemaleMaleFemaleMaleFemale


Officials/Administrators367856523250935298310


TxDOT Workforce23.16%17.71%63.22%13.62%2.45%0.82%14.17%2.45%2.18%0.82%0.27%0.00%


Civilian Labor Force28.88%39.68%45.10%26.02%3.74%4.72%9.46%7.71%1.81%1.11%0.22%0.12%


Representative Index-5.72%-21.97%18.12%-12.40%-1.28%-3.90%4.71%-5.26%0.37%-0.29%0.05%-0.12%


Parity Number-21.00-80.6466.49-45.50-4.71-14.3217.28-19.311.37-1.070.20-0.44


Target Recruitment21810455140190100


Professionals5,0522,0561,6962,05993727620682145418793136


TxDOT Workforce40.70%33.57%40.76%18.55%5.46%4.08%16.25%8.99%3.70%1.84%0.26%0.12%


Civilian Labor Force31.63%56.55%31.00%37.37%3.37%6.59%6.38%9.89%2.58%2.50%0.12%0.19%


Representative Index9.07%-22.97%9.75%-18.83%2.09%-2.52%9.87%-0.90%1.12%-0.66%0.13%-0.07%


Parity Number458.30-1,160.69492.74-951.04105.82-127.18498.79-45.5256.63-33.476.72-3.49


Target Recruitment011610951012704603303


Technicians1,7956521921,0301131121643455156122


TxDOT Workforce36.32%10.70%57.38%6.30%6.24%0.89%24.18%3.06%0.84%0.33%0.67%0.11%


Civilian Labor Force41.37%52.62%29.44%29.19%4.26%8.82%10.95%12.01%2.57%2.40%0.16%0.20%


Representative Index-5.05%-41.92%27.94%-22.89%1.97%-7.92%13.23%-8.95%-1.74%-2.06%0.51%-0.09%


Parity Number-90.63-752.51501.60-410.9635.44-142.24237.52-160.65-31.15-37.029.10-1.63


Target Recruitment91753041101420161313702


Administrative Support54617647835335525271120412


TxDOT Workforce32.23%87.55%6.41%61.36%0.92%4.58%4.95%20.51%0.00%0.73%0.18%0.37%


Civilian Labor Force43.89%63.74%21.02%35.09%4.20%8.75%9.80%18.38%1.14%1.32%0.10%0.20%


Representative Index-11.66%23.81%-14.61%26.26%-3.29%-4.17%-4.86%2.14%-1.14%-0.58%0.08%0.17%


Parity Number-63.64130.00-79.76143.40-17.94-22.79-26.5211.66-6.21-3.190.440.92


Target Recruitment64080018232706300


Skilled Craft3,4501,310722,0806024041,0147291150


TxDOT Workforce37.97%2.09%60.29%1.74%6.96%0.12%29.39%0.20%0.84%0.03%0.43%0.00%


Civilian Labor Force42.60%5.26%54.76%2.64%6.78%0.69%31.24%1.49%1.58%0.41%0.38%0.04%


Representative Index-4.63%-3.17%5.53%-0.90%0.18%-0.57%-1.85%-1.28%-0.74%-0.38%0.05%-0.04%


Parity Number-159.64-109.47190.82-31.186.17-19.65-63.75-44.33-25.66-13.081.89-1.24


Target Recruitment1601090310206444261301


Service/Maintenance24811018125132007944120


TxDOT Workforce44.35%7.26%50.40%5.24%8.06%0.00%31.85%1.61%1.61%0.40%0.81%0.00%


Civilian Labor Force56.06%42.01%26.16%17.78%9.66%7.83%20.76%14.90%1.22%1.34%0.18%0.16%


Representative Index-11.70%-34.76%24.24%-12.54%-1.59%-7.83%11.09%-13.29%0.39%-0.94%0.62%-0.16%


Parity Number-29.02-86.1960.13-31.10-3.96-19.4327.51-32.950.97-2.321.54-0.39


Target Recruitment29860314190330200


Asian American/


Pacific Islander


American Indian or 


Alaska NativeJob CategoryTotal


Total 


Minority


Total 


Female


Black or African AmericanHispanic or LatinoWhite
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Officials/Administrators38888713001165111


Professionals4,9291,9371,6942,9924671,20125316


Technicians1,8096312091,1781154762812


Administrative Support5761945073823715133


Skilled Craft3,5841,346772,2382581,0413017


Service/Maintenance341180171613613473


4,3762,5757,2519243,06833252


37.64%22.15%62.36%7.95%26.39%2.86%0.45%


Officials/Administrators36785652821261111


Professionals5,0522,0561,6962,9964821,27528019


Technicians1,7956521921,1431284892114


Administrative Support5461764783703013943


Skilled Craft3,4501,310722,1402441,0213015


Service/Maintenance24811018138208352


4,3892,5217,0699163,06835154


38.31%57.44%61.69%7.99%26.78%3.06%0.47%


3618-1400


3.53%9.23%6.38%-8.33%6.56%0.00%0.00%


-119-2-4-15-74-27-3


-5.79%-0.12%-0.13%-3.11%-5.80%-9.64%-15.79%


-211735-13-137-2


-3.22%8.85%3.06%-10.16%-2.66%33.33%-14.29%


182912712-10


10.23%6.07%3.24%23.33%8.63%-25.00%0.00%


36598142002


2.75%6.94%4.58%5.74%1.96%0.00%13.33%


70-123165121


63.64%-5.56%16.67%80.00%61.45%40.00%50.00%


-135418280-19-2


-0.30%2.14%2.57%0.87%0.00%-5.41%-3.70%


Skilled Craft134


Comparison (+/-)169


Service/Maintenance93


Hispanic or 


Latino


Asian 


American/


Pacific Islander


FY18 / FY17 ComparisonTotal


American 


Indian or Alaska 


Native


White


Black or African 


American


FY17 Beginning Totals11,627


Total


Minority


Total


Female


Administrative Support30


Officials/Administrators21


Technicians14


Professionals-123


FY18 Beginning Totals11,458
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Officials/Administrators


Current FY172,750 1,060 480 


Previous FY163,796 1,530 763 


Professionals


Current FY1743,055 22,821 15,157 


Previous FY1638,885 20,526 14,327 


Technicians


Current FY1715,010 7,906 2,957 


Previous FY1612,748 7,047 2,537 


Administrative Support


Current FY1712,982 6,353 9,015 


Previous FY1610,179 4,719 7,329 


Skilled Craft


Current FY1717,761 7,164 752 


Previous FY1613,552 5,963 472 


Service/Maintenance


Current FY176,115 2,852 551 


Previous FY165,720 2,865 535 


TOTALS


Current FY1797,673 48,156 28,912 


Previous FY1684,880 42,650 25,963 


12,7935,5062,949


15.07%12.91%11.36%


Comparison (+/-)


FY17 / FY16 ApplicantsTotalTotal MinorityTotal Female
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Officials/Administrators


Current FY178 1 1 


Previous FY166 2 1 


Professionals


Current FY17223 121 96 


Previous FY16389 187 137 


Technicians


Current FY1777 40 14 


Previous FY16452 207 96 


Administrative Support


Current FY1744 8 38 


Previous FY16155 62 117 


Skilled Craft


Current FY17468 174 10 


Previous FY16425 166 12 


Service/Maintenance


Current FY17181 67 9 


Previous FY16338 143 33 


TOTALS


Current FY171,001 411 169 


Previous FY161,765 767 396 


-764-356-227


-43.29%-46.41%-57.32%


Comparison (+/-)


FY17 / FY16 HiresTotalTotal MinorityTotal Female
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From: Arrington, Mark (FHWA)
To: CivilRights
Cc: Gina Lopez; Debra Lyon; Abdul Dunn
Subject: RE: CIV REPORT SUBMISSION: FY 2018 EEO PROGRAM UPDATE PART II
Date: Wednesday, November 01, 2017 6:57:51 AM

Received, thank you. 
 
FHWA may be deferring to DOL for oversight of this program as a pilot this year.  I will forward you
 guidance or schedule a meeting to discuss as I know more.  Thank you.
 
Mark Arrington
Civil Rights Program Manager
FHWA-Texas Division
 

From: CivilRights [mailto:CivilRights@txdot.gov] 
Sent: Monday, October 30, 2017 5:16 PM
To: Arrington, Mark (FHWA) <mark.arrington@dot.gov>
Cc: Gina Lopez <Gina.Lopez@txdot.gov>; Debra Lyon <Debra.Lyon@txdot.gov>; Abdul Dunn
 <Abdul.Dunn@txdot.gov>
Subject: CIV REPORT SUBMISSION: FY 2018 EEO PROGRAM UPDATE PART II
 
PLEASE CONFIRM RECEIPT
 
 
Mark,
 
Please see the FY18 EEO Program Update Part II report.  
 
In you have any questions, regarding this program, please call:
 

Debra Lyons
Operations and Policy Director
(512) 416-4710

 
 
Gina Lopez, CTCM
Contract Specialist
Civil Rights Division
Ph: 512-416-4758
Email: gina.lopez@txdot.gov
 

 

mailto:mark.arrington@dot.gov
mailto:CivilRights@txdot.gov
mailto:Gina.Lopez@txdot.gov
mailto:Debra.Lyon@txdot.gov
mailto:Abdul.Dunn@txdot.gov
mailto:gina.lopez@txdot.gov
http://www.dot.state.tx.us/txdot100/
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