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INTRODUCTION

Equal opportunity for all is an American ideal. Equal Employment Opporiunity (EEO) in
public service is a basic personnel system principle which takes into consideration both
applicants and employees based on job-pertinent individual differences and not on the
basis of extraneous factors, such as race, color, religion, national origin, sex, age or
disability.

The mere passive prohibition of discriminatory practices is not enough to effectuate the
principle of equal opportunity. An affirmative action program is needed to achieve this
goal. This calls for top level administrative direction, practical plans for specific steps to be
taken, vigorous adminisiration at all levels of supervision, and evaluation of operations.

The scope of an affirmative action plan must encompass not only elements of the
personnel system but aiso the related management factors. The development of the plan
should include attention to recruitment, selection, appointment, promotion, and other
personnel procedures, depariment and agency functions in relation to job structuring, and
training plans to ensure opportunities to improve skills needed at current job levels and to
develop potential for promotion.

Capital Area Transit System (CATS) is an-egual opportunity employer. As such, CATS will
recruit, hire, train, and promote into all job levels the most qualified persons without regard
to race, color, religion, national origin, sex, age or disability. Allemployment decisions are
based on job related standards and must comply with the principles of equal employment
opportunity.

This EEO Program documant will provide prior employment information as of June 30,
2017.
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Section A, Statement of Policy

Capital Area Transit System (CATS) has a strong commitment to the community we
serve and our employees. As an equal opportunity employer, we strive to have a
workforce that reflects the community we serve. No person is unlawfully excluded
from employment opportunities based on race, color, religion, national origin, sex
(including gender identity, sexual orientation, and pregnancy), age, genetic
information, disability, veteran status, or other protected class.

CATS' Equal Employment Opportunity {(EEQ) policy applies to all employment
actions, including but not limited to, recruitment, hiring, selection for training,
promotion, transfer, demotion, layoff, termination, rates of pay or other forms of
compensation.

All applicants and employees have the right to file complaints alleging
discrimination. Retaliation against an individual who files a charge or complaint of
discrimination, paricipates in an employment discrimination proceeding (such as an
investigation or lawsuit), or otherwise engages in protected activity is strictly
prohibited and will not be tolerated.

CATS is committed to providing reasonable accommodations to applicants and
employeses who need them because of a disability or to practice or observe their
religion, absent undue hardship.

As CATS’ Chief Executive Officer (CEQ), | maintain overall responsibility and
accountability for CATS’ compliance with its EEO Policy and Program. To ensure
day-to-day management, including program preparation, monitoring, and complaint
investigation, | have appeinted Darrell Brown, CATS Chief Administrative Officer as
CATS’ EEO Officer. Mr. Brown will report directly to me and acts with my authority
with all levels of management, labor unions, and employees,

All CATS' executives, management, and supervisory personnel, however, share in
the responsibility for implementing and monitoring CATS’ EEQ Policy and Program
within their respective areas and will be assigned specific tasks to ensure
compliance is achieved. CATS will evaluate its managers’ and supervisors'
performance on their successful implementation of CATS' policies and procedures,
in the same way CATS assesses their performance regarding other agency goals.




CATS is commitied to undertaking and developing a written nondiscrimination
program that sets forth the policies, practices and procedures, with goals and
timetables, to which the agency is cornmitted and make the EEQO Program available
for inspection by any employee or applicant for employment upon request.

| am personally committed to a workplace that acts upon its daily responsibility to
treat all applicants and employees with dignity and respect, as well as equitably
under the gurdalmes of our EEO Palicy and Program.

3’/! /Gf

Wllltam "BIII" Devntl ’ Date '
CATS Chief Executive Officer




Section B--Dissemination of Policy
Internal Dissemination

CATS will communicate the existence of its EEQ policy and program to employees,
applicants, and potential applicants by:

» Providing written communications from the CEO.

Posting official EEQ materials (e.g., Federal and state labor laws poster(s) and the
agency's policy statement) on bulletin boards, near time clocks, in employees’
breakrooms, and in the personnal office.

» Including the EEO policy statement on the agency's website and on its employee
portal, in reports and in manuals,

* Meeting with top management officials (e.g., bus operations, human resources,
finance, etc.) semiannually to discuss the EEO program and its implementation.

« Meeting with all employees and affinity groups to seek input on the program
implementation.

s Conducting annual EEOQ training for employees and for managers. The Human
Resources Department will provide an agenda for the training and require attendees
to sign-in on a sheet showing date and time attended.

» Conducting EEO training for all new supervisors or managers within 90 days of their
appointment.

» Providing a copy of the policy to new employees and having them sign a form
acknowledging they have read and understand the policy.

External Dissemination

When there is outreach or advertising to recruitment entities, CATS will disseminate their
EEO policy to those entities. All recruitment ads must state that the agency “is an equal
employment opportunity employer.”

Section C--Designation of Responsibility for EEO program

CATS' EEQ Officer's name and contact information will be published on all internal and
external communications regarding CATS' EEOQ Program. This will include publishing the
EEQ Officer's contact information prominently in both print and electronic communications,
such as the agency’s website. The EEQO Officer will be provided a generic e-mail address,
EEQ.Officer@brcats.com, in addition to a name-based e-mail address.

EEQ Officer; responsibilities

The EEO Officer identified in CATS’ policy statement is Darrell Brown. Mr. Brown has
direct access to the Chief Executive Officer and has the following qualifications:
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Sensitivity to, and subject-matter expertise of, the varied ways in which
discrimination occurs.

Total commitment to EEQ program goals and objectives,

Knowledge of civil rights laws, policies, rules, regulations and guidelines.
Sufficient authority and the ability to work and communicate with others (e.g.,
department heads) to achieve EEQ goals and objectives.

The EEQ Officer shall:

Develop the EEO policy statement and a written EEO program.

Assist management in coliecting and analyzing employment data, identifying
problem areas, setting goals and timetables, and developing programs to achieve
goals. ,

Dasign, implement, and monitor internal audit and reporting systerns to measure
program effectiveness and to determine where progress has been made and where
proactive action is needed.

Review the agency’s nondiscrimination plan with all managers and supervisors to
ensure that the policy is understood.

Concur in the hiring and promotion process.

In conjunction with human resources, periodically review employment practices and
policies, complaint policies, reasonable accommodation policies, performance
evaluations, grievance procedures and union agreements.

Report at least semiannually to the CEO on sach department’s progress in relation
to the agency’s goals and on contractor and vendor compliance.

Serve as liaison between the agency; Federal, state, parish, and local governments;
regulatory agencies; and community groups representing minorities, women, and
parsons with disabilities, and others.

Maintain awareness of current EEC laws and regulations, and ensure the laws and
regulations affecting nondiscrimination are disseminated to responsible officials.
Investigate complaints of EEO discrimination and attain EEQ investigative training
to effectively handle this matter.

Ensure CATS provides EEO training for employees and managers.

In conjunction with human resources, advise employees and applicants of available
training programs and professional development opportunities and the entrance
requirerents.

Audit postings of the EEQO policy statement to ensure compliance information is
posted and up to date.

CATS' managers; responsibilities

All CATS’ managers will be required to:

Participaie actively in periodic audits of all aspects of employment to identify and
remove barriers obstructing the achievement of specified goals and objectives.




Human Resources (HR) Director; responsibilities

Trina Bowie, the MR Director shall maintain the ongoing work force analysis charts,
delineating personnel changes by job category and then by race, national origin, and sex.
She will also work with the EEQ Officer in setting up the goals and timetables needed for
EEO purposes. The HR Director will continually do career counseling and ensure that
employees receive adequate training to perform their functions.

CATS' organizational chart

CATS' organizational chart has been inserted as Attachment A,
Section D
Utilization Analysis
This chart is inserted as Attachment B.
Section E--Goals and Timetables

Over the past few years, CATS has experienced a considerable amount of turnover in
its Human Resources (HR) Department. In fact, over that timeframe, three different
African American females have headed that department. The last HR Director vacated
the job in January 2017. Unfortunately, between January and April 2017, every
member of the HR Department, except the least experienced HR Pariner, resigned
unexpectediy.

During the period of November 2017 to April 2017, CATS hired two senior managers
and an HR Director {j.e., a Chief Administrative Officer (black male), Chief Operating
Officer (black male} and HR Director (black female)). As of the date of this report, the
appropriate HR records pertaining to those positions are either lost or incomplete at
best. Consequently, the numbers reported for this period do not include the actual or
estimated quantity or demographic classifications of the other applicants for those
positions. Going forward, CATS will ensure that these types of records are properly
maintained and related employment activities are accurately reported.

Four-fifths adverse Impact Summary

» Potential adverse impact in Professionals—in selection of males; in
selection of white males

» Potential adverse impact in Technicians—in selection of white females
and black females

+ Potential adverse impact in Adminisirative Support - in selection of black
males

» Potential adverse impact in Skilled Craft - In selection of black males

« Potential adverse impact in Service Maintenance ~ in selection of black
females




CATS will utilize this summary detail to enhance its recruitment efforts in the future. CATS'
goal is to hire at least one additional person in the areas identified as potential adverse
impact areas within the next twenty-four months.

Section F--Assessment of Employment Practices

in analyzing its total employment practices, CATS has not determined any barriers to
making its good faith efforts to meet EEQ goals. CATS has been very close to achieving
these goals and has made strides to improve its efforts. It is CATS' policy to make all
employment decisions without bias or discrimination.

During the last few years, CATS has continued to place a high emphasis on diversity and
EEO goals and expectations. Minorities and women have not been excluded from any
CATE' sponsored activities and programs and such programs are fully integrated.

Overview of CATS' Employment Practices

CATS' HR Department is responsible for filling all vacant positions at the transit system.

Employment advertisements are placed on CATS’ website, in the Baton Rouge Advocate
newspaper and on various other online websites.

All employment ads clearly state that CATS is an Equal Opportunity Employer.
Applicant screening and selection is carried out under the direction of the HR Director.
CATS hires the most qualified candidate, whether internal or externai. The HR Director
works with the department head to select the pool of qualified candidates.

Newly hired employees are trained in accordance with the needs of the position being
filled.

All disciplinary actions are reviewed by the HR Department. Disciplinary actions are
maintained in the employee’s personnel file.

Future Recruiting Efforts

Emphasis will be given to seeking and encouraging qualified women and men, minority,
and disabled applicants to apply at CATS. Job announcement will be given to minority
organizations, women's organizations, minority representatives at the State of Louisiana
Employment Division, and to the State of Louisiana Department of Vocational
Rehabilitation.

CATS' employment application form will be in conformance with the law. When job
announcements are advertised, they will include a statement that CATS is an Equal
Employment Opportunity employer.




Conviction information will not automatically preclude the possibility of employment with
CATS, but rather is considered only as the type of offense may be related to job
requirements.

Race, color, religion, sex, age, national origin, or disabilities are not factors in
determining qualifications.

CATS is committed to providing reasonable accommodations to applicants and
employees who need them because of a disability or to practice or observe their
religion, absent undue hardship.

CATS' department heads, directors, and managers will assist in identifying problem
areas, being actively involved with underrepresented community groups, participating in
employment audits, and making sure the agency's policies and procedures are
followed. Department heads, directors, and managers will also review employee
qualifications, participate in the review andfor investigation of complaints, and conduct
carger counseling.

The HR Director and the EEQ Officer will evaluate on a semi-annual basis CATS'
progress towards the established goals. The EEQ Officer will inform the rest of the
leadership team, including the Chief Executive Officer, on how CATS is doing.

Sect'ion G--Monitoring and Reporting Systemn

Based upon the performance objectives and performance standards of this plan, the EEO
Officer shall maonitor Capital Area Transit System's performance relative to hiring and
fraining. A semi-annual report shall be prepared for the CEO on the status of the EEQ
program.

CATS' HR Department will regularly keep the EEO Officer infarmed on hires, promotions,
disciplinary actions, terminations, suspensions, demotions, efc. with a breakdown on race,
color, national origin, disability, sex, ete.

CATS' EEOQ Officer will track complairits based on race, colar, national origin, sex, religion,
age, and disability. The EEO Officer will discuss and resolve these complaints with the
appropriate management staff, and the CEQ.

Section H--Discrimination Complaint Processing

All employees shall be free from any or all restraint, interference, coercion, or reprisal on
the part of thelr assaciates, supervisors and department heads in making any complaint or
appeal in serving as representatives of an appellant, in appearing as witnesses or in
seeking information. The above principles apply with equal force after a complaint has
been adjudicated. Should these principles be violated, the facts shall be brought to the
attention of CATS by the appellant, his representative or the person affected so that appro-
priate action may be taken.
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Informal complaints shall be adjudicated generally at the department manager level. When
an informal complaint is received by a manager, the manager shall advise the complainant
of the proper grievance and appeals process to be followed and ensure that the
complainant has full understanding of the process. The manager shall try to settle the
grievant complaint within the department.

If no resolution can be formulated at this level, a written grievant complaint should be filled
out by the complainant within 180 calendar days of the alleged discriminatory act giving
rise to the complaint and forwarded to the EEO Officer for complaint processing.

The EEO Officer shall ensure prompt investigation of each written complaint filed with his
office. The EEQ Officer has 45 days to complete the investigation and respond to the
complaint. The EEO Officer will investigate the complaint and make a determination onthe
action to be taken. [f the EEO Officer determines that the complaint is not valid or no
discriminatory act has occurred, he may dismiss the charge with a written letter to the
complainant. If, after an investigation of the complaint, the EEQ Officer has found that an
act of discrimination has occurred, the EEQ Officer will recommend CATS take immediate
action to remedy the situation. Any employee who is found to have violated this policy may
be subject to disciplinary action, up and including termination from employment.

Within five (5) working days of notification of the decision made by the EEO Officer, the
complainant, if having determined that the EEQ Officer's decision is not satisfactory, may
request, in writing, a formal appeal to the Chief Executive Officer (CEQ) for final judgment.
The discrimination appeal processing shall be subject to the approval of and/cr subsequent
modification by the CEO.

Retaliation against applicants and employees wheo file a charge or complaint of
discrimination, participates in an employment discrimination proceeding (such as an
investigation or lawsuit}, or otherwise engages in protected activity is strictly prohibited
and will not be tolerated.
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