


OFFICE OF THE CITY ATTORNEY 

EMPLOYMENT GOALS: 

Overall: 	Female representation is at parity. Minority representation has 
improved since the last review period. 

By Occupation: 
All positions within the department are exempt appointments. 
White & Black females are at parity. All other groups are slightly 
below parity. 

EMPLOYMENT ACTIVITY: 
Good outreach recruitment efforts. Minorities and females were reachable in all 
appointments. Minority appointments exceed target. The rate for females was slightly 
below target. The promotional rate for minorities and females was exceptional. 

SPECIAL EFFORTS: 

RECOMMENDATIONS: 
Provide Selection Interview and Disability Sensitivity and Awareness Training to staff. 
Explore developing a clerical-track career development component. 

COMMENDATIONS: 
Department is making excellent progress towards accomplishing goals. 



DEPARTMENT GOAL STATUS 

CITY ATTORNEY 

MALES . 	FEMALES 

WHITE P P 

BLACK U P 

HISPANIC U U 

ASIAN U U 

NAT. AMERICAN U U 

FILIPINO U P 

MINORITY FEMALE 

OVERALL GOAL U P 

OCCUPATIONAL GOAL STATUS 

SUPV POLTCE FIRE PFOF SK/CR S/MNT TECH rr,plz EXEMPT 

WHITE N/A N/A N/A N/A N/A N/A N/A N/A P 

BLACK N/A N/A N/A N/A N/A N/A N/A N/A / 

HISPANIC N/A N/A N/A N/A N/A N/A N/A N/A / 

ASIAN N/A N/A N/A N/A N/A N/A N/A N/A / 

NT. AM. N/A N/A N/A N/A N/A N/A N/A N/A 

FILIPINO N/A N/A N/A N/A N/A N/A N/A N/A / 

FEMALE 

siTPV POLTCE FTRE_ PO' SK/('R S/MNT TECH CLEF EXEMPT 

WHITE N/A N/A N/A N/A N/A N/A N/A N/A P 

BLACK N/A N/A N/A N/A N/A N/A N/A N/A P 

HISPANIC N/A N/A N/A N/A N/A N/A N/A N/A / 

ASIAN N/A N/A N/A N/A N/A N/A N/A N/A / 

NT. AM. N/A , N/A N/A N/A N/A N/A N/A N/A / 

FILIPINO N/A N/A N/A N/A N/A N/A N/A N/A P 

Priority 
Under utilization 
Under utilized but not significant 
Not applicable 
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CITY OF SACRAMENTO 
AFFIRMATIVE ACTION PLAN 

ANNUAL DEPARTMENT REVIEW 

Submitting Department: 	City Attorney's Office 

Review for Year: 	 12/93 to 6/30/95 

Return to AA Office by: 	March 13, 1996 

Dates To Be Reviewed By:  

City Manager: 

P & PE Committee: 

AA PARITY GOALS BASED 
ON 1990 CENSUS DATA: 

DEPARTMENTS STATISTICS FOR 
CURRENT YEAR: 

Caucasian Male 25.54% Caucasian Male 28% 
Female 27.83% Female 32% 

1 
Black Male 7.03% Black Male 4% 

Female 7.76% Female 16% 

Hispanic Male 8.17.% Hispanic Male 4% 
Female 8.08% Female 4% 

Asian Male I 7.22% Asian Male 4% 
Female ' 5.23% Female 4% 

Native American Male 0.47% Native American Male 0% 
Female 0.48% Female 0% 

Filipino Male 1.13% Filipino Male 0% 
Female 0.82% Female 4% 

Other Male 0.12% Other Male 0% 
Female : 0.12% Female 0% 
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ANNUAL DEPARTMENT REVIEW 

Review of Previous Year's Action Plan 

Department: 	City Attorney's Office 

Prepared by: 	Kathy J. Widmer 

1. 	Please state whether previous year's recommendations (attached) of the Affirmative 
Action Advisory Committee Were implemented. If so, explain when, how, etc., and, 
if not, why. Also indicate whether the intended results were achieved. 

During 1994 and the first 6 months of 1995, as a result of turnover and two new positions, 
the City Attorney's Office hired or promoted 7 minorities out of a total of 9 opportunities. 
At June 30, 1995, as a result of these hires and promotions, staff consisted of 16 attorneys 
(1 position was still vacant): 7 white males, 1 black male, and 1 Asian male, 4 white 
females and 2 black females; 10 support staff (1 position was vacant): 1 Hispanic male, 
4 white females, 2 black females, 1 1 Asian female, and 1 Filipino female. 

The recommendations for the previous reporting period indicated that "[o]verall females 
are at parity, but minorities are underutilized. Only Hispanic and Asian male show a 
significant underutilization ." During the current reporting period, an Hispanic male, 
Asian male, and 2 black females Were hired. This brings our utilization statistics to work 
force parity in all areas. 

Parity: 	City population parity is not equivalent to relevant work force parity. The 
analysis of the previous reporting period which indicates underutilization of ethnic 
minorities is skewed because it takes into consideration the entire City population rather 
than the relevant work force population. The relevant attorney work force is the population 
of attorneys in the City of Sacramento (or State of California). To be accurate, the attorney 
staff statistics should be compared with the demographic statistics for the population of 
attorneys in the City (or State). It might be impossible for the attorney work force in the 
City Attorney's Office to reach parity with the City population unless the size of the office 
increases significantly and the number of ethnic minority attorneys in the community 
increases proportionally with population growth. This is clearly not the trend. 

Current efforts to achieve relevant attorney work force parity are hampered by the fact that 
the percentage of ethnic minority attorneys in the State of California is significantly less 
than the percentage of their respective populations. In fact, the California State Bar 
Association reports that all ethnic minority attorneys make up only 9% of the State's 
attorneys (black 2%, Asian 3%, 'Hispanic 3%, other 1%). As a direct result of such low 
percentage, qualified ethnic minority attorneys are in great demand. This is evidenced by 
the fact that all of the Hispanic candidates who were well qualified for and offered an 
appointment to a deputy city attorney position in 1994, accepted better paying positions 
with private law firms or other public agencies. 

The percentage of ethnic minority attorneys on the City Attorney's Office staff as of June 
30, 1995, is 25%, far above the relevant attorney work force in the City of Sacramento and 
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the State of California. Based on the relevant work force demographics provided by the 
California State Bar Association, our office has exceeded parity for ethnic minorities with 
the exception of Hispanic males and females. (An Hispanic female attorney was hired in 
August, 1995.) 

2. Please advise how you monitor the hiring process. 

Recruitment efforts for our attorney and support staff positions include substantial direct 
contact with resources that might have information regarding the availability of qualified 
candidates who are ethnic minorities, women and persons with disabilities. We made 
contacts with the local area law schools, area law firms, the State Bar of California, the 
Sacramento County Bar Association, regional ethnic minority and specialty bar 
associations, community organizations such as churches and professional associations, 
community newspapers and other resources that might be suggested by the City's 
Affirmative Action Advisory Committee. Recruitment and outreach efforts were also 
conducted through telephone calls, presentations to bar associations and other 
organizations, letters and notices, and advertisements. 

3. Please attach a copy of your department's organization chart and career 
development plan. 

We have not established a formal career development plan. The City Attorney has met 
and discussed career development with all the attorneys who expressed an interest. 
Career guidance discussions and follow-up were offered to all support staff based on the 
material provided by the City's Human Resources Department. It is difficult to establish 
a career development plan for the office, with the exception of the attorneys, because the 
typist/clerks and legal secretaries have only two classes in each of their respective career 
ladders. 

1 



SACRAMENTO CITY ATTORNEY'S OFFICE 
ORGANIZATIONAL CHART - 1996 

Samuel L. Jackson 
City Attorney  

LITIGATION ADVISORY SUPPORT STAFF 

Kathy Widmer 
Office Administrator 

Theodore H. Kobey, Jr. 
Assistant City Attorney 

William P. Carnazzo 
Assistant City Attorney 

Shana S. Faber 
Deputy City Attorney 

H. Michon Johnson 
Deputy City Attorney 

Joseph McInerney 
Deputy City Attorney 

Sandra G. Talbott 
Deputy City Attorney 

Regina Silva 
Deputy City Attorney 

Robert D. Tokunaga 
Deputy City Attorney 

Law Clerks 
and Interns 

Sheila Carter 
Secretary to City Attorney 

JoAnne Edwards 
Secty to Asst City Attorneys 

Judy Sanders 
Legal Secretary - Advisory 

Natalie Green 
Legal Secretary - Advisory 

Jeannette Lee-Boykin 
Legal Secretary - Litigation 

Joanne Barnes 
Legal Secretary - Litigation 

Gloria Terk 
Legal Secretary - Litigation 

Gina McGee,Typist Clerk 
Dan Armendariz, Typist Clerk 

Richard E. Archibald 
Deputy City Attorney 

Diane B. Baiter 
Deputy City Attorney 

Catherine H. Brown 
Deputy City Attorney 

Bruce C. Cline 
Deputy City Attorney 

Byron D. Damiani 
Deputy City Attorney 

Tamie Milligan-Harmon 
Deputy City Attorney 

Joe Robinson 
Deputy City Attorney 

Stephanie K. Shimazu 
Deputy City Attorney 

Law Clerks 
and Interns 



ANNUAL DEPARTMENT REVIEW 

ASSESSMENT OF DEPARTMENT AFFIRMATIVE ACTION EFFORTS 

YES  N_Q 	 RECRUITMENT  

Have you had hiring activity during this review period? (If none, go to 
question 1 of the Personnel Activity section, and complete remainder of form. 

1. Recruited applicants from high school? Community colleges? Universities? 
Specialized schools? 

2. Sent job announcements to minority organizations? 	Women's 
organizations? Professional organizations? Unions? Organizations for the 
Disabled? 

3. Established programs for recruiting minorities, women and disabled 
persons? 

4. Monitored results of recruitment efforts to ensure that all sources are 
effectively reached? 

5. Participated in career/job fair or other outreach efforts? 

SELECTION AND APPOINTMENT 

_x_ 	1. Do hiring panels include minorities, female and disabled persons? 
when available 
_x_ 	2. Are all reachable candidates interviewed before a hiring decision is made? 

_x_ 3. Is the hiring authority required to report the reason why candidates were not 
hired? 

4. Is the affirmative action implication of appointments considered? 

_x_ 5. Have all supervisors responsible for selection received selection interview 
training ? 

PERSONNEL ACTIVITY 

I. Are training programs publicized to all employees? 

2. Are training opportunities made available equally? 

3. Does this department make use of Career Development Trainee (CDT) or 
other programs to provide a means for women, minority or disabled persons 
to gain entry into the workforce? 



YES HQ 	 PERSONNEL ACTIVITY (Continued) 

_x_ 	4. Are promotional opportunities equally made available to all employees? 

_x_ 	5. Are training opportunities for promotions available to all employees? 

_x_ 6. Do you have a comprehensive career development plan? 

_x_ 	7. Is information on career development provided to all employees? 

_x_ 	8. Are employees encouraged to develop career development plans and those 
plans reviewed by management periodically to ensure necessary support is 
given to employees' to realize goals? 

_x_ 9. Are there bridging classes available for use in your department ? 
_x_ 	Do you need additional bridging classes ? 

SPECIAL EMPHASIS  

1. Has this department identified position(s) where disabled persons may be 
accommodated? If yes, identify the position(s). 

All positions. We have given Consideration to this during hirings. No known disabled 
persons have applied. 

_x_ 	2. Has this department made efforts to ensure that its programs, services, and 
facilities are available to persons with disabilities? If yes, identify those 
efforts. 

We have identified conference °  room space on the first floor of this building for meetings 
with persons with disabilities whO may not be able to get to the 6th or 7th floors. We have 
also used the TDD services through Pacific Bell and available in Human Resources on the 
first floor. Pick up and delivery , of documents and other items may take place on the first 
floor. 

_x_ 	3. Has this department participated in an intern or mentor program? 
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ANNUAL DEPARTMENT REVIEW - WORKSHEET #1 

DEPARTMENT: CITY ATTORNEY'S OFFICE 

REPORT PERIOD: FROM 12131193 TO 6/30/95 

1. 	Total New Employees Hired (does not include promotions of existing 	employees); 
Supervisory 
Police 
Fire 
Professional 
Skilled Craft 
Service Maintenance 
Technicians 

- Clerical 
Exempt 

Of the new employees hired, the following shows the number of instances where 
minorities were reachable and hired. 

Minority Was 	Minority Was 
Reachable 	 Hired 

Supervisory 
Police 
Fire 
Professional 
Skilled Craft 
Service Maintenance 
Technicians 
Clerical 
Exempt 

Of the new employees hired, the following shows the number of instances where 
a female was reachable and hired. 

Female Was 	Female Was 
Reachable  Hired 

Supervisory 
Police 
Fire 
Professional 
Skilled Craft 
Service Maintenance 
Technicians 
Clerical 
Exempt 



100% 

Annual Department Review - Worksheet #1 (Continued) 

2. 	Total Number of Employees Promoted: 

(This includes flex staffing promotions under Civil Service Rule 3.5(c)(4). 

Supervisory 
Police 
Fire 
Professional 
Skilled Craft , 
Service Maintenance 
Technicians 
Clerical 
Exempt 

Of the employees promoted the following shows the number of instances where 
minorities were reachable and promoted. 

Minority Was 	Minority Was 
Reachable 	 Hired  

Supervisory 
Police 
Fire 
Professional 
Skilled Craft 
Service Maintenance 
Technicians 
Clerical 
Exempt 

Of the employees promoted, the following shows the number of instances where 
a female was reachable and promoted. 

Female Was 	 Female Was 
Reachable 	Hired  

Supervisory 
Police 
Fire 
Professional 
Skilled Craft 
Service Maintenance 
Technicians 
Clerical 
Exempt 



NOTE: If the % of representation is below parity for an occupational category, 
please complete Worksheet #2 for Promotions and New Hires for that occupational 
category. 



ANNUAL DEPARTMENT REVIEW WORKSHEET #2- NEW HIRES 

DEPARTMENT: CITY ATTORNEY'S OFFICE 

OCCUPATIONAL CATEGORY: CAREER - EXEMPT 

Class Instances 	Instances 
Minority 	Minority 
Reachable 	Hired* 
* 

Instances 	Instances 
Female 	Female 
Reachable 	Hired 

Reasons For Action or Waiver** 

Exempt 7 	 1-03  3 - 02 
1 - 04 
3-02  

* Please use ethnic codes to identify each minority. 	 " This information is for Affirmative Action Staff use. 
ETHNIC CODES:  01 White; 02 Black; 03 Hispanic; 04 Asian; 05 Native American; 06 Filipino; 07 Other 

• 



ANNUAL DEPARTMENT REVIEW WORKSHEET #2- PROMOTIONS 

DEPARTMENT: CITY ATTORNEY'S OFFICE - 

OCCUPATIONAL CATEGORY: CAREER - EXEMPT 

Class Instances 
Minority 
Reachable 
a 	t 

Instances 
Minority 
Hired* 

Instances 
Female 
Reachable 

Instances 
Female 
Hired 

Reasons For Action or Waiver** 

T 

Exempt 2 1 - 02 2 2 
1-06    

* Please use ethnic codes to identify each minority. 	 " This information is for Affirmative Action Staff use. 
ETHNIC CODES:  01 White; 02 Black; 03 Hispanic; 04 Asian; 05 Native American; 06 Filipino; 07 Other 



OCCUPATIONAL CATEGORY 

ANALYSIS: (Prepared by the Affirmative Action Office) 

GOAL: 

Numerical Goals set by the department to achieve parity. 

MALE 	 FEMALE 

Caucasian: 
Black: 
Hispanic: 
Asian: 
Native American: 
Filipino: 

Total Minority:   Total Female: 	  

Considerations Toward Meeting Goal: (To be completed by the reporting department.) 

TIMETABLE: Check length of time in which above goal may be reasonable met. 

Minority: 	1 Year 2 Years 	3 or more Years 

Female: 	1 Year 	 2 Years 	3 or more Years 

12 



CITY ATTORNEY'S OFFICE 
AFFIRMATIVE ACTION PLAN 

MANAGER'S STATEMENT: 

The City Attorney's Office is committed to developing a fully diversified work force in 
accordance with the City's Affirmative Action/Equal Employment Opportunity Policy. This 
commitment is evidenced by recent and anticipated activity in the office as explained under the 
RECRUITMENT/OUTREACH & SELECTION and CAREER DEVELOPMENT &TRAINING 
sections of this report. 

GOALS & TIMETABLES 

Attorney positions within the City Attorney's Office are all filled by exempt management 
appointment and all support staff positions, by exempt confidential/administrative appointment. 
Within the past year, the City Attorney's Office completed an analysis of its 1993 work force 
diversity. During the 1993 calendar year, our work force consisted of 24 employees: 15 
attorneys and 9 support staff. Among the attorneys there were 1 black male, 6 white males, 1 
hispanic female and 7 white females. Among support staff there were 2 black females, 1 asian 
female, 4 white females and 2 filipino females. The analysis included a comparison of the 
department's staff with the Affirmative Action parity goals based on the 1990 census for the City 
of Sacramento. This comparison showed parity with white, black and filipino females and 
females overall. Additionally, the analysis reflected undenailization of ethnic minorities, 
specifically hispanic and asian males. 

During 1994, as a result of turnover and two new positions, the City Attorney's Office 
hired or promoted 5 minorities out of a total 6 opportunities. As a result of these hires and 
promotions the staff now includes 16 attorneys (2 attorney positions remain vacant) consisting 
of 1 black male, 1 asian male, and 6 white males, 1 black female and 5 white females; and 10 
support staff (1 position is vacant) including 3 black females, 1 asian female, 4 white females, 
and 1 filipino female. 

City population parity is not equivalent to relevant work force parity. The determination 
that parity was achieved in some respects and that there was underutilization of ethnic minorities 
in other respects is somewhat skewed by the fact that the analysis took into consideration the 
entire City population rather than the relevant work force. More specifically, the relevant 
attorney work force is the population of attorneys in the City of Sacramento (or State of 
California). To be more accurate, the attorney staff statistics should be compared with the 
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demographic statistics for the population of attorneys in the City (or State). It might be 
impossible for the attorney work force in the City Attorney's Office to reach parity with the City 
population unless the size of the office increases significantly and the number of ethnic minority 
attorneys in the community increases proportionally with population growth. This is clearly not 
the trend. 

• 

Current efforts to achieve relevant attorney work force parity are hampered by the fact 
that the percentage of ethnic minority attorneys in the State of California is significantly less than 
the percentage of their respective populations. In fact, the California State Bar Association 
reports that all ethnic minority attorneys make up only 9% of the State's attorneys (black 2%, 
asian 3%, hispanic 3%, other 1 %) As a direct result of such low percentage, qualified ethnic 
minority attorneys are in great demand. This is evidenced by the fact that all of the hispanic 
candidates who were well qualified for and recently offered an appointment to a deputy city 
attorney position, accepted better paying positions with private law firms or other public 
agencies. 

The percentage of ethnic minority attorneys currently on the City Attorney's Office staff 
is 21%, far above the relevant attorney work force in the City of Sacramento and the State of 
California. Based on the relevant work force demographics provided by the California State Bar 
Association, our office has exceeded parity for ethnic minorities with the exception of hispanic 
males and females. 

RECRUITMENT/OUTREACH : & SELECTION. 

Recruitment 

Recruitment efforts for the two remaining attorney positions and future vacancies will 
include substantial direct contact with resources that might have information regarding the 
availability of qualified candidates who are ethnic minorities, women and persons with 
disabilities. Contacts will be made with area law schools, area law firms, the State Bar of 
California, the Sacramento County Bar Association, regional ethnic minority and specialty bar 
associations, community organizations such as churches and professional associations, 
community newspapers and other resources that might be suggested by the City's Affirmative 
Action Advisory Committee. Recruitment and outreach efforts will be conducted through 
telephone calls, presentations to bar associations and other organizations, letters and notices, and 
advertisements. 

Through these recruitment efforts the City Attorney's Office will attempt to achieve 
parity with the relevant work force in as many areas of underutilization as possible. 

This office continually seeks the advice and guidance of the Affirmative Action Officer .  
for recruitment to guarantee that we target organizations, newspapers and other resources 
available to ethnic minorities, women and persons with disabilities. 
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Selection  

The City Attorney's Office has established methods to ensure that selection processes do 
not arbitrarily exclude individuals in underutilized groups. For example, efforts will be made 
to include ethnic minorities, females and, when available, persons with disabilities on screening 
panels; screening panels and City Attorney will receive selection screening training; and all 
candidates recommended for an interview will be invited to participate in an interview before 
a hiring decision is made. Additionally, for each recruitment the gender, ethnicity and disability 
status for each applicant is made available to the City Attorney prior to appointment. 

The office is considering establishing a recruitment/selection process evaluation for hiring 
decisions. The evaluation would show the recognized goals at the outset of the recruitment, 
efforts in the recruitment process to reach ethnic .minorities, females and persons with 
disabilities, and statistics regarding the candidates interviewed and hired. These evaluations will 
be maintained with the current Affirmative Action Plan and used to evaluate the effectiveness 
of the plan. 

CAREER DEVELOPMENT & TRAINING 

The City Attorney has established a procedure for assessing career development desires 
and opportunities for all staff. Major efforts were undertaken in early 1994 to develop a career 
development plan for support staff. The plan could not be implemented due to budgetary 
concerns. Career guidance discussions and follow-up are being offered to all support staff, 
based upon the workshop and handbook of the same subject provided by the City's Human 
Resources Department. Efforts are constantly being made to provide training which will afford 
career opportunities for all support staff as technology enhances the delivery of legal services 
and the traditional support staff functions are necessarily phased out. 

In June of this year, the City Attorney extended to all attorneys the opportunity to discuss 
career development. Several attorneys participated and offered suggestions which will be 
explored. For example, attorneys have been traditionally (perhaps unintentionally) excluded 
from the process of applying for and transferring into non-legal management positions which 
might further their career development. One attorney requested this issue be addressed with the 
City Managert;nd efforts.be  undertaken to discontinue this perceived practice. 

All City Attorney staff will be cross-trained in various aspects of the delivery of legal 
services. To facilitate such training while reducing anxiety and stress associated with change 
and learning curves, the office is creating advisory and litigation information banks, enhancing 
office automation,and establishing policies and procedures to promote uniformity. In addition, 
the office has entered into an agreement with the Sacramento County District Attorney to 
provide Deputy City Attorneys the opportunity to learn and improve jury trial skills. 

October 24, 1994 



AMERICANS WITH DISABILITY ACT (ADA) COMPLIANCE 

Due to the age of the facilities in which the Office of the City Attorney is currently 
housed and the fact that the office is located on the sixth and seventh floors, little can be 
accomplished to make the office more accessible to those with physical impairments. Thus, 
most of the business and other activities involving physically impaired individuals must be 
conducted on other floors of the building or in other facilities which are more accessible. 

The City Attorney is currently undertaking efforts to address space needs for the future. 
The planning efforts for such space needs will include input from persons with disabilities. 

Vv 'thin our normal recruitment efforts, we will be making every effort to target persons 
with disabilities by placing job announcements with organizations for the disabled. Additionally, 
we will encourage the law schools to refer law students with disabilities to participate in our 
internship and law clerk programs. 

SPECIAL EFFORTS 

The City Attorney's Office actively participates with the local law schools (McGeorge 
School of Law and UC Davis law school) to provide to law students paid clerkships and 
internships for school credit. In addition, law students and law graduates are permitted to. 
volunteer time to gain experience in the Office of the City Attorney. These programs create 
opportunities for ethnic minorities, women, persons with disabilities and others to develop legal 
talents under the supervision of experienced attorneys. The experience and training received by 
these individuals will prove invaluable as they search the job market for law-related positions. 
The internships and work experience opportunities are innovative ways to allow the City to assist 
in training individuals of groups which may be underutilized in the work force. Such training 
does not adversely impact the City Attorney's budget. 

Over the past year, the City Attorney's Office has provided this opportunity to 15 to 20 
law students. This semester, 7 law students are working in the City Attorney's Office, 2 paid 
law clerks (1 black male and 1 asian male) and 5 interns (2 white males, 2 white females, 1 
filipino female). One of our interns, a filipino female, who completed law school in the 
Philippines and recently tool the California Bar Examination, has been given the opportunity • 
to gain legal work experience in our office which she might not have received elsewhere. 

Additionally, our office is registered with the California State Bar as a provider of 
Continuing Legal Education. Included in the education program provided by our office are bias-
elimination seminars. All staff are encouraged to attend these bias -elimination programs 
presented by our office and/or other providers of such programs. 
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MONITORING 

The City Attorney has established a procedure for monitoring the effectiveness of the 
office Affirmative Action Plan and making timely adjustments in our programs when 
effectiveness is not demonstrated via an annual review and report. In addition to this annual 
review, the City Attorney's Office monitors the effectiveness of the plan by updating the hiring 
statistics every 6 months and reviewing the hiring goals prior to all hiring decisions and major 
decisions affecting staffing and facilities. When necessary, the plan, goals and statistics will be 
reviewed to address affirmative action issues raised by the City's Affirmative Action Officer or 
the City's Affirmative Action Advisory Committee. 

Our mid-year review is made by the City Attorney or the Administrative Officer. The 
annual review is made jointly by the City Attorney, the Assistant City Attorneys and the 
Administrative Officer. Prior to this annual review, all staff will be asked to offer any input 
they might have regarding the review and update of the Affirmative Action Plan. Review dates 
and action taken, if any, are maintained in a log and filed with the current Affirmative Action 
Plan. And, as mentioned in the Selection section above, the written evaluations of hiring 
processes and decisions will be included in the mid-year and annual reviews. 

' Our monitoring focuses on adjustments to recruitment efforts as new information becomes 
available, elimination of potential bias from employment applications and the interview process, 
structure of the hiring process, elimination of bias in the work place, work force parity and. 
underutilization, accessibility of facilities, career development opportunities and other matters 
which will further the objectives of the office Affirmative Action Plan as determined by the City 
Attorney, the City's Affirmative Action Officer or the City's Affirmative Action Advisory 
Committee. 

SAM 	L. JAC SON 
Attorney 
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1994 EMPLOYMENT SURVEY PERCENTAGE OF UNDERUTILIZATION 	' EMPLOYMENT 
FORECAST 

NUMERICAL GOALS FOR YEAR TARGET DATE 
TEAR 

UTILIZATION ANALYSIS/ 
GOALS 8. TIMETABLES 

MALE FEMALE MALE FEMALE MALE FEMALE 
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