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SUMMARY OF THE 2002 DIVERSITY/ EQUAL EMPLOYJlIENT
' OPPORTUNITY/AFFIRMATIVE ACTION PLAN

The 2002 Affirmative Action Plan focuses primarily on data for 2001 although there is
- some information regarding 2000 and 2002.. A-2004 plan will be submitted next year and
will focus primarily on data for 2003. This pattern will be consistent with our new ordinance
. that states a plan should be submitted every other year. The data covers the Czty s work
force, utilization of women and minorities, Czty policies, and information on various topics
such as tralnzng, recruitment and dzsczplzne Hzghlzghts lnclude the followzng

* Representation At the begznmng of 2002 there was a small increase m A
- the representation of minorities in the general Ctty workforce Jrom
30.7% to 32.9% and in the representation of women from 35.4% to
35.8%.

* Promotions The percentage of women and minorities recewmg
promotions in the general City workforce also increased with minorities
receiving 122 or 36.5% of the promotions during 2001 and women
recewzng 154 or 46.1%. of the promotions during 2001.

*  New Hires Durmg 2001, 198 or 46. 6% of the New Hires were mznorztzes
and 192 or 45.2% were women. The percentage for minorities is slightly
higher than in 1999 and the percentage for women is slightly lower.

Some of the changes include the following:

. Office of Diversity and Outreach The City has created a new Office of
Diversity and Outreach in the Department of Employee Relations that
will develop the City-wide Diversity/Equal Employment
Opportunity/Affirmative Action Plan, investigate complaints, ensure
compliance with applicable laws and perform other related duties.

. New Diversity, Equal Employment Opportunity and Affirmative Action
Ordinance The City repealed the 1984 Affirmative Action Ordinance and
replaced it with this new updated ordinance at the Common Council
Meeting of July 15, 2003.

Some of the problem areas include the following:

* Disciplinary Actions The percentage of disciplinary actions being given
to minorities in 2001 increased from 47.6% to 48.5% which is still
significantly higher than the percentage of minorities in the workforce
(32.9%).

* Underutilization The City is still underutilized for women, total
minorities and/or specific minority groups in 20 job groups.

In summary, the overall objective for the City is to work towards a balanced workforce and a
workplace free of discrimination.
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REAFFIRM'ATION OF DIVERSITY, EQUAL EMPLOYJVHENT OPPORTUNITY AND
AFFIRMA TIVE ACTI ON POLICY

Itis the polzcy of the Czty of lewaukee pursuant to Ctty Ordznance and State
Statute, to provide equal employment opportunities to all qualified persons without
- regard to their race, religion, color, age, disability, sex, national origin, sexual
orientation, marital status, membership in the military reserves, genetic testing, creed,
ancestry, arrest or conviction record or the use or nonuse of lawful products away from
work. The mere passive prohibition of discriminatory practices is not sufficient to bring
about equal opportunity. :Affirmative and direct action is required to make equal
employment opportunzty a realzty and to correct the effects of past patterns of
inequality. : :

As Mayor of the City of Milwaukee, it is my intention to place the full weight and
authority of my office behind all efforts to achieve the objectwes of equal employment
opportunzty In translating this intention into a positive and affirmative program, I
assign to the Department of Employee Relations overall responsibility for developing a

‘Diversity/ Equal Employment Opportunity/ Afﬁrmatzve Action Plan and Program every
two years and for monitoring progress. In the execution of 1 that responszbzlzty, the
‘Department of Employee Relations shall have the full cooperation and assistance of all
members of my cabinet and of their top-level managers v :

The Department of Employee Relations shall monitor City employment practices
to insure that personnel actions, including, but not limited to, recruitment, selection,
hiring, training, promotion, compensation, benefits, transfers, and layoffs are made in
accord with the principles of equal employment opportunity and affirmative action. The
Department of Employee Relations shall report to my office at regular intervals on the
status of affirmative action and equal employment opportunity and shall make
recommendations for change in those City employment practices that are determined to
have an adverse impact on women, minorities or members of other groups protected by
applzcable municipal, state or federallaw. :




II. INTERNAL AND EXTERNAL DISSEMINATION OF THE FOLLOIVING:POLICIES:

DIVERSITY/EQUAL EMPLOYMENT OPPORTUNI TY/ AFFIR.MATIVE ACTION
AMERICANS WITH DISABILITIES ACT (ADA) :
ANTI-HARASSMENT ,

WORKPLACE VIOLENCE PREVENTION

4
4
1 4
L 4
INTERNAL DISSEMINATION
Department heads and supervzsors ‘will be znformed by
a. Written communzcatzon from the Employee Relatzons Dzrector or deszgnee
b.  Educational materials and various training. sessions. -
All employees will be informed by:
a.  Presentation and discussion of the policies in the New Employee Orientation
-~ program plus other training programs that may focus on one or more of the

policies such as Wor-kplace Violence Prevention*

b Postzngs on City bulletm boards and the MINT (Clty of lewaukee S Intranet for
R Czty Employees)

c. Nottces with paycllecks
EXTERNAL DISSEMINATION
The lewaukee communzty .at large wzll be’znformed by
- a. Postings on the City of Milwaukee’s .web site wwuw. mzlwaulcee. gov/der

b. -Recruiting sources informed in writing that the City is an Equal Opportunity
employer.

c.  Written and personal contacts made with minority and women's organizations,
community agencies and leaders, news media, high schools and colleges, and
employment and training program coordinators as part of recruitment plans for
various positions.

IIl. ESTABLISHMENT OF RESPONSIBILITY FOR IMPLEMENTATION OF THE
DIVERSITY/ EQUAL EMPLOYMENT OPPORTUNITY/ AFFIRMATIVE ACTION PLAN

MAYOR AND COMMON COUNCIL

The Mayor and Common Council will support the City-Wide Diversity/ Equal
Employment Opportunity/Affirmative Action Plan by encouraging and assisting the
equal opportunity efforts of City departments. They will promulgate equal opportunzty
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_ polzczes and program information to increase community awareness of the City's efforts
and wzll attempt to achzeve a balanced representatlon wlthzn thezr own staﬁ‘s

Cr TY SERVICE COMMISSION

The Czty Servzce Commzsszon wzll review the City- Wzde Diversity/ Equal
Employment Opportunity/Affirmative Action Plan before its submzsszon to the Mayor
and Common Council. The Commission will also work to ensure that nondzscnmznatory
giiidelines are followed and appropriate polzczes are 1mplemented when reviewing City

N personnel actlons and practzces

! DEPARTMENT HEADS ‘

_ Department heads wzll through their appozntwe powers and Civil Servzce ,

procedures, be responsible for making progress toward the objectives of the City-Wide
Diversity/ Equal Employment Opportunity/Affirmative Action Plan. - Theywill also
ensure that steps, which are consistent with the Plan, are taken throughout their

j departments They will hold supervisory staff and employees accountable for
promotzng equal employment opportunlty in the workplace. . C e

Department heads will also be responsible for developlng thelr own departmental
- Diversity/ Equal Employment Opportunity/Affirmative Action plans and for monitoring

- employment decisions. Department heads will cooperate with the Department of

- Employee Relations by making personnel policies accessible and zdentzfyzng

: developmental needs of thezr employees

| Speczﬁcally, the department heads will ensure that all employment decisions and

- practices, including interviews, offers of employment, compensation commitments, -
assignments, training, evaluations, and employee relations, are conszstent with the law
and public policy; and monitor the effectiveness of department supervisory personnel in
furthering the progress of the department s efforts in equal employment opportunity
Vand afﬁrmatwe action.

EIIEPLOYEE RELATIONS DIRECTOR

_ The Employee Relations Dzrector in conjunction with the Mayor and the Common
Council, will be responsible for establishing personnel policies and procedures which.
‘ensure that the City of Milwaukee fulfills its commitments as an equal employment
opportunity/ affirmative action employer. These polzczes and procedures cover:
recruitment of potential employees; selection criteria in hiring (e.g., educational or

= experiential qualifications, application forms, testing; interview. procedures); promotion

and transfer procedures (e g., career ladders and. training opportunztles), and wage and
salary structures. : '

The Employee Relations Director will also be responsible for continually
examining policies and procedures for potentially discriminatory effects. The Director,
-along with staff in the Department of Employee Relations, will develop and implement
- strategies to enhance the City.of Milwaukee's efforts toward attaining a balanced work
force. - Casn
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DIVERSITY AND OUTREACH OFFICER/OFFICE OF DIVERSITY AND OUTREACH

The Diversity Outreach Officer, under the direction of the Employee Relations
Director and with the approval of the Mayor, Common Council and City Service
- Commission; will be responsible for developing and implementing the City-Wide
Diversity/ Equal Employment Opportunity/ Afﬁrmatwe Action Plan. The Office of
- Diversity and Outreach will also develop, revise and disseminate policies to keep pace
with changes in the law, facilitate training on EEO/AA issues, and investigate
complaints. The Office of Diversity and Outreach will specifically investigate complaints
_of discrimination and harassment in the workplace by City employees. They will also
investigate complaints by citizens of the City of Milwaukee related to employment or
houszng and dzsrespectful treatment by employees of the Fire and Police Department

‘ DIVERSITY/ EEO/AA COIlZMITTEES

Dwerszty/ EEO/ AA Committees are located in each department and consist of
City employees interested in Diversity/EEO/AA issues. Diversity/ EEO/AA .
Committees will work cooperatively with department personnel and with the Oﬂice of
Diversity and Outreach to develop the department's Diversity/Equal Employment
Opportunzty/ Affirmative Action Plan, identify problem areas, inform employees of
training opportunities and keep abreast of current topics related to diversity, equal
employment opportunity and affirmative action. Two members of the committee will
serve as Complaznt Intake Advisors who will be available to provide assistance to
employees in filing complalnts through the Czty s lnternal complaznt procedure.

Diversity/ EEO/AA Commlttees should also 1ncorporate the followlng goals into
their plans ' . ,

1. Createa bzas -free work environment wzthzn each City department

2.  Provide feedback to the Ofﬁce of Diversity and Outreach on departmental
Diversity/ EEQO/ AA-related issues and concerns; -

3. Keep abreast of current legal issues and trends in the Dwerszty/ EEO/ AA ﬁeld

4. Engage in networkzng activities with other Dwerszty/ EEO/ AA commzttees
' “throughout the City; : :

5. Encourage department employees to attend Dwerszty/ EEO/ AA related training
programs and workshops ‘ ;

- TRAINING AND DEVELOPMENT SERVICES

~ The Training and Development Services staff will develop a variety of education
and trainiing programs for different levels of skills. - The staff will also.be responsible for
maintaining data, by race and sex, on those employees utilizing the City-sponsored
training programs and tuition reimbursement.
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CITY EMPLOYEES |

. City employees wzll be responsible for helping to provide a posztwe work
environment. where everyone feels welcome and .a part of the team :

v, PRIOR YEAR ACCOMPLISHMENTS (2000, 2001 and 2002)

: 1. The Complaznt Processzng Team has continued to respond to dzscnmlnatzon and
‘harassment complaints over the past three years. In January of 2003 the Equal
Rights Commission and the Department of the Fire and Police Commission was
~ combined with the Départment of Employee Relations. - In June of 2003 the Office -
of Diversity and Outreach was created. This Division consists of three positions
- led by the Diversity and Outreach Officer. These positions are now responsible
for lnvestlgatlng and resolvzng complaznts facilitating training, and developing,
~ revising and dzssemlnatzng policies. Members of the Complaznt Processzng Team
- continue to serve as a backup to the Dzvzszon .

2. A number of City employees, lncludzng several from the Department of Employee
Relations, participated in a “Train the Trainer” program for the “Street Smart”
‘Workplace Violence Prevention training program. These employees have

presented numerous sessions of this training over the past couple of years.
- Included with this. traznlng isan emphaszs on the Czty s Workplace Vzolence
Prevention Policy. S

3. The City continues to provide training to City managers regarding various
Human Resources issues that can have EEO zmplzcatzons such as Labor
' Negotzatlons and the Family Medzcal Leave Act (FMLA)

V. PRIOR YEAR PROGRESS REGARDING UNDERUTILIZATION (2001)..
(A listing and description of all general city job groups follows thzs sectzon )

Overall Assessment of Progress Regardznq Underutzltzatzon

To determine underutzlzzatzon the City uses the 80% rule whzch means the
underutilization has to be equal to 80% or less of the avaiilability. Minorities, blacks,
Hispanics, Asians, Native Americans and/or women were underutilized at the City- -

- wide level in 20 of the City's 38 job groups at the beginning of 2000. These numbers
exclude Job Groups 110 (Exempt Appointed Officials) and 210 (Exempt Appointed
Professionals) which consist of positions appointed by elected officials. - In 2002 the
number has increased to 20. -Specifically, the number of job groups that are
underutilized for total minorities increased from 7to8 and the number of ]Ob groups:
underutzlzzed for women zncreased from 9to 10: S

- During 2000 and 2001 progress occurred in the followzng job groups where there
. was underutilization. Progress is defined as anincrease in both the number and

percentage of mznorztles or women.



. 806 (Labor Crew Leaders)

Female

- Minority
102 (Admin Supervisors) . 101 (Asst Dirs/Mgrs)
209 (Librarians) 103 (Crafts/ Maint/ Svc Supervisors)

301 (Inspectors)
" . 704 (Skilled Workers Gen)
803 (Equip Oper/Drivers)
- 805 (Gen Service/ Maintenance))

704 (Skilled Workers Gen. )

JOB GROUP DEFINITIONS

: OFFICIALS AND ADMINISTRATORS Occupatlons in whzch employees set broad policies,
- exercise overall responsibility for execution of these policies, or direct individual departments

or special phases of the agencies; operatzons or provzde specialized ¢ consultation on a
“regional, district or area basis. Includes: department heads, bureau chiefs, division chiefs,

directors, deputy directors, comptrollers, examiners, wardens, supermtendents sheriffs,
..police and ﬁre chzefs and inspectors and, kindred workers.

100
101

102

103

104

DIRECTORS & CHIEF ADMINISTRATORS ‘

Department heads or equivalent, such as DPW Division heads

“ ASSISTANT & DEPUTY DEPARTMENT HEADS; DIVISION HEADS

Assistant department heads and managers of major departmental (or DPW Division)

functions. -

ADMINISTRATIVE SUPERVISION .
Supervisors and managers who directly supervzse professional and/ or clerical
personnel who work in administrative and staff functions. (Includes data processing

supervzsors )

CRAFTS/MAINTENANCE/SERVICE SUPERVISION
Superuvisors and managers who directly manage employees who work in skilled trades,
crafts, mazntenance and service occupations commonly thought of as "blue collar.”

TECHNICAL SUPERVISION

-Managers and supervisors of personnel in technzcal/ professzonal ﬂmctlons who work

. in "line" or "operating" functions such as property appraisal, engzneerzng, and property-
. related. techmcal and professional work. Includes titles suﬂh as Supervising Assessor,

110

“and Management Civil Engineer-Senior.

EXEMPT APPOINTED OFFICIALS/ADMINISTRATORS
Appointed City officials and administrators appointed by elected oﬂiczals who are
exempt under Section 701(f) of the Equal Employment Opportunlty Act of 1972,

PROFESSIONALS Occupatzons whlch requzre specialized and theoretical knowledge which
is usually acquired through college training or through work experience and other training
which provides comparable knowledge. Includes: social workers, doctors, psychologists,
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registered nurses, economists, dieticians, lawyers, system analysts, accountants, personnel
and labor relations workers, engineers, employment and vocational rehabilitation counselors,
teachers or instructors, police and fire captains and lieutenants arid kindred workers.

201
202
203

204

ENGINEERING & TECHNICAL PROFESSIONALS
Engineers in all specialties,-Architects and Planners.

ACCOUNTING, BUDGETING, & FINANCE PROFESSIONALS
Professionals in accounting, auditing, budgeting or other financial functions..

DATA PROCESSING PROFESSIONALS
All data processing professzonals g

ADMINISTRATIVE & OTHER SUPPORT PROFESSIONALS

" All professionals ir.-administrative or'support functions not listed elsewhere. Includes

" titles such as Administrative Speczalist Legzslative Research Analyst and Purchaszng

205

206 |
- Science and health-related professzonals such as Physzczans Chemlsts and

- 207

208

209

.210

211

Agent.

LEGAL PROFESSIONALS
Assistant City Attomeys

SCIENTIFIC & HEALTH PROFESSIONALS
Environmental Health Speczalists :

ENFORCEMENT/PROPERTY PROFESSIONALS : -
Professionals who are in housing, propérty or neighborhood-related posztzons Includes
titles such as Property Appraisers, Housing Managers and Code Enforcement
Inspectors.

PERSONNEL/COMMUNITY SERVICE/COMMUNITY RELATIONS PROFESSIONALS
Human resource professionals and professionals in community service or community

relations positions. -
) {

~LIBRARIANS B o
All Librarzans who do not supervzse other Lzbrarians -

EXEMPT APPOINTED PROFESSI ONALS :
Certain appointed professionals directly serving elected ofﬁczals who are exempt under
Section 701/ﬂ of the Equal Emploument Onportunitﬂ Act of 1972. ‘ ~

PUBLIC HEALTH NURSES
All Public Health Nurses.

TECHNICIANS: Occupations which require a combination of basic scientific or technical
knowledge and manual skill which can be obtained through specialized post-secondary
school education or through equivalent on-the-job training. Includes: computer programmers
and operators, drafting technicians, surveyors, licensed practical nurses, photographers,
radio operators, technical illustrators, highway technicians, technicians (medical, dental,
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electronic, physzcal sczences) aSSessors, znspectors, polzce and fire sergeants and kindred
.workers : o . _ :

301 INSPECTORS
' All Inspectors, except those positions requzrmg a college degree are classzﬁed as

- Technicians.

- 302 DATA PROCESSING'TECHNICMNS N
All Computer Operators and Programmers. -

303 ENGINEERING & DRAFT_ING TECHNICIANS
All Engineering and Drafting Technicians.

304 ALL OTHER TECHNICIANS ' :
This group includes all other positions classzﬁed as Techmczans whzch do not fall into
-any of the other technician sub-groups. Includes:titles such as Productzon Technician,

Urban Forestry Technician and X-Ray Technician.

‘305 FIELD HEALTH TECHNICIANS
- Nuisance Control Officers

- PARAPROFESSIONALS: Occupations in which-workers perform some of the duties of a
professional or technician in a supportive role, which usually require less formal training
and/ or experience normally required for professional or technical status. Such positions may
fall within an identified pattern of staff development and promotion under a "New Careers”
concept. Includes: library assistants, research assistants, medical aides, child support
workers, police auxiliary, welfare service aides, recreation asszstants homemakers aides,

home health aides and kindred workers.

501 PARAPROFESSIONALS '
- All classifications in this category. . Includes titles such as Purchasing Assistant,
Library Services Assistant and. Health Access Assistant.

~OFFICE & CLERICAL: Occupations in which workers are responsible for internal and
external communication, recording and retrieval of data and/ or information and.other
paperwork required in an office. Includes: bookkeepers, messengers, office machine
operators, clerk typists, stenographers, court transcribers, hearing reporters, statistical clerks,
dzspatchers lzcense dlstrzbutors, payroll clerks and kindred workers.

601 CLERICAL I : -
Beginning and journey level clerical workers in admznzstratzve support posztzons
associated wlth Pay Ranges 400-410. :

602 CLERICAL II
Clerical workers in specialized administrative support positions working at the Journey
. level or above assoczated with Pay Ranges 415-425..

603 CLERICAL IIT ~
Clerical workers in speczalzzed admmzstratzve support posztlons working above the

9.



journey level.

604 FIELD CLERICAL : '
Clerical workers in field support posztzons and Meter Readers

605 INTERNS
All interns and student—occupled positions.

SKILLED CRAFT WORKERS: Occupations in which workers perform jobs which require
speczal manual skill and a thorough and comprehensive knowledge of the processes involved
in the work which is acquired through on-the-job training and experience or through
apprenticeship or other formal training programs. Includes: mechanics and repairmen,
electricians, heavy equipment operators, stationary engineers, skllled machining occupations, -

- carpenters composztors and typesetters and kindred workers.

701 SKILLED WORKER SUPERVISION
All supervisors (non—management) and crew leaders of craft workers.

702 MECHANIC & REPAIRERS
: All craft workers in mechanzc and repair posztzons

703 CONSTRUCTION TRADES
All skilled trades including Painters, Carpenters, Bricklayers and Ironworkers.

704 SKILLED WORKERS - GENERAL
' All other skilled craft workers. This group includes Urban Forestry Specialists,
Machinists, Heavy Equipment Operator and other skilled posztzons not elsewhere

classified.

SERVICE MAINTEMANCE: Occupations in which workers perform duties which result in or
* contribute to the comfort, convenience, hygiene or safety of the general public or which
- contribute to the upkeep and care of buildings, facilities or grounds of public property.
 Workers in this group may operate machinery. Includes: chauffeurs, laundry and dry
cleaning operatives, truck drivers, bus drivers, garage laborers, custodial personnel,
gardeners and groundskeepers, refuse collectors and construction laborers.

801 CUSTODIAL WORKERS
- All Custodial Workers.

802 LABORERS - GENERAL
" All laborers and unskilled helpers.

803 EQUIPMENT OPERATORS & DRIVERS _ :
: All Truck Drivers, Bridge Operators and operators of machines or equipment.

804 SANITATION WORKERS

805 GENERAL SERVICE/MAINTENANCE
All laborers not elsewhere classified. This group includes Garage Attendants, Asphalt
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Workers ang various repair Workers,
806 LABOR CREW LEADERS

899 SEASONAL LABORERS
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VII. AVAILABILITY ANALYSIS

Availability is determined by computing external and internal labor market
availability. An Availability Analysis was computed and then used in the Utilization
Analysis to determine which job groups are underutilized. ‘

- VIII. UTILIZATION ANALYSIS

The City-wide utilization analysis compares the actual utilization of women,
minorities, blacks, Hispanics, Asian Pacific and American Indians by job group with
their availability in the labor market. The purpose of the utilization analysis is to
identify those job groups in which there is underutilization. “NU” and “Y(0)” indicate
there is no underutilization. “Y(1), Y(2),” etc. indicates that there is underutilization and
how many minorities, women, blacks, Hispanics, Asian Pacific or American Indians
would need to be hired into the job group to eliminate the underutilization.

The City uses the 80% rule to determine underutilization. This means that
underutilization occurs when utilization is less than 80% of what would be expected
based on availability. The Utilization Analyszs Report begms on page 11 f and follows
the Job Group Analysis Report

IX. WORK FORCE ANALYSIS

_ A work force analysis lists job titles and pay ranges within each job-group and
ranks them generally from lowest paid to highest paid. As part of the Plan, a Work
Force Analysis Report was prepared and distributed to each general City department.

X. IDENTIFICATION OF PROBLEM AREAS BY JOB GROUPS

The utilization analysis compares the representation of women and minorities in
each job group as of the beginning of January 2002, with the labor market availability
of members of those groups having the requisite training and experience. The
utilization of six groups was analyzed at both City-wide and departmental levels: total

- minorities, women, blacks, Hispanics, Asian Pacific and American Indian.
Underutilization was determined to exist if the utilization of any of the six groups was
less than 80% of the labor market availability for that particular group.

The utilization analysis identified a total of 20 job groups in which there was
underutilization of total minorities, women, blacks, Hispanics, Asian Pacific and/or
American Indians at the City-wide level. This number excludes Job Groups 110
(Exempt Appointed Officials) and 210 (Exempt Appointed Professionals) which consist

. of positions appointed by elected officials. The chart on the following page contains the
20 job groups in which there was City-wide underutilization and indicates with a “Y”
as to which groups are underutilized. : - |
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-Group Underutilized-

- - _ ‘ _Asian Ameri‘can'
Job Group : Minorities Females Blacks Hispanics Pacific Indian

‘Asst./Dep. Dept. Heads : :
- & Division Heads, 101 -~ - Y

- Admin. Supvs., 102 v _ A : . Y | ; Y o

~ Crafts, Maint./Servi'ce . R
Supvs.; 103 SR Y Yy oo

'Technical:Supvs.,»104 Y ~- Y _Y_-' ‘. ', ‘Y_

Adm. & Other Support e Lo : o )
Profs., 204 . . : S Y

Enforcement /Property - : , ' Y
Professionals, 207 :

Librariané;«?OQ J o Y .

Inspectors, 301' o o v Y | | Y

| Al Other Techs, 304 Y Y y

Clerical ITI, 603 | . - S - y‘f | Y
Interns, 605 RN R v

Skilled Worker Sup, 701. Y

<
)-<

Mech & Repairers, 702 Y -~ Y
Constr. Crafts, 703 _ Y
' Skilled Worker-Gen, 704 Y Y Y

Equip. Operators &

Drivers, 803 7 : Y
iS‘anitation Wrkrs, 804 S A | Y Y Y
Gen. SerbiCQ/Maint., 805 RREVAE - Y  ; Y "
‘Labor Crew Ldrs., 806 B Sy

Seas. Laborers, 899 - . - A . Y
| | 13 '



IDENTIFICATION OF PROBLEM AREAS BY ORGANIZATIONAL UNIT

EMPLOYMENT PROCESS

. Recruitment

Recruitment efforts focuséd on job titles located in EEO categories where the City
has underutilization. Although some progress has been made the City is still
underutilized in 20 job groups.

The City continues to utilize several different methods to recruit employees,
especially women and minorities. For example, the City advertises Jjobs on the City’s
web site as well as several other web sites, in the newspaper, on the radio, the City’s
cable TV station and the City’s Job Hotline phone number. Advertisements for
positions are also sent on a rotating basis to different community newspapers that
serve specific minority groups such as the “Milwaukee Courier” and the “Spanish El
Congquistador”. In addition, announcement sheets are sent to various religious
organizations, places of higher education and community groups.

Under the Auxiliary Resource Program (ARP) the City has auxiliary positions that
are available to allow departments to capitalize on the availability of well-qualified
individuals at a time that does not coincide with a regular job opening. Applicants
compete in a civil service examination process. The individual hired into-the ARP
position is transferred into a regular position when one becomes available.

Selection and Hiring

The Department of Employee Relations monitors the examination process closely
so that problems can be identified and addressed. The Department evaluates the ..
different components of the examination process for adverse impact. It is attempting to
* use most often those components that have less adverse impact and to ensure the job
relatedness of all components.

The Department staff meets with other City departments to discuss staffing
options, any underutilization problems, and the implementation of any improvements to
the selection process. The Test Taking Manual is available on the City’s web site and
provides information on the hiring process and tips for preparing for a civil service
examination. :

Training and Development Services

Training and Development Services continues to evaluate employee participation
in the City's Tuition Reimbursement program. This program enables employees to
prepare for career advancement. A total of 1,914 employees participated in the Tuition
Benefit Program during 2001. This is an increase from 1999 when 1,572 employees
participated. The rate of participation for women decreased from 40.4% to 38.3% which
is still higher than the representation of women in the workforce (35.8%). The rate of
participation for minorities increased from 26.0% to 31.0% which is still slightly lower

14



" than the representation of minorities in the workforce (32.9%).

‘Under the Tuition Reimbursement program, employees- are able to use the benefit
for'classes or conferences on work time subject to departmental approval. This policy
makes it easier for employees to.use tuition reimbursement for classes that are oﬁered
during regular workzng hours wzthout depletzng thezr vacation time. .

The Traznzng and Development Servzces Sectzon of Employee Relatzons also offers
-a‘Tuition Advance Benefit.- This benefit allows eligible City employees to attend.
- .programs offered by Training and Development Services and to have. their fees billed
directly to.their Tuition Benefit accounts so they-have no out of pocket expenses. . This
benefit continues to make it edsier for employees to use tuition reimbursement and to
" attend. training programs through Training and Development Services. In 2001 846
“employees took 1, 044 classes sponsored by Training and Development Services.

Promotions

Promotional information based on 2001 data was analyzed by race and sex to

- determine what positive or adverse impact City promotion policies have on the work

" force. There were 334 promotions during 2001. Women, who made up. 35.8% of the
workforce at the beginning of 2002, received 154 or 46.1% of all promotions which is a .

small increase from 44.8% in 1999. Minorities, who made up 32.9% of the work force

at the beginning of 2002, received 122 or 36.5% of all promotzons which is also a small

increase from 35.9% in 1999 and is hzgher than the percentage of minorities in the

workplace. (See chart C on page 25)- :

Complaint Investigations

' During 2001, the Department of Employee Relations reviewed a number of

-complaints received by telephone or in writing and conducted formal complaint
investigations. A six member Complaint Processing Team was established in 1 998 to
handle complaints received by the Department of Employee Relations. The.
' Chairperson was the Employee Relations Deputy Director. In 2003 the. Ofﬁce of -
Diversity and Outreach was created in the Department of Employee Relations to .
- ~conduct activities related to diversity, equal employment. opportunzty and affirmative
action. The staff in the Office of Diversity and Outreach is now responsible for
znvestzgatzng complaznts of dzscrzmznatzon and harassment by City employees .

Termznatwn, Dtscharge and Suspenszon

g A review of disciplinary action data for 2001 reveals that the percentage of
" minorifies receiving discipline increased slightly from 47.6%.in-1999 to 48.5% in 2001
which is still significantly higher than the representation of minorities in the workforce
(32.9%). More minorities (21 out of 38 or 55.3%) were dismissed: (dzscharges and
' termznatzons) than non-minorities (17 or 44.7%). This percentage is significantly lower
than in 1999 when the percentage of minorities dismissed was 71.4%. The percentage -
~rate for suspensions received by minorities (46.3% or 51 out of 123) increased from last -
year when the percentage was 42 3%. (See Chart G on page 28)
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" Most of the discipline (144 out of 161 or 89.4%) were given to employees whose
positions are in the Office/ Clerical, Skilled Craft Workers or Service/ Maintenance job
" groups. The representation of minorities in those three job categories combined is
39.6% or 984 out of 2,486. This percentage is a little higher than the citywide
representation of 32.9% so the discrepancy is reduced but not eliminated..

The reasons for disczplznaiy action vaned as shown in Chart E on page 2 7. In
2001, there were 161 instances of-disciplinary -action, excluding written warnings, in .
the general City departments. The most common reason for disciplinary actions,.again
" this year, was Attendance at 60 or-37.3%. The next most common reason for discipline
was Misconduct with 57 or 35.4% of the disciplinary actions. The third and fourth most
common reason for discipline was Performance at 23 or 14.3% and Drug/ Alcohol
Testing Violation at 18 or 11.2%. 'Less common were the reasons of. Vehicle Operations
at two or 1.2% and Safety Violations at one or 0.6%. . :

Chart F on page 28, shows that African Americans had 62 out-of 161 or 38.5% of
all disciplinary actions which is slightly more than last year (38.2%) but still
significantly higher than their representation in the general city workforce (25.7%).
Hispanics received seven or 4.3% of the disciplinary actions which is less than their
representation in the general city workforce (5.1%). Native Americans received six or
3.7% of the disciplinary actions which is higher than their representation in the .
- workforce (1.0%). Asians received three or 1.9%of the disciplinary actions which is
also higher than their representation in the workplace (1.2%).

- Some of the larger departments analyzed the rates and reasons for thezr )
discipline as shown below: :

Library had 14 disciplinary actions in 2001 and minorities received nine or 62.3%
which is an increase from 57.1% in 1999 and is higher than the City-wide rate of
48.5%. Library Circulation Aides and Computer Services Aides, part-time student

' positions, received eight or 57.1% of all the discipline. The Library will continue-to do a
formal orientation to the department with a separate orientation session for Library
‘Circulation Aides and Computer Service Aides. The Library will also work with the
Union on early intervention to help avoid discipline and hold disciplinary actions in
abeyance and refer employees to the Employee Asszstance Program when appropnate

DPWAdmzmstratlon had 14 dzsczplinary actzons in 2001 and mznontzes received nine
or 64.3% which is higher than the City-wide rate of 48 5% and is an increase from
50.0% in 1999. .

DPW-Buildings and Fleet had 10 disciplinary actions in n 2001 and minorities received
- two or20.0% which is significantly lower than the Czty-wide rate of 48 5% and is a
" decrease from 36.0% in 1999.

DPW-Forestry had 23 disciplinary actions in 2001 and minontzes recewed five or
- +21.7% which is lower than the City—wzde rate of 48:5% and a decrease from 23.1% in

© 1999,

DPW-Infrastructure‘ had 38 disciplinary actions m2001 and minorities received 26 or
68.4% which is higher than the City-wide rate of 48.5% and is an increase from 57.1%
‘ 16



'in 1999. The department endorses the use of the Early Intervention Program and
formally refers employees to the Employee Assistant Program Supervisors attend
numerous personnel traznzng courses. :

: DPW Samtatwn had 36 dzsczplznary actions in 2001 and mlnorztzes recezved 19 or
52.8% whzch is: hzgher than the: Czty-wzde rate of 48.5% and is an increase from 47.1%
in 1999. S . :

DPW—Water had 10 dzsczplznary actions in 2001 and minorities received three or 30.0%
- -which is lower than the Czty—wzde rate of 48.5% and a szgnzﬁcant decrease from 64.7%
in 1999 - , _ , : '

Other departments wzth less than ten dzsczplznary actzons are zncluded in Chart
D on page 26.

“The City has a Workplace Violence Prevention Policy that specifically states
‘behaviors-that are not appropriate in the workplace including harassment, intimidation,
threats or bullying.  The City is committed to zero tolerance for workplace violence and
- to providing a safe and humane workplace for all employees. Further, the City has an
- Anti-Harassment Policy that also prohibits harassment and discrimination based on
race, religion, age and other protected categories: In 2001 the number of disciplinary
actions again decreased from 191 in 1999 to 161 in 2001. By providing clarification on -
what is acceptable within the workplace, the City hopes to continue the downward
trend in the number of disciplinary actions: . '

DEPARTMENTAL PROBLEM AREAS

Sectlon I of the Departmental EEO/ AA Plans is an "Assessment of Work Force
Problem Areas." A sample of the problem areas identified by departments are listed
below: : .

1. Underutilization of women and minorities. in/se‘oeral jo‘b groups

20 Dwerszty/ EEO/ AA Committees want greater input Jrom other employees

regarding ideas/ concerns and need to respond to them.
3. Need for activities related to cultural diversity.
4. - Difficulties in recruitment for vacancies.

5. Needto lmprove ]Ob postlng access for all employees, particularly those located
- at field locatzons

6. Limited promotional opportunities.. =
" XII. GENERAL ACTION-ORIENTED PROGRAMS AND PLANS -

- The Department of Employee Relatlons has followed through on the followzng
Action Oriented Programs and :Plans listed in the. 2000 Czty—wzde plan _

17




XII1.

Complaint Intake Training ~ I :
Complaint Intake Advisor Traznmg has been provzded on an lndzvzdual or small
group basis over the past couple of years. A large group training for all Complaint

" Intake Advisors is being held on July 16, 2003 and July 22, 2003. Notices regarding

the EEO Complaint Process and a list with the Complaint Intake Advisors will be

distributed with paychecks later this summer to general city employees.

Supervisory Traitiing ' ‘ : '

_ The Department of Employee Relatzon has placed more emphaszs on provzdzng
traznzng on various topics for all supervisors and managers rather than just for new -
supervisors. Topics have included the Family Medical Leave Act which was held on
May 1, 2003 and Collective Bargaining for Supervisors which was held on December 4,
2002. y .

Diversity Training . : v
A number of Czty employees zncludzng several from the Department of Employee

‘Relations participated in a “Train the Trainer” program for the “Street Smart” workplace
‘violence prevention training program. These employees have presented numerous

sessions of this training over the past couple of years. Included with this traznlng is an

| emphaszs on the Czty S Workplace Violence Preventzon Pollcy

During 2003—04 the Department of Employee Relatzons will contznue and/ or
develop and execute the following Action Oriented Programs designed to eliminate
problems and attain establzshed ob]ectwes

. _ . R TARGET

ACTION L - COMPLETION DATE
Complaint Intake Training =~ -~ September, 2003
Provide training and materials to all
Complaint Intake Advisors.
Supervisory Training S SN h January, 2004
Continue to provide EEO/AA training to |
Supervisors and Managers on a-variety of topics.
Diversity Training - : January, 2004

‘Continue to offer training programs on diversity,
EEO/AA issues and concerns.

INTERNAL AUDIT AND REPORT SYSTEM -

The Department of Employee Relations is responsible for developing and
implementing an internal reporting system to audit, monitor and evaluate progress of
the City's Diversity/Equal Employment Opportunity/ Afﬁrmatzve Action Program The -
following reports will be maintained and monitored:

18



Discip lmaru Actzon

All notzces of dzsczpllnary action mvolvzng suspenszon dzscharge and .
termination are reviewed and recorded. This review enables the Department of
Employee Relations to monitor departments' disciplinary-actions for fairmess and
' equzty and zdentzﬁes potentzal traznzng needs for employees and supervisors.

Appltcant Flow

- Information on applicants is.recorded in summary form for review. This review -
is for determining if any protected group is: adversely impacted at any point in the
examznatzon process :

Promotzon Data

.‘Promoti'ons arerrecordedand reviewed to determine whether or not they are
being distributed fairly and equitably and whether women and minorities are
experiencing any adverse impact.

Training Activity,. i

Training and Development Services maintains lists of partlczpants in the Tuition
Reimbursement program. Employees are.identified by race and sex. The Department
of Employee Relations reviews participation rates to determine zf females and
minorities have equal access to and are availing themselves of the City's Tuztzon
Reimbursement program. Departmental Diversity/Equal Employment
’Opportanlty/Afﬁrmatwe Action Plans also. znclude a report on training programs and
' semznars attended by employees : _ ‘

S Complamt Procedure

Records are malntazned of all employee EEO complaznts ﬁled with the
Department of Employee Relations to identify departments or divisions that have a
higher percentage of employee complaints-and. therefore.may need training or some
‘other corrective efforts. A new log is being developed to track complaints from city
- employees regarding the workplace, city residents regarding housing and employment
- and from those who felt they were treated dlsrespectﬁtlly by employees of the Fire
and Polzce Department :

Dwerszty/Equal Employment Opportum j/Afﬁmattve Actton Reporting by
Departments and Bureaus

Departments will submit Diversity/ Equal Employment Opportunity/ Affirmative
Action Plans to the Department of Employee Relations every other year. The plans.
will be reviewed to ensure that they are consistent with the overall City- Wide
Diversity/Equal Employment Opportunzty/ Affirmative Action Plan.



XIV. COMPLIANCE WITH SEX DISCRIMINATION GUIDELINES

The City of Milwaukee prohibits discrimination on the basis of sexand is

committed to diversity, equal employment opportunity and affirmative action. The City
has written personnel policies that expressly indicate that there wzll beno.
' dzscnmznatzon agamst employees on the basis of. sex : :

To assure complzance wlth these polzczes the Czty is commztted to do the

following:

a.

.

Recruit and promote employees of both sexes for all positions unless gender is a
bona fide occupational qualzﬁcatlon o ,

Place advertisements in newspapers and other medza that do not express asex
preference and are placed in sex neutral columns.

Give equal job consideration to employees of both sexes for any available job,

based on their qualifications unless gender isa bona ﬁde occupatzonal
qualification. LY .

Not base any’employment decisions on marital status: .

Not cornsider young chzldren of applzcants or employees in employment

' upgradmg, or transfer deczszons

Provlde approprzate physzcal faczlztzes to both sexes..

Not dzscnmlnate agaznst women on account of child beanng Beneﬁts for
employees who qualify for leaves of absence shall be administered equally for
both sexes. Maternity disability will be treated in the same manner as other
temporary disabilities. Leave for purposes of child rearing shall be governed by
the Family Medical Leave Act and admzmstratwe pollczes relatzng to unpaid
leaves of abserice. ’ s -

Not mamtazn separate mandatory retzrement schedules for males and females

- Not maintain separate wage schedules for males and females for ]obs that are

szmzlar in content and responszbzlzty

Not maintain separate lines of sen tzunty, nor restrict one sex for any Job

classification unless gender i is a-bona fide occupatzonal qualzﬁcatzon

20



XV SUPPORT OF COMMUNITY ORGAMZATIONS
Czty employees are members of various communlty and professzonal
organizations concemed with equal employment opportunity and, afﬁrmatzve action,
zncludzng
| - : | vAmerzcan Assoczatton  for Afﬁrmatwe Action (AAAA)
- ,' Natzonal Assoczatzon for the Advancement of Colored People (NAACP)
- National Black Nurses Assoczatzon |
- Societyv of Women Engineers
- Urban League
- Wisconsin Assoczatton of Equal Employment ( WAEO)

XVI CONSIDERATION OF MINORITIES AND FEMALES NOT CURRENTLY IN THE
WORK FORCE

Engineering Positions

DPW - Infrastructure Services has College Intern positions that are filled by
college Engineering students. The immediate benefit is providing valuable work
experience to students. The future benefit is the potential for recruiting a diverse pool
of applicants for City engineering vacancies to work at the City as engineers.

- Test Taking Manual

The Department of Employee Relations provides a Test Taking Manual on the
City’s web site. This manual provides information on the hiring process and tips for
preparing for a civil service examination.

Auxiliary Resource Program

The Auxiliary Resource Program started in 1993 and allows City departments to
‘hire someone prior to a vacancy. This program gives departments more flexibility in

hiring.” For example, a new person can start working and be trained before the .
incumbent leaves thus making the transition easier.

LTI VLS L AT e

 XVIL. ACCOMMODATIONS UNDER THE AMERICANS WITH DISABILITIES ACT

On July 26, 1990, the Americans with Disabilities Act (ADA) was signed into law.
This law went into effect for the City of Milwaukee, as an employer of 25 or more
employees, on July 26, 1992. Muhammad Abdallah, Diversity and Outreach Officer,
is the ADA Compliance Coordinator for the City. '

Under the conﬁdentzal Sectton K of the Departmental Equal Employment
- - 21



Opportunity/Affirmative Action Plans, City departments have descrzbed
accommodations made for City employees during 2001. Accommodations included
provldmg modifications in the method of performing duties, utilizing znterpreter
services and provzdlng an-adjusted work schedule.. : .

Job applications include a section for applicants to request accommodations in
- the testing process, such.as a reader for someone with a learning disability or a
signer for someone who is hearing impaired. Requests are reviewed on a case-by-
case basis by staff in the Department of Employee Relations. The Department of
‘Employee Relations also has a phone relay system for those who are hearing

. impaired. :

22
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XVII-B. 2001 DEPARTMENTAL NEW HIRE REPORT

Dept. New # of % # of %5
No. Department Hires Min. Min. Female Female
111 ‘Mayor's Office. 2 1 50.0 1 50.0
131 cc - cc ' 19 9 47.4 12 63.2
132 Municipal Court 5 1 . 20.0 4 1 80.0

149 City Attorney 5 3 60.0 3 60.0
151 - Administration 9 5 55.6 4 44 .4
165 - Employee Relations 5 0 0.0 3 50.0 .
191 City Develdpmeﬁt 11 1 9.1 6 7.54.5;
211  Comptroller 9 3 33.3 7 77.8
221 City Treasurer 8 2 25.0 4 50.0
230 . Assessor . | 3 1 33.3 2 66.7
360 Neighborhood Serv. 23 11 47.8 10 43.5
381 ' Health 31 18 58.1 . 21 67.7
450. ERS ) | 25.0 2 50.0

‘514  DPW-Admin. 27 18 66.7 12 44.4
523 DPW-Infra. =~ 75 . - 37 . 49.3 11 147
545 DPW-Bldgs. &.Fleet'>24 3 12.5 4 16.7
581 DPW - Forestry 66 o 28 . 42.4. 19 . 28.8
641  DPW - Water . 10 3 30.0. '3 30.0
694 ' DPW - Sanitation 12 11 91.7 3 25,0

861 Library . 76 42 - 55.3 61 80.3

Total 425 198 46-.6 192 45.2

Departments listed below had no new hire activity ‘during the yea.r” 2001:

170 'Election Commission
310 Fire & Police Commission
428 Port of Miiwaukee'

2%



XVIII-C.

Dept.
_No.
131
132
149
151
165
170
191
211
221
360
381
428
450
514
523
545
581
641
694
861

"Promos.

Department
cc - cc 9
MuQicipal‘Cdurt: 7
City Attorney 1
Administration 5
EmploYee Relations 9
Election Comm,' 1
City Development 18
Comptroller 7
City Treasurer 8
Neighborhood'Srv. 27
Health 24
Port of Milw. 1
- ERS 5
DPW - Admin. 45
DPW - Infra. 34
DPW - B & F 16
DEW - Forestry 45
DPW - Water 28
DPW - Sanitation = 15
Librafy 29
Total 334

- 2001 DEPARTMENTAL PROMOTION REPORT
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‘Departments listed below had no promotion duringithe yeér‘2001:

111
230
310

Mayor -

Assessor’'s Office’

Fire & Police Commission
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50.
71.
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37.
70.
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20.
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14.
20.
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XVIII-E.

2001 DISCIPLINARY ACTIONS BY REASON -- TOTAL: 161

Attendance: 60 (37.3%) ,_
: ' Suspensions:

Terminations: -

Discharges:

Misconduct: 57 (35.4%) _

: _ - Suspensions:
Terminations:
Discharges:

Drug/Alcohol Testing Violation: -18 (11.2%)
- Suspensions:

Terminations:

Discharges:

‘Performance: 23 (14.3%) : -
' ' . _ ~° ‘Suspensions:

' ~ Terminations:
Discharges:

-Vehicle Operations: 2 (1.2%) :
: ‘ , Suspensions:

Terminations:

Discharges:

Safety Violations: 1 (0.6%)
' Suspensions:
Terminations:
Discharges:

27
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cmy' [ DEPARTMENT OF EMPLOYEE RELATIONS |

) of ~.
Milwaunkee

City of Milwaukee Anti-Harassment Policy

B} — Summary —

It is the policy of the City of Milwaukee to provide a work environment that is free from sexual

harassment and harassment or discrimination based upon race, national origin, religion, age, disability,

creed, color, marital status, ancestry, sexual orientation, arrest record, conviction record, membership

in the National Guard, state defense force or any other reserve component of the military forces of the

| United States or this state or the use or non-use of lawful products off the employer's premises during -
non-working hours. These categories are protected under Section 703 of Title Vi of the 1964 Civil

Rights Act, as amended, as well as the State of Wisconsin Fair Employment Relations Act.

Revised July 10, 2003

Description '

: 'City of Milwaukee Anti-Harassment Pblicy

" Policy and Definition -
It is the policy of the City of Milwaukee to provide a work environment that is free of harassment.

Sexual Harassment Defined

Unwelcome sexual advances, requests for sexual favors and other verbal or physical conduct of a sexual

- nature constitute harassment when:

1. "Submission to such conduct is made either explicitly or impiicitly’ a term or condition of -
. employment; - : o S P
2, Submission to or rejection of such conduct by an individual is used as the basis for

- employment decisions affecting such individual; or

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

The following are examples of sexual harassment:

Verbal: Sexual innuendo, suggestive comments, jokes about gender specific traits,
-_personal questions about an employee’s social or sexual life, sexual
propositions; : o .

Nonverbal: Suggestive or insulting noises, leering, making obscene gestures, displéying
- sexually explicit materials, indecently exposing-oneself, engaging in voyeurism;
and
B . o

Physicak ~  Any unwelcome touching including but not limited to pinching, caressing, .
.coercing sexual relations or sexual assault. IR ,

Sexual harassment by any staff member, manager, supervisor, or non-employee will not be’.tolefated. All
staff members are expected to-comply with this policy and to take appropriate measures to ensure that
~ such conduct does not occur. , R S 5



Harassment Based Upon Other Protected Categories

Harassment based upon any of the other categories listed above is also illegal and will not be tolerated. -
Such harassment includes different treatment in terms of conditions of employment, hiring, promotion,
assignment, discipline, and discharge because of any of the protected categories listed in the “summary”
above. Harassment may also include, but is not limited to, ethnic slurs and-other verbal or physical
conduct when the conduct: (1) has the purpose or effect of creating an intimidating, hostile, or offensive
working environment; (2) has the purpose.or effect of unreasonably interfering with-an individual's work
performance;.or (3) otherwise adversely affects an individual's employment opportunities. '

In addition to the above categories protected by law, the City of Milwaukee has a zero tolerance policy
regarding workplace violence. Workplace violence includes, but is not limited to threats by employees at
any level, harassment, intimidation, or bullying. There is no justification for actions that are abusive or -
intolerant. All must treat others with dignity and respect. Those employeés whose 'unacceptable behavior
continues will not be tolerated and will face discipline, including removal from their positions..

- Sexual Harassment Complaint Procedure

Any employee who believes he or she has been the victim of harassment, including, but not limited to. .
sexual harassment, should immediately:inform his or her-supervisor, department manager or the Office of
Diversity. staff DER staff in Room 706, of City:Hall. These parties will provide confidential assistance to
individuals in-an attempt to resolve issues of sexual harassment or other types of harassment. In all :
cases, efforts should be made to resolve and correct sexual harassment or other types of harassment -
issues prior to the filing of a complaint. If an employee wishes to file a complaint, he or she may doso -
‘through DER or a Complaint Intake Advisor who is elected by each department’s EEO Commiittee. -

investigation of harassment complaints will begin with:a signed, written statement by the complainaht, _
and will include interviewing the parties involved in the complaint and any witnesses. Retaliation against
an employee who has filed a complaint or has assisted in an investigation is strictly prohibited.

" Complaints will be investigated in a timely and confidential manner. In no event will information
concerning a complaint be released to or discussed with. anyone who is not involved with the
investigation. The purpose of this provision is to protect the confidentiality of the complainant, to

- encourage the reporting of incidents of sexual harassment or other types of harassment, and to protect
" the reputation of an employee wrongfully accused of sexual harassment.

If an investigation reveals that a harassment complaint is valid, supervisors and the department head will

take immediate action to stop the harassment, to prevent its recurrence and to-discipline an employee -

they find guilty. Disciplinary action may include a verbal or written warning, suspension or discharge. -

Complainants should understand that they might have to testify in legal proceedings if their charge of

sexual harassment or other type of harassment results.in a disciplinary action being taken against

another individual. .~ . ” S SO R - TR

Any employee who feels that he or she has been subjected to sexual harassment or other type of

. _harassment should contact his or her supervisor, the departmental Complaint Intake Advisor or
Muhammad Abdallah, Diversity and Outreach Officer, at 286-3360 or Judith Andrade-Altoro, Diversity

Specialist Sr. at 286-5065 or Paulette Douglas, Diversity Specialist Sr. at 286-5967. Complaint forms and

; wab ot wans ilwanbeaa nn\lllder,cr !npe.rson at the Departme‘nt Qf :

. other information is available on'the web at. www.milwauxee.gov

Employee Relations, Room 7086, City Hall.

"



Americans with Disabilities Act (ADA):

It is the policy of the’ Clty of Mllwaukee (Clty) to provide. equal employment opportunltres

~ for all employees and applicants for employment with the City regardless of. disability. It

“is the City’s policy, in compliance with the Americans with Disabilities Act (ADA) and the _
Wisconsin Fair Employment Act (WFEA) to prohibit discrimination and harassment -
against a qualified individual with a disability, because of the disability, with regard to
application procedures, hiring, advancement, compensation, job. training, dlscharge and
other terms, conditions and privileges of employment. The City will reasonably .
accommodate a quahﬁed individual-with a known disability where such. accommodatron
does not create an undue hardshlp on the operatron of the Clty s’ busmess

It is also the policy of the City that harassment of an employee or appllcant because of a
real or perceived disability, or a record of a disability will not’ be tolerated. All City
employees, vendors, independent contractors, temporary workers, and other third
parties with whom the City may contract with are expected to comply with this policy .
and to take appropnate measures to ensure that such‘conduct does not occur: If an
employee is found to be in violation- of this policy that employee w1I| be subject to

. dlsc1pI|ne up.to and |nc|ud|ng dlscharge

Definitions:
A "qualrfred mdrvndual with a drsablllty is a person who: -

» Has a physical or mental lmpalrment that substantrally limits one or
more major life actrvutles

« Hasa record of such |mpa1rment or

e s regarded as havrng such an lmpalrment ) ‘
A "qualrfred individual" is. one who possesses the reqwred tralnlng, skllls expenence |
~ education or other job-related requirements of the job and who; with or wrthout a

-reasonable accommodatlon can perform the essential functlons of the job.

An "lmparrment" is a physm:al or mental condltlon whrch currently substantrally Ilmlts a
major life activity. Impairment is defined by state laws as a ‘real or perceived Iessenlng
- or deterioration or damage to the normal bodlly functlon or condltron or the absence of
such bodily function or condition’. : SR

An mdrwdual is "substantially limited" in a major life' activity when the |nd|v1dual is erther
unable to perform a major life activity or is significantly restricted.as to the condition,
manner or duration under. which the individual can perform the major life actlvrty as
compared to an average person in the general population. "Substantlally limited" is
defined by state law as a real or perceived impairment, which makes achievement
unusually difficult or limits the capacity to work. -

"Major life aotivities" include, but may not be limited to, caring for oneself, performing
manual tasks, walking, seeing, hearing, speaking, breathing, learning and working.



A"reasonable accommodatlon -may include, but is not neceSsarily limited to:

R Maklng exnstlng facmtles used by employees or appllcants readrly accessrble to B
- and usable by persons with dlsabllltles

" e Job restructurlng, modrfyrng work schedules reaSS|gnment to avacant posrtron
L for whrch the mdrvrdual is qualrﬁed andlor »

e ”Acqurrrng or modrfyrng equupment or devices, adjustmg, modrfylng examlnatrons
~ training matenals or policies, and providing qualified readers or interpreters.

" A function may be con3|dered an "essentral functron" when: . -
'« Thereason the posmon exists is to perform that functlon

« Alimited number of employees are available among whom the performance of -
o that jOb funct|on can be distributed,; and/or _

. )The functlon may be hlghly specralrzed so that the lncumbent in the position i is
‘hired for his or her expertlse or ability to perform the partrcular functron :

"Undue hardshlp" is an accommodatlon for ‘which the cost outwelghs the beneflt

"Confidential Medical Records" All employee medical records are confldentlal and W|II
be kept separate from employee personnel records. All medical records, requests for -
accommodation and reasonable accommodations will be kept confidential as required
by law, except to the extent necessary to effectuate the reasonable accommodation.
When a reasonable accommodation has been given to an employee with a dlsablllty

--pursuant to-this-policy neither-the accommeodation-made-nor-the-reason for the—
accommodation shall be discussed with co-workers or other employees If asked why a
job modification has been made, the respondlng supervisor, department-head, etc. shall

- respondthat the modification was made in compliance with state and federal laws,
which also strictly prohibit disclosure of any further information.

~ The following exceptions may apply with regard to conﬁdentlal medical records
conditions or accommodations: : :

. Supervisors and managers may be informed regarding necessary
- restrictions on the work or dutles of the employee and necessary
accommodatlon .

2." First ald and safety personnel may be informed, when approprlate if the o
' dlsablllty mrght requrre emergency treatment; and .

3, Government official’s mvestlgatlon in complrance with the ADA and/or the
WFEA shall be prowded relevant rnformatlon on request i

Results of pre employment medical examrnatlons mcludlng drug tests, will be subject to
the above confidentiality provisions.



'Productlon/Performance Standards:

The City will engage in an informal, interactive process W|th quallf ed |nd|v1duals wnth a

- disability in need of a reasonable accommodation. The goal of this process will be to
identify the precise limitations resulting from the disability and potential reasonable
accommodations that could eliminate any artificial barriers in the workplace that will
‘allow the employee or applicant with a disability to perform the essential functions of the -
job. This process requires cooperation-and participation by both the ‘employee/applicant -
and the City. In no circumstances, however, will the City lower quality, performance or
production standards to make an accommodation.

Interactive Accommodation Process :

When an employee or applicant makes a request for an accommodatlon the Clty W|ll
initiate an interactive accommodation process with the individual. The City will make a
good faith effort to work with the lndlvrdual to reach a reasonable accommodatron

An employee requesting a reasonable accommodatlon may make such a request orally
or in writing to their department personnel officer, immediate supervisor, section
manager, department head, or to the Department of Employee Relations (hereinafter
referred to as ‘City representative’). If the employee request is made to his or her
immediate supervisor, the supervisor, or manager shall report the accommodation v
request or complaint, as the case may be, to either the Department personnel officer or
Department head, who shall initiate the lnteraotlve accommodatron process as outlined
below. S X i v .

o The appropriate Clty representatlve will meet wrth the employee who has
: requested an-accommodation; . :

e The City representatlve W|ll request mformatron about the condition or rmparrment
and the limitations. of the employee :

. The City representative will ask the employee what he or she speC|f|cally is
requesting as a reasonable accommodation; : o

« The City representative shall then'investigate the feasrblllty and. reasonableness
- -of the requested accommodation; and, .

. Eithe’r’make the accommodation, discuss available alternativ'erthat would also be
effective reasonable accommodations or explain why the condition or impairment
cannot be reasonably accommodated without l_mposing an undue hardship.

The determination of a reasonable-a_ccommodation,is;a’cooperatlve process-in which

both the City and the employee must make ‘reasonable efforts to define an effective

reasonable -accommodation and exercise good faith during the process. The interactive

process is meant to |dent|fy the lndlwdual s functional limitations and the potential

reasonable accommodation that is needed. It does not guarantee that the employee will
- be given their favored accommodation, but that the City will attempt to reacha

reasonable and effective accommodation where one can be glven WIthout creating an
undue hardship.



The City is entitied to require the employee/applicant to provide reasonable
documentation with regard to the employee’s/applicant’s disability’and functional _
limitations. The City may require documentation to establish that the employee has an
ADA disability, and that the disability necessitates a reasonable accommodation. All
such requests for documentation shall be job related and consistent with business
necessity. In cases where a disability is not obvious, the Crty may ask for-
documentation as to the nature, severity, and duration of the impairment; the actrvrty or
- activities that the impairment limits; and the extent to which the impairment limits the
employee’s ability to.perform the activities. If the requested documentation is o
ambiguous or insufficient, the City may require the employee (or applicant) to signa .
limited release allowing the employer to submit specific, job-related questions to the
employees health care provider ard/or may request the employee to submit to a job-
related medical examlnatlon by a health care provider of the City’s chorce at the Crty s
expense S : .

Medlcal Examlnatlons and lnqumes
The City will not ask job applicants or current employees about the, exrstence nature or
severity of a disability. Applicants may be asked about their ability to perform specific -
job functlons A job offer will be conditioned on the results of a medical examination,

- which is required of all enterlng employees in similar jobs. Current employees may be
requrred to submit to a job related medical or psychologrcal examination conS|stent with
the busmess needs of the Crty : :

All candrdates who. accept employment offers for non- exempt posrtlons are remstated

after resignation, or who transfer from Milwaukee Public Schools must pass a pre- .

employment drug test as a condition of employment, in compliance with the City's pre-

employment drug testing policy. Exempt employees may be:required to successfully - -

- complete a pre-employment drug test lf requested by the authorlzed appomtlng
authorrty ' . .

Drug and Alcohol Abuse .
The ADA does not cover employees and applrcants currently engaglng in the use of
illegal drugs. Tests for illegal drugs are not subject to the ADA’s restrictions on medlcal
examinations. The City will hold illegal drug users and alcoholics to the same
performance standards and work rules as other. City employees

Safety: 8
All City employees are reqwred to comply wrth all workplace safety standards The Crty
is committed to providing a safe work environment for all of its employees. Any
applicant who poses a direct threat to the health or safety of themselves or other-
individuals‘in the workplace that cannot be eliminated by a reasonable accommodation
will not be employed in that position. Similarly, current employees who become disabled
“and pose a direct threat to themselves or others, which threat may not be eliminated by
reasonable accommodation, will be placed oh an appropriate leave. An:attempt will.be
made to place applicants ‘and employees in positions for-which they are qualified and in
which they do not pose a direct threat to the safety of themselves or others.



Coordination with Other Pol:c:es

This policy regarding qualified individuals with disabilities will be coordinated with all

other City policies such as safety, workplace violence prevention, drug testing, job

sharing, flextime, leave, etc. This policy will also be coordinated with other applicable

laws such as the Family Medical Leave Act, the Wisconsin Worker's Compensation law,

- as well-as Civil Rights Iaws Because it isimpossible to write a rule ‘or policy which -

covers every circumstance thé City reserves the right to impose proper discipline as

~ necessary to its efficient business operations. ' The City reserves the right to amend or
interpret this policy as necessﬂated by individual circumstances and/or changes in state

and federal Iaws : : :

Compiiance and Compiamt Procedure:

It is'the responsibility of all employees of the City to ensure that th|s pollcy is
'understood, abided by, and carried out by everyone. All employees and staff are
expected to cooperate and to support actively the efforts of the City to ensure that this
policy w1ll be effectlve v : :

Employees or appllcants who believe that they have been the victim of dlscrlmlnatlon or
harassment on the basis of a real or perceived disability, or the record of a dlsab|l|ty
should immediately contact their department personnel officer, supervisor or department
head. In the alternative, individuals may contact the Department of Employee Relations
to report any perceived violations of this policy, or with questions or concerns regardlng
the City’s ADA policy. The Department of Employee Relations will be responsible for

~ implementing this policy, including investigation of claims, and resolutlon of reasonable

accommodatlon safety, and undue hardship issues. - -

The appropnate City representatlve will prowde confldentlal assrstance to |nd|v1duals in
an attempt to resolve issues regarding disability discrimination/harassment. In all cases,
efforts should be made to resolve and correct the discrimination/harassment issues
prior to filing a complaint. If an employee wishes to file a complaint, he or she may do so
through DER or a Complalnt lntake Advnsor who is elected by each department’s EEO
Committee.

Investigation of complaints'will begi\n with,.\a signed, written'statement by the
complainant, and will include the parties-involved in.the complaint and any witnesses.
Assistance in filling out the complaint will be provided if necessary. Retaliation against
an employee who has t” led a complalnt or has aSS|sted in an lnvestlgatlon is strlctly
prohibited. - : :

Complaints W|Il be |nvest|gated ina tlmely and cont" dentlal manner. All lnformatlon
concerning an applicant's medical condition-or a current employee’s medical condition
“will be kept strictly confidential uniess that individual grants specific authorization to.
disclose it, to the extent necessary to efficiently investigate the complaint. In no event
will information concerning a complaint be released to or discussed with anyone who is
‘not involved with the investigation. The purpose of this provision is to protect the -
confidentiality of the complainant, to encourage the reporting of incidents in v10lat|on of
this policy, and to protect the reputation of an employee wrongfully accused.



If an investigation reveals that a complaint is valid, supervisors and the department
head or the Department of Employee Relations will take immediate action to stop the
discrimination/harassment, to prevent its recurrence and to discipline an employee
found to have violated this policy. Disciplinary action may include a verbal or written
warning, suspension or discharge. Complainants-and witnesses should understand that
‘they might be required to testify-in legal proceedings if their complalnt results in
disciplinary action belng taken against another individual.

If you have questions, please call 286 3335 or send an email to
fdukes@mllwaukee .Jov:




City of Milwaukee
WORKPLACE VIOLENCE PREVENTION POLICY
Updated July 2003 - S S ' o . .

Policy Statement

Itis the policy 6f the City of Milwaukee and all of its agencies to pro“vikdefa safe anirOnment for
its employees and visitors, which is free of verbal or physical‘intimidaﬁon_, th:eats, or violent behavior.

The City is committed to a zero tolerance policy for incidents or threats -of violence by
employéés, visitors, and the general public. In order to promote and support a workplace where dignity
and respect are observed, the CITY OF MILWAUKEE will not tolerate any.acts of intimidation,
threats, or bullying. All employees are responsible for maintaining a.safe work environment. - All
reported incidents in violation of this pelicy will be taken seriously and will be investigated. City
employees found to have engaged in intimidating, threatening or violent behavior will be subject to
discipline, up to and including discharge, for the first offense. :

Prohibited Conduct

The following list of behaviors, while not all-inclusive, provides examples of conduct that is
prohibited: - '
e Causing physical injury to another person; - :
o - Engaging in bullying or intimidating acts (whether directed at a specific person or not);
o Aggressive or hostile behavior that creates a reasonable fear of injury to another person or
_ subjects another individual to emotional distress; : _
Comments (even if “joking”) about violence or the possession of weapons in the workplace;
Physical or verbal abuse; :
Stalking; ' _
Engaging in behavior motivated by, or related to domestic violence;
Intentionally damaging City property or property of another employee or citizen;
Sabotage; . '
Possession or use of a weapon, firearm or dangerous instrument while -on City property or
while on City business is prohibited except for law enforcement personnel. :

Repbrﬁng Requirements

: It is the responsibility of every employee to adhere to the standards set forth in this policy and to
report violent, threatening, intimidating, or other disruptive behavior. The following procedure must be
followed: ' . ' v

Call 9-911: A If there is immediate dangér.

Call 5522: If in City Hall complex and there is no immediate danger.
Call 933-4444: If at other City location and there is no immediate danger.

(MPD Non-emergency Number)

If you reasonably believe another individual’s behavior, actions or statements violate this policy
‘but do not believe there is an immediate danger (or if you have questions about this policy) report to
your supervisor, department manager, department head, or department personnel officer. You may also
" call Mr. Muhammad Abdallah, Diversity and Outreach Officer (DER) 286-3360, or Ms. Paulette
Douglas, Diversity Specialist Sr. at 286-5967 or Ms. Judith Andrade-Altoro, Diversity Specialist Sr. at



286-5065. Complaint forms and additional information is available on the ‘web  at:

www.milwaukee.gov/der. Disciplinary action may result if the employee having knowledge of a
suspected Vrolent act falls to report 1t or refuses to cooperate with the investigation.

Threat Assessment-& Response Team

Purpose A Threat Assessment & Response Team is-an ad hoc team that is convened to assess
a potential workplace violence threat and to develop a management response plan. g

- When Activated: The team will typically be activated by the Director of DER or her de31gnee
-at the request of a department or division head or his/her designee in response to the ‘manager’s
concerns about a potentlal workplace violence threat and/or actual workplace violence.

- Composition: ' The composition of the Threat Assessment Team will depend on the nature and
ongm of the reported threat. The team would typically include representatives of the department
affected, the Department of Employee Relations (DER), the Pohce Department, the EAP, and the City

- Attorney’s ofﬁce

Applicabi]itg

All employees, regardless of thelr position, are covered by and must comply with this policy.
For purposes of this Policy, the term “employee” shall cover current employees (civil service and non-
 civil service), applicants, temporary workers, interns, independent contractors, vendors, volunteers,
members of boards and commissions, and elected ofﬁcrals

‘_ Invjesﬁgation '

Any reported v1olat10n of ﬂ]lS pohcy will be mvestlgated ina tlmely and eonﬁdentlal manner by
staff within the Department, staff w1thm the Office of Diversity (DER), or in appropriate circumstance,
by an outside mvestlgator Employees are reqmred to cooperate in investigations relating to this policy.
Confidentiality will be maintained’ throughout the investigatory process to the extent consistent with
adequate investigation and appropriate corrective action. The purpose of this provision is to protect the
confidentiality of the complainant as well as ‘the accused, to encourage the reporting of incidents in
violation of th1$ policy, and to protect the reputation of an employee mistakenly or wrongfully accused.

Actlon Followmg Investlgatlon

Any md1v1dual or ‘group who endangers the physmal and/or emotlonal health, safety and well-
‘being of another may be subject to one or more of the. following actions: Confhct resolution;
~ counseling; administrative leave; a referral to EAP; dlscrphne termlnatlon physmal removal; fines
“and/or civil and criminal penalties as provided. by law..

Retallaﬁon Prohibited

, There will be zero tnlemm‘e for re’réliati'on"agaj an employee who has in good faith filed a
complaint of a violation of this policy, or who has assisted in an investigation. ‘Employees who report a
violation of this policy, or who coOperate in an investigation in compliance with this policy and who

believe they have been retaliated against should report this eonduct as outhned above.



350-203. Diversity, Equal Employment Opportunity and Affirmative Action.

1. DECLARATION OF POLICY. It is the policy of the city of Milwaukee to provide
equal - employment opportunltles to all qualified persons ‘without regard to their

- race, religion, color, age, drsablllty,sex national origin, sexual orientation, marital
status, membershlp in the military | reserves, creed, ancestry, arrest or conviction -
record, or use or nonuse of lawful products away. from work. In adherlng to this
_policy, the city complies with the Wisconsin Fair Employment Act Title VII of the
_.Civil Rights Act of 1964, as amended,.the Amenoans with Dlsabllltles Act of 1990,

. -and other applicable statutes.and regulatlons relating to equal employment

opportunities. This policy represents the city’s commitment to a nondiscriminatory
work environment for all qualified applicants and-employes. The city of Milwaukee
is an employer which values the diversity of its employes.

- 2. DEFINITIONS. In this section:

a. “Affirmative action” means, in‘émployment, the screening of position
descriptions and selection criteria to ensure the use of appropriate, job-related - -
requirements; comprehensive and inclusive advertising and recruiting efforts;
special or targeted recruiting in addition to traditional methods; training plans and
programs, including on-the-job tra|n|ng, and gender-neutral and culturally bias-free
criteria to be used when making’ employment decrsmns relating to recruitment,
“hiring, performance evaluation, promotion, transfers ‘training opportunltles
,compensatron and other terms and condrtlons of employment and termlnatron

b. ”Diversity ‘means, in addmon to. dlfferences based on. ethnrcrty, gender age
religion, disability, national origin and sexual orientation, an infinite range of
individuals’ unique characteristics and experiences, such as communication styles,
career, work, life experience, educational backgrounds and other variables.
Diversity focuses on tapping the talents of people of different backgrounds,
experiences and perspectives as a means of improving the workplace environment
and productivity. Diversity awareness works to create an environment that
recognizes values and utilizes the unique skills and abilities of all emplioyes. The
goal of diversity awareness is to create an-inclusive, respectful and equitable work
environment.

c. “Equal employment opportunity” means the equal and fair treatment of all
quaiified appllcants and empioyes with regard to city employment-practices,
including, but not l|m|ted to, recrurtment selection, hlrlng, trarnlng promotion,
compensatlon benefits, transfers, d|SC|pI|ne terms and condltlons of employment
and layoffs.

3. OFFICE OF DIVERSITY AND OUTREACH. There is established, under the
direction of the employe relations director, an office of diversity and outreach for



the purpose of- promotlng the importance, benefit and; :necessity of maintaining
diversity within the city’s workforce and ensuring compliance with applicabie -,
policies, ordinances, statutes, laws and executive orders. The office of diversity
and outreach shall have other duties pertinent thereto, including but not limited to:

a. Reviewing and assisting the development. of diversity, equal 'empi'oyment ’_
opportunity, affirmative action plans of the various city departments to ensure that
each plan is consrstent with the overall C|ty plan '

b. Malntalnlngfstatistics-; whichvinclude.,x;-but are not limited to,. the proportion of
underrepresented:-group members at all levels and job classifications in the-city’s .
workforce and the availability -of qualified underrepresented group members in the

~ labor force of the relevant labor areas. The statistics shall indicate ‘how each group
: i-'hasbeen’ 'affected by: new"hir“es«trainingopportunities promotions and discipline.

C. Counsehng employes managers and others about diversity, equal employment
opportunity and affirmative action issues in the workplace. -

d. Facilitatingldiversity related.;training programs- and workplaoe ‘mediation.

e. Receiving and investigating complaints of discriminatory employment. practices,
workplace violence, or of harassment in the workplace from city employes. If an
investigation discloses a violation has occurred, the diversity and outreach officer
shalll work with department heads and managers to implement corrective action.
and resolve the situation. :

f. Receiving and inVestigating complaints filed with the city equal. rights
' commission regarding ‘any resident who believes that he or she:has been
discriminated against in employment or housing: within the city.

g. Receivingand investigating complaints filed -with the fire and police commission
regarding any citizen who- believes: he or she has been treated by an employe of the
fire or police department in a manner that violates fire and police commission or
departmental rules.

h. ldentifying and marntalnrng comprehensrve and effectrve recrurtment methods
that promote a diverse- workforce ~

i. -Monitoring resUIts of: police and 'firefighter. training, with emphasis on female and
minority recruits.

j. Participating in performance examinations; job fairs, and police aide and fire
cadet recruitment activities at high schools and other locations. -



k. Working through a comprehensive community: relations effort and public
information program to enhance the image of the fire and police service.

L. Reviewing all state of Wisconsin and federal laws, rules and regulations
_concerning equal employment opportunities to ensure compliance.

4. DIVERSITY AND OUTREACH OFFICER. The diversity and outreach officer shall,
under the direction of the employe relations director, manage the day-to-day
_operations of the office of diversity and outreach; perform complaint intake
functions; investigate complaints; serve-as the city’s Americans with Disabilities
Act coordinator; ensure compliance with applicable ordinances, statutes, laws and
executive orders; have responsibility and authority for the development and
implementation 6f a comprehensive diversity, equal employment opportunity and:
affirmative action pléh for the city; and function as the liaison between the fire and
pollce departments the fire and pollce commission, the media and the communlty

5. DEPARTMENT DIVERSITY EQUAL EMPLOYMENT OPPORT<UNITY AND
AFFIRMATIVE ACTION PLANS. Each city department shall submit a diversity,
equal employment opportunity and affirmative action plan every 2 years. The
office of diversity and outreach shall prowde gwdehnes and a time line for
submlttlng the plans o _ .

6. CITYWIDE DIVERSITY; EQUAL EMPLOYMENT OPPORTUNITYAND -
AFFIRMATIVE ACTION PLAN.. ’

a. The department of employe relations shall incorporate the individual
departmental plans into a citywide diversity, equal employment opportunity and -
affirmative action plan that shall be submitted to the- C|ty 'service commission. ThlS
plan shall be prepared.every 2 years. :

‘b. Upon approval by the city service commission, the plan: shall be submitted to
the mayor and common council. Upon adoption, the plan shall be distributed to all
city depaftment heads. o S :

7. IMPLEMENTATION.

a. Recruitment. The department of employe relations shall practice comprehensive
and inclusive advertising and recruiting efforts, which may include speciai recruiting
- targeting previously underrepresented groups, in addition to traditional recruiting

‘methods.

b. Training. The department of employe relations shall develop training plans and
programs, including on-the-job training, designed to develop the knowledge, skills
and abilities essential for developing each employe’s fullest potential The



department of employe relations.shall develop and prowde relevant training to
increase employes’ knowledge and awareness of laws and regulatlons as well as
the city’s policies relating to diversity, equal employment opportunity and
affirmative action and respecting diversity in the workplace.

c. Testing, Selection, Placement and Promotiori. The department of employe
relations shall review city testing, selection, placement and promotion polices to
ensure that they comply with applicable laws and regulatlons relating to equal

' ‘employment opportunities.

8. ,ACCOUNTABILITY AND REPORTS. The department of employe relations shall
be responsible for the successful implementation and coordination of the citywide
diversity, equal employment opportunity and affirmative action plan. In turn, each
department head shall be accountable for the successful implementation of their
departmental diversity, equal employment opporfunity and affirmative action plan.






DER-VERS (9/97) ' CITY OF MILWAUKEE FISCAL NOTE

CC-170(REV.6/86)

A) Date: July 21, 2003 ' ' File Number: 020823
o A : Orig Fiscal Note [1 Substitute EI

Subject: _Proposed 2002 City-wide Diversity/Equal Employment Opportunity/Affirmative Action Plan

Submitted By (name/title/dept/ext.):_Florence Duke ,Employee Relations Director/Dept. of Emplovee Relations/ X3335

C) CheckOne: 0O Adoptlon of this file authorizes expenditures
' [J- Adoption of this file does not authorize expenditures; further Common Councﬂ action
needed. List anticipated costs in Section G below.
X Not applicable / no fiscal impact.

D) Chargeto: O Departmental Account (DA) "0 Contingent Fund (CF) |
o O Capital Projects Fund (CPF) O Special Purpose Accounts (SPA)
0O Perm. Improvement Funds (PIF) U Grant & Aid-Accounts (G & AA)

‘T Other (Specify)

Supplies:

Materials:

|| New Equip:

| “Equip Repair:
Rollups (.2045):

-Totals

F) For expenditures and revenues which will occur on an annual basis over several years check the appropriate box below and then
list each item and dollar amount separately.

O 1-3 Years O 3-5 Years
O 1-3 Years [0 3-5 Years
O 1-3 Years [0 3-5 Years

G) List any anticipated future costs this project will require for completion:

H) Computations used in arriving at fiscal estimate:

Please list any comments on reverse side or attachment and check here O






