
+j++++
+++,+++,+++++++ + +..++++ ++m++,+

Ob MRNUFRCTUREDTO I:::IITM STIqNOI::IRDS _.+_

BY APPLIED "I"MRGE. INC. _\ ///-/_x'%_:'_'_
,.,_%+





PUB-3274

,



DEFINITIONS OF TERMS USED IN THE 1993 LBL AFFIRMATIVE ACTION PLANS

OVERVIEW The following terms and definitions are used in the Laboratory'sCalendar Year
1993 Affn'mativeAction Program(AAP). This listof definitions and terms is not
intended to be exhaustivebut is limited to those words that aremore significant to
the administration of Aff'u'mativeAction / Equal Opportunity (AA/EEO)
programs.

AA/EEO POLICY
STATEMENT Laboratorypolicy requiresa positive, concertedeffort to ensureequal employment

opportunity for all employees and qualified prospective employees. The
Laboratory does not discriminatein any of its policies, proceduresor practices on
the basis of race, color, national origin, religion, sex, sexual orientation,
disability, age, veteransstatus, medical condition (as defined in Section 12926 of
the California Government Code), ancestry, or marital status; nor does the
Laboratorydiscriminateon the basis of citizenship, within the limits imposed by
law, Department of Energy (DOE) or University of California regulations. The
Laboratory also undertakes affu'mative action regarding women, minorities,
individuals with disabilities, and covered veterans.

ADVERSE IMPACT A substantially different rate of selection in employment decisions--such as
hiring, termination, promotion--which adversely affects minority and female
applicants and employees. One concludes that there is evidence of adverse
impact when the selection rate forwomen and minorities is less than 80% of that
for non-protectedclasses. Adverse impact should be a flag to triggerconcern and
merit further review; in no way does it demonstrate that some form of
discrimination has taken place. The methodology forassessing adverse impact is
described in the 1993 AffirmativeAction Plan.

AVAILABILITY POOL The percentageof minorities and women with the skills requiredfor a specific job
group. Availability figures are used to determine if the Laboratory'spopulation is
comparableto the population of individuals qualified to hold positions in specific
JobGroups, i.e., if the Laboratory is fully utilizing minorities or women. Exhibit
B of the 1993 Affirmative Action Plan provides background information on
availabilitydataforeach Job Group.

COVERED VETERANS Individuals who are considered special disabled veterans or veterans of the
Vietnam Era.

EQUAL EMPLOYMENT
OPPORTUNITY (EEO) Federal and state laws that guarantee all people the right to apply and be

evaluatedfor job opportunities,promotions, performance, and all other personnel-
related actions, regardless of race, color, sex, national origin religion, age,
disability, veteran status, marital status, ancestry, sexual orientation, or medical
condition (as defined in Sec. 12926 of the California GovernmentCode.) Equal
employmentopportunitygives everyone the right to be consideredfor a job on the
basis of his or her ability.
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PURPOSE AND DESCRIPTION OF AFFIRMATIVE ACTION PERSONNEL
ACTION PROGRAMS

The Lawrence Berkeley Laboratory's Affirmative Action Personnel Program Plan serves as a working document
that describes current policies, practices and results in the area of personnel Afftrmative Action. It represents the
Laboratory's framework for an affirmative approach to increasing the representation of people of color and
women in segments of our work force where they have been underrepresented and taking action to increase the

employment of persons with disabilities, special disabilities and Vietnam-era veterans. The Plan describes the
hierarchy of responsibility for Laboratory Affirmative Action, the mechanisms that exist for full Laboratory

participation in the Affirmative Action Personnel Program Plan, the policies and procedures governing
recruitment at all levels, the Laboratory's plan for monitoring, reporting and evaluating Affirmative Action

progress, and a description of special Affirmative Action programs and plans the Laboratory has used and will
use in its efforts to increase the representation and retention of groups historically underrepresented in our work
force.

• Section I includes the Laboratory's policies, practices and programs in support of equal employment

opportunity. It should be of interest to parties concerned about Laboratory policy.

• Section II includes a summary of Laboratory-wide initiatives and progress toward addressing goals in
1993 and an overview, for each Division, of affirmative action efforts made in 1993 and action-oriented

programs for 1994. It should be of interest to individuals interested in specific programs and
accomplishments (both Lab-wide and Division-based), progress made toward stated goals, and plans for
1994.

• Section III includes background material that is the foundation for the underutilization analyses requ_r_

by Federal law.

Section IV is a separate Affirmative Action Plan that addresses the Laboratory's equal employment opportunity
and affirmative action responsibilities with regard to Vietnam-era Veterans, Special Disabled Veterans and
individuals with a disability.

The contents of this plan are intended to implement our Affirmative Action policy in ways that are consistent
with federal law as specified by Executive Order 11246 as amended, Revised Order No. 4 issued by the

Department of Labor and University policy.
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PREFACE

This document is the Affirmative Action Plan forJanuary1, 1994 throughDecember 31, 1994 for the Lawrence
Berkeley Laboratory,Universityof California("LBL" or "the Laboratory"). This is an official documentthat will
be presented upon request to the Office of Federal ContractCompliance Programs, U.S. Department of Labor.
The plan is preparedin accordancewith the Executive Order 11246 and 41 CFR Section 60-1 et seq. covering
equal employment opportunity andwill be updatedduringthe year, if appropriate. It is availablefor inspection to
any employee, applicant, or compliance agency upon request during normal business hours by contacting the
Equal OpportunityAdministratorat 486-6588.

Statistical Analyses

Analyses included in this volume as requiredby governmentregulations are based on statistical comparisons.All
statistical comparisonsinvolve the use of geographicareasand varioussources of statistics. The geographic areas
and sources of statistics used here are in compliance with the governmentregulations, as interpreted.The use of
any geographic area or statistic does not indicate agreement that the geographic area is the most appropriateor
that the statistic is the most relevant. The use of such geographic areas and statistics is intended to have no
significance outside the context of this Aff'u-rnativeAction Plan, although, of course, such statistics and
geographic areaswill be used in good faith with respect to this Affumative Action Plan.

Terminology

Such terms as "underutilization"and "problemareas" arerequiredby governmentregulations, including Revised
OrderNo. 4, andby positions takenby governmentrepresentatives. Theseterms have no independentsignificance
whatsoeverand the criteriaused in relation to these terms aresimilarly those related to governmentrequirements
and preferences. Such terms ate used in good faith in connection with this Affirmative Action Plan; however,
their use does not signify agreement that they areproperlyapplied to any particular factual situation. Specifically,
the use of such termsdoes not constituteany admissionof unlawfuldiscrimination.

Affirmative Action Plan Year

LBL has designated its Aff'u'mativeAction Plan (AAP) year as January through Dec.ember.This plan reports
statistical resultsfor the period beginning October1, 1992 andending September30, 1993.



SECTION I
A. INTRODUCTION

Lawrence Berkeley Laboratory (LBL) is a multiprogram national research facility operated by the University of
California (UC) for the Department of Energy (DOE). In 1993, LBL had over 3500 employees and guests and a
total budget of approximately $261 million supporting a wide range of research activities in fields ranging from
high energy physics to energy conservation. The role of LBL as a DOE National Laboratory is to serve the nation
and i)s scientific and educational communities. To do this, LBL operates unique, large research facilities and
performs energy related research. Its fundamental mission is to provide national scientific leadership and
technological innovation to support the DOE's objectives. The Laboratory and DOE have established the LBL
role in the form of a mission:

• Perform leading multidisciplinary research in the energy sciences, general sciences, and biosciences in a m
manner that ensures employee and public safety and the protection of the environment;

• Develop and operate unique national experimental facilities the, are available to qualified investigators: The
Advanced Light Source, National Center for Electron Microscopy, 88-Inch Cyclotron, and National Tritium
Labeling Facility;

• Educate and train future generations of scientists and engineers; and

• Transfer knowledge and technological innovations and foster productive relationships between I.,BLresearch
programs and industry.

LBL'S VISION AND STRATEGIC OBJECTIVES

LBL has undertaken a comprehensive strategic planning effort to define its vision, core competencies, strategic
objectives, and implementary actions. This process has included assessing its programs and operating context,
defining specific issues confronting the future, and addressing both LBL and DOE program objectives. At the
same time, LBL has been working with DOE and other national laboratories to define mutual research and
development roles to support the DOE mission, planning and quality management initiatives.

LBL's Vision 2000 establishes the overarching goals of the Laboratory's strategic planning effort. It focuses on
the DOE as the Lab's primary sponsor, but also establishes a commitment to reaching out and forging new
partnerships with industry, academia, and other national laboratories to create value for the economy, enhance
education and contribute to the community. The four major goals of Vision 2000 are as follows:

• Distinguish ourselves as a premier DOE multiprogram national laboratory by performing research of the
highest scientific quality. Build on our educational and technical resources to gain a competitive advantage
for addressing problems of national significance and advancing the mission of the DOE.

• Create value for the economy, enhance education, and contribute to the community through partnerships with
industry, universities, and other laboratories.

• Make LBL the location of choice for facilities and programs. Our operational, administrative, and technical
resources will integrate seamlessly with the research and engineering programs to make an LBL that works.
All of our activities will be conducted with full regard for the environment, health, and safety.

• Commit to developing our people to their fullest potential. We value and seek diversity in our work force.
We will create an environment that respects the individual, encourages leadership, stimulates innovation,
fosters integrity, and demands excellence.



CORE COMPETENCIES AND FOUNDATIONS

The ability of the Laboratory to advance its mission depends upon a small number of "core competencies."
Recognizing them is the first step in determining how the laboratory can make the best contributions to the
agencies we serve. Core competency is defined as the integration of research disciplines, personnel, skills,
technologies, and facilities which produce basic research, applied research, technical advances, and research
training. Core competencies can be applied to rapidly changing national needs and new research problems while,
at the same time, undergoing evolution themselves. Beyond our core eompetencies in specific technical areas,
there are also several key capabilities that are integrated into, or underlie, many of the core competencies. We
refer to these as "foundations" in order to distinguish them from the core competencies. LBL has identified six
core competencies and four foundations. They are listed below.

Core Competencies

• Bioscience and Biotechnology: Structural biology; genome research; bioinstrumentation; molecular
cytogenetics; medical imaging; biology of human diseases; biomolecular design.

• Particle and Photon Beams: Analysis and design of accelerators; beam dynamics; high-brightness, ion, and
photon sources; advanced magnet design and R&D; high-frequency rf technology; x-ray optics and
lithography; induction linacs and neutral beams for fusion energy.

• Characterization and Synthesis of Materials: Advanced speetroscopies and microscopies based on photons,
electrons, and scanning probes; ceramics; alloys; heterostructures; superconducting, magnetic, and atomically
structured materials; bioorganic synthesis.

• Advanced Technologies for Energy Supply and Energy Efficiency: Subsurface resources and processes;
building technologies; electrochemistry; fossil fuel technologies; energy analysis.

• Chemical Dynamics, Catalysis, and Surface Science: Reaction dynamics; photochemistry of molecules and
free radicals; surface structures and functions; heterogeneous, homogeneous, and enzymatic catalysis.

• Advanced Detector Systems: Major detectors for high-energy physics, nuclear science, and astrophysics;
scientific conception and project leadership; advances in particle and photon detection; implementation of
new concepts in detector technology.

In addition, there is an emerging core competency in Environmental Assessment and Remediation. This includes
advanced instrumentation and methods for environmental characterization and monitoring; human health and
ecological risk assessment; indoor air quality; subsurface remediation of contaminants; geologic isolation of high-
level nuclear waste; and actinide chemistry.

Foundations

• National Research Facilities: Advanced Light Source; National Center for Electron Microscopy; 88-Inch
Cyclotron; National Tritium Labeling Facility.

• Computation and Information Management: High-speed networking and distributed computing; processing
and analysis of scientific images; data-acquisition and analysis systems; scientific information systems;
database technology.

• Engineering Design and Fabrication Technologies: Custom integrated circuits; integrated accelerator
systems; superconducting magnet assemblies; insertion devices for synchrotron radiation; large-volume
semiconductor detector technology; laboratory automation; advanced CAD/CAM facilities for large systems;
facilities for materials processing and fabrication.



• Education of Future Scientists and Engineers: Undergraduate, graduate, postdoctoral, and faculty

involvement in scientific and engineering research through close ties with the University of California
system; educational programs for elementary schools, high schools, and colleges.



SECTION I

B. DISSEMINATION OF POLICY: INTERNAL AND EXTERNAL

The Laboratory disseminates its policy on equal employment opportunity/affirmative action (EEO/AA) both
internally and externally in the ways listed below.

Director's EEO/AA Statement

To ensure that all Laboratory employees and managers are familiar with the Laboratory's policy on equal
employment opportunity and affirmative action, the Laboratory Director distributes an annual policy statement
confirming his personal commitment as well as the organizational commitment. The 1994 Statement is on the
following page.

Laboratory Briefings

The Office of Work Force Diversity disseminates the Laboratory's Affirmative Action Plan to the Director, the
Deputy Director, the Associate Laboratory Directors, each Division Director, the Human Resources Department
and the Laboratory libraries. The Equal Opportunity Administrator provides information about the Laboratory's
progress in meeting goals through annual briefings with management and the Diversity Committee.

Publications within the Laboratory

The Laboratory emphasizes its commitment to affirmative action through news stories and announcements that
identify and describe the accomplishments and contributions of minority and female employees in Currents,
LBL's weekly newsletter, which is distributed to all employees.

The Regulations & Procedures Manual which is distributed throughout the Laboratory includes a summary
statement of the Laboratory's Affirmative Action policy in Section 2.01A as does the Employee Handbook. The
Laboratory's Affirmative Action Plan is a promulgation of Laboratory policy.

Posters

Laboratory bulletin boards include federal and state EEO posters as well as the Laboratory Director's policy
statements on Equal Employment Opportunity/Affirmative Action and Sexual Harassment.

New Employee Orientation

During a formal orientation program new employees are informed of and given a copy of the Laboratory's non-
discrimination and sexual harassment policies.

Internal Job Posting

Open positions are posted for a minimum of two weeks in the Current Job Opportunities Bulletin (CJO), which is
mailed on a weekly basis to multiple locations within the Laboratory. The CJO includes the equal employment
opportunity/affirmative action statement.

Training

The laboratory offers the following in-house training courses that include information on legal requirements and
policy related to equal employment opportunity and affirmative action: Responding to Complaints of Sexual

Harassment: The Supervisor's Role; Managing within the Law; Sexual Harassment: Employee Rights and
Responsibilities; and Rights and Responsibilities: Knowing the Law.
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DIRECTOR'S EQUAL OPPORTUNITY/AFFIRMATIVE ACTION POLICY
STATEMENT

This supersedes Policy and Procedure memorandum Volume
XVW, No. 8, dated February 4, 1993.

I am personally committed to the Laboratory's Equal
Opportunity and Affirmative Action programs. It is my expectation that
managers and supervisors, at all levels, be familiar with the Affirmative

Action Plan and relevant Laboratory policies, and assume responsibility
for following them in all personnel actions. Managers and supervisors
also are expected to cooperate fully with the Human Resources
Department so that all employment policies are implemented
consistent with federal and state laws and University of California
policy. Providing support to our EEO/AA Program is a necessary and
vital part of every manager's and supervisor's job at LBL.

The policy of the Lawrence Berkeley Laboratory is to ensure
equal employment opportunity to all employees and job applicants.
The Laboratory will not engage in discriminatory practices against any
person employed or seeking employment because of race, color,
religion, marital status, national origin, ancestry, sex, sexual
orientation, physical or mental disability, medical condition (cancer
related) as defined in Section 12926 of the California Government

Code, status as a Vietnam era veteran or special disabled veteran or,
within the limits imposed by the law, DOE or University regulations,
because of age or citizenship. This applies to all personnel actions,
including hiring, transfer, training, promotion, termination, and other
terms and conditions of employment. The Laboratory's policy is to take
affirmative action for minorities and women, for persons with
disabilities, and for Vietnam-era veterans and special disabled
veterans.





External Declaration of Laboratory Policy for Recruitment

The Human Resources Department communicates LBL's EEO/AA policy to its recruiting sources. The
Laboratory includes its equal employment opportunity/affirmative action employer statement in recruitment
materials, including application forms, brochures, newspaper advertisements, and "position available"

announcements. The weekly publication entitled Current Job Opportunities (CJO) contains the equal
employment opportunity/affirmative action employer statement. The CJO is mailed to local and national
organizations, professional and state agencies as well as colleges and universities. It is posted in both LBL's
Reception Center and the Human Resources office for review by walk-in applicants. In addition, the CJO is
available electronically through computerized bulletin boards accessed by thousands of users.

External Declaration of Laboratory Policy for Procurement

The Laboratory's procurement function has been and continues to be a leader in the Disadvantaged Business
Development Pro_am I, having started an active program long before it became a requirement. LBL continues to
meet and exceed its DOE goals for small, small disadvantaged, and women-owned businesses. Its consistent level
of achievement is an enviable record. The Laboratory incorporates the equal opportunity clauses by reference in
its Purchase Order documents, as required by Executive Order 11246, as amended, and its implementing
regulations. To increase the effectiveness of its procurement efforts, the Laboratory has an outreach program that
includes:

• Directory. The Laboratory published a 1993 Directory of Disadvantaged and Women-owned Businesses

which contains over 1400 vendor listings. The Laboratory also maintains a database of small businesses.
Buyers can access it and search for suppliers of specific commodities by using key descriptive words.

• Industry Council. LBL is an active member of the Industry Council for Small Business Development.

Besides attending monthly meetings where guest vendors make presentations, LBL assisted in presenting the
Council's June 1993 Procurement Fair at the Santa Clara Convention Center. Over 4,200 people attended the
two-day seminar and fair that hosted over 400 exhibit booths, more than half of which were representing
disadvantaged or women-owned businesses. LBL anchored three booths in which representatives from LBL,
Lawrence Livermore National Laboratory, and the four Northern California UC campuses interviewed

suppliers attending the fair. We made contact with a number of firms that are now supplying the Laboratory.

• Trade Fairs. LBL shared a display booth with other U.C. Laboratories and Campuses at the Northern

California Purchasing Council's Minority Business Opportunity Day in September 1993. In addition, we
attended several trade fairs and seminars presented by other organizations.

• Publicity. The University of California issues publications on the Small Business Contracting Program for

small business concerns, disadvantaged and women-owned businesses. These publications are intended to
bring attention to the efforts the University is making.

• Buyer Effort. There are many instances in which buyers personally provided outreach assistance to small,

disadvantaged, and women-owned businesses to enhance their opportunities to become viable suppliers. This
is an ongoing ac_;vity and part of every buyer's job. LBL implemented a set-aside program for disadvantaged
business in FY 1993. Several major awards resulted.

1 Disadvantaged businesses refers to small business concerns owned and operated by socially and economically
disadvantaged individuals. Such individuals include African-Americans, Hispanic Americans, Native Americans,
Asian-Americans and other minorities or any other individual found to be disadvantaged by the Small Business
Administration pursuant to Section 8 (a) of the Small Business Act (15 U.S.C.631 et seq).
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SECTION I
C. RESPONSIBILITY FOR IMPLEMENTATION OF AA/EEO POLICIES

Organization

Lawrence Berkeley Laboratory comprises nine scientific and four resources and service divisions:

Scientific Divisions fg): Resources and Service Divisions (4):
Accelerator and Fusion Research Administration

Chemical Sciences Engineering
Earth Sciences Information and Computing Services
Energy and Environment Environmental, Health & Safety
Life Sciences
Materials Sciences
Nuclear Science

Physics
Structural Biology

The Engineering and Information & Computing Sciences Divisions also have scientific programs.

Each division of LBL is further subdivided into a number of offices or departments or into a number of projects,
programs, groups or areas. For example, the Energy and Environment Division consists of a Center for
Atmospheric & Biospheric Effects of Technology and a Center for Building Science. These centers are further
divided into six programs: Energy Conversion & Storage, Environmental Research, Energy Analysis, Building
Energy Systems, Windows & Lighting, and Indoor Environment. Similarly, the Administration Division
encompasses the Human Resources Department, the Administrative Data Processing Department, and the
Financial Office, etc.

Each scientific division and three of the four support and service divisions at the Laboratory are headed by a
Division Director. The Laboratory also has a Deputy Director and three Associate Laboratory Directors, The
Associate Laboratory Directors head the Administration Division, the Office of Planning and Development, and
Laboratory Operations. The Deputy Director and the Associate Laboratory Directors report to the Laboratory
Director. The general organization of the Laboratory is reflected on the chart at the end of this section.

The Laboratory Director bears the ultimate responsibility for setting policy on all operations of the Laboratory and
for the conduct of all Laboratory programs within the constraints of the contract between the Regents of the
University of California and the United States Department of Energy and in accordance with federal and state
laws and the University of California policies. In addition, the implementation of programs at the Laboratory is
dependent upon the amount and designated purposes of funds available on an annual basis from the U.S.
Department of Energy and other funding entities.

The Director relies on the advice of the Deputy Director, the Associate Laboratory Directors, the Division
Directors, and several internal advisory committees. He also has access to advice and gudance from officials
external to the Laboratory in the University of California and the U.S. Government.

Each Division Director bears heavy responsibility for the internal organization of his/her division, for the
assignment of work responsibilities, for the monitoring and evaluation of the conduct of the scientific and support
programs, and for the implementation of Laboratory policies within that division.
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The Director

The Director of the Lawrence Berkeley Laboratory has bverall responsibility for implementation of the Equal
Employment Opportunity/Affirmative Action policy (F_,EO/AA)that encompasses the entire Laboratory. He issues
under his signature the Equal Employment Opportunity/Aff'trmative Action Policy Statement that is disseminated
to all employees and that is reflected in the hiring procedures and policies section of the Regulations &
Procedures Manual. This Policy Statement makes it clear that implementation of the EEO/AA program is a
shared management responsibility. The Director informs the Division Directors that their equal employment
opportunity/affirmative action efforts and results will be considered in their yearly performance reviews.

Head, Work Force Diversity Office

In this capacity, the EEO0 and designated staff members are responsible for the Laboratory-wide administration
and coordination of the Equal Opportunity and Affirmative Action Plan and taking whatever steps are necessary
to insure progress toward Affirmative Action goals and to establish procedures for review and revision of current
employment practices to assure conformity with Laboratory Equal opportunity/Affirmative Action Policy
statement.

Equal Opportunity Administrator

The Equal Opportunity Administrator (EOA) is responsible for auditing and implementing the Laboratory's
affirmative action program. All internal and external communications regarding LBL's aff'u-mative action
program are authorized by the EOA. The duties include the following:

• Developing internal and external communication techniques.

• Helping to identify problem areas and monitoring goal achievement through meetings with the
Laboratory Director, the EEO Officer, Associate Laboratory Directors, Division Directors, and
the Human Resources management team.

• Assisting Division management in developing, implementing, and maintaining the Laboratory's
affirmative action program, and providing technical assistance to the Director, Associate
Laboratory Directors, Division Directors, and Department and Section Heads to these ends.

• Preparing and maintaining the Laboratory's Affirmative Action Plan.

• Developing and implementing the Laboratory's audit and reporting systems to monitor the
effectiveness of the affirmative action program.

• Serving as liaison between the Laboratory and organizations concerned with employment
opportunities for women and minorities.

• Assisting the Human Resources Department and the Laboratory Divisions in the outreach
recruitment of women and minorities.

• Advising supervisors that they are expected to ensure fairness and equality in administering all
personnel actions.

• Acting as liaison between the Laboratory and enforcement agencies.

• Clarifying the spirit and intent of EEO/AA laws and regulations and keeping management
advised on the latest developments in all areas of equal employment opportunity and affirmative
action.
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• Maintaining oversight responsibilities for reviewing the progress, quality, and integrity of the
development of the Affirmative Action Plan.

• Continuing to bear primary responsibilities for community relations and liaison with local and
national organizations concerned with the employment of women and minorities as well as
those persons protected by law from discrimination based on religion, national origin, age,
physical or mental disability, Vietnam-era veteran or special disabled veteran status, marital
status, sexual orientation, medical condition (cancer-related), citizenship or ancestry.

Human Resources Director and Staff

The Human Resources Director and staff are responsiblefor implementing the full range of Laboratorypolicies
and procedures aimed at ensuring equal employment opportunity and affu'rnative action at Lawrence Berkeley
Laboratory. Appendix E includes such policies, as outlined in the Laboratory's Regulations and Procedures
Manual.

• Developing for each job vacancy a targeted recruitment plal, with a goal of increasing
representation of underutilized groups in the applicant pool.

• Monitoring the recruitment process to ensure that a suitable search is conducted.

• Gathering and maintaining records/data on personnel actions.

• Helping management meet its hiring goals through working closely with minority and women's
recruiting sources, state employment offices, and rehabilitation and service centers.

• Advising all recruitment sources of the Laboratory's Equal Employment Opportunity/
Affirmative Action policy.

• Placing recruitment advertisements in publications likely to be read by women and minorities.

• Administering all training and development programs.

• Providing information to new employees on the Laboratory's EEO/AA program and its
objectives.

• Reviewing the job requisitions used by the Laboratory to ensure that they reflect actual job
requirements.

• Monitoring applications, interviews, offers of employment, wage commitments, and any other
terms and conditions of employment for consistency withLaboratory policy.

• Providing career counseling.

• Administering policies and procedures in the resolution of employee problems or complaints.

Associate Laboratory Directors

Responsibilities for the Associate Laboratory Directors for the Administration Division, Operations, and the
Office of Planning & Development include following and ensuring the implementation of all Laboratory policies,
including nondiscrimination and aff'trmative action policies.
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Division Directors

The Division Directors have overall responsibility for implementing EEO/AA policies within their Divisions.
These responsibilities include the following:

• Apprising department/section/unit heads, supervisors, and employees of LBL's policies and
ascertaining that these policies are being followed.

• Collaborating with the Equal Opportunity Administrator in monitoring progress in meeting
hiring goals and conducting action-oriented programs to address problem areas.

• Informing supervisors and managers that their equal employment opportunity/affirmative action
efforts and results will be considered in their yearly performance review.

• Assisting with the identification of problem areas and initiating and revising divisional,
departmental, and unit goals and objectives.

• Holding meetings with the Division's department/section/unit heads to review the effectiveness
of activities directed toward accomplishing affirmative action goals and objectives.

• Supporting the Human Resources Department in developing recruitment strategies for attracting
women and minorities.

• In conjunction with the Human Resources Department, ensuring that training programs, where
appropriate, are made available to Division employees.

• Periodically reviewing the qualifications of Division employees to ensure that women and

minorities are given full opportunity for transfer and promotion.

• In conjunction with the Human Resources Department and the Office of Work Force Diversity,
utilizing existing techniques for the informal resolution of employee complaints related to issues

concerning EEO/AA.

• Ensuring that each Division is in compliance with regard to the proper display of posters, non-
segregation of facilities, and participation by female and minority employees in all Laboratory-

sponsored educational, training, recreational, and social activities, as appropriate.

Laboratory Managers/Supervisors

Managers and supervisors have front-line responsibility for implementing EEO/AA policies throughout the
Laboratory. They are required to enroll in courses that improve their ability to manage a diverse work force and

to understand work place implications of EEO regulations. Supervisors are informed that their work
performance is evaluated, in part, on the basis of their EEO/AA efforts and results.

Mechanisms for Advice, Planning and Policy Making

Aff'u'rnative action permeates all levels of Laboratory operations. In order to translate affirmative action goals

into positive results, all Laboratory entities must be involved in the development and implementation of policies
and procedures. In addition to their ongoing activities, the following employee organizations and committees,
discussed elsewhere in this Plan, play advisory roles that influence a range of Laboratory policies: the African-
American Employee Association, the Women Scientists and Engineers; and the Work Force Diversity Committee,
which includes a diverse group of employees from all Divisions, which issues an Annual Report to the Director.
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SECTION I
D. AFFIRMATIVE ACTION PROGRAMS: RECRUITMENT & EMPLOYEE DEVELOPMENT

The Laboratory is committed to recruit women and people of color into its work force. Equally important is
retention of those employees. The following affu'mative action efforts and human resources programs support
these goals.

UC President's Postdoctoral Fellowship Program.

The Regents established the UC President's Postdoctoral Program in order to improve the quality and chversity of
UC faculty and to enhance the competitiveness of outstanding people of color and women Ph.D. degree holders
for appointments at UC campuses and the DOE laboratories. The Laboratory hosts two fellows annually and each
fellowship is for a 12-month period, renewable for a second year pending evidence of satisfactory progress. Two
postdoctoral fellows are currently in the program.

Work Force Diversity Committee

The Laboratory Director is committed to increasing diversity into the Laboratory's research culture and to

providing an environment that is accessible, equitable, and hospitable to all employees. He has formed the Work
Force Diversity Committee to advise him on programs, policies and practices that will support the institution's
commitment.

Management Skill Assessment Program (MSAP)

MSAP is a week-long residential career development program for individuals from protected classes. Participants

gain a better understanding of their strengths and weaknesses and develop an action program for continued
development of their management skills. The Laboratory sends four employees to participate in each annual
session.

LBL Women Scientists and Engineers

The LBL Women Scientists and Engineers is an employee association that sponsors a monthly brown bag seminar
series in which LBL, as well as visiting scientists and engineers, report on their ongoing research.

University of California Los Angeles/Leadership Education for Asian Pacifics (UC A/LEAP) Technology and
Aerospace Management Program.

Leadership Education for Asian Pacifics, Inc. is a nonprofit, educational, community-based organization that
sponsors the UCLA/LEAP Technology and Aerospace Management Program. This one-week residential program
for Asian-American technical and administrative managers is designed to address issues related to strategic

management, sterotypes, self-assessments in principles related to strategic mangement and organizational design
in high technology and aerospace, self-assessment of strengths in their organization, performance in dynamic
group settings and in formal presentations, and career planning skills. Participation is on a division-by-division
basis.

African.American Employees Association

The African-American Employees Association sponsors cultural activities aimed at supporting a quality work
environment for African-American employees at the Laboratory. Their 1993 activities included a picnic to
welcome summer students participating in programs sponsored by the Center for Science and Engineering
Education, an induction ceremony and reception for newly elected officers and a canned food basket drive for
Thanksgiving in cooperation with a local non-profit organization.
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TrainingPrograms

The Laboratoryoffers on-site and off-site training programs to all employees. On.site training refersto courses,
workshops, and seminars that are sponsored and/or conducted by the Laboratory. Such courses include:
supervisory training, administrative skills training, computer courses offered by the Human Resources
Departmentand safety courses offered by the Environment,Health and Safety Division.

Off.site training refers to conferences, workshops and seminars, and technical training given by private
consultants and professional training associations. Off-site training is paid for by division or departmentfunds
and is to be of directbenefit to the employee'sLaboratorywork assignment. The employee'sDivision Director or
DepartmentHead is responsible forrecommendingattendanceat courses, seminars,and workshopsonly when the
benefits to the Laboratorywill, in the Division Director'sor Department Head'sjudkment, more than offset the
costs involved and when the requiredskill or knowledge is not readilyavailablein the Laboratory.

EducationalAssistanceProgram

For many years, the Laboratory has sponsoredan Educational Assistance Program that reimbursesemployees for
two-thirdsof all approvedcosts of college level coursework. In addition,full-time employees who are not subject
to non-residenttuition may register as University of California students by paying one-third of the University's
Registrationand Educational Fees. Time off with pay is granted for courses that are job-related or part of an
approved employee development plan when an employee's absence will not adversely affect departmentalwork
and when suchcourses cannotreasonablybe takenoutside of the employee's scheduled working hours.

Career Counseling

The Laboratory provides career counseling to employees. The Human Resources Departmentand the Supervisors
at the Division level have general responsibility forcareer counseling. Every full-time career employee is eligible
to file a formalcareerdevelopment plan.The Laboratory offers to its employees threetypes of programs:Position-
Related, Career-Related, andEducational Enrichment.

Employee Problem.Solving Procedures

It is the policy of the Laboratoryto encourageand facilitate the resolutionof employee complaints and problems
in a promptand equitable manner. Employees may file grievances,either formallyor informally, with the Office
of Employee Relations, the Office of Labor Relations or the Office of WorkForce Diversity. These avenues for
pursuinggrievances are outlined in the Employee Handbookand the Regulationsand ProceduresManual.

LBL represented employees (coveredby collective bargaining agreements)also haveprovisions for grievance and
arbitration procedures. Employees are informed of these proceduresthrough collective bargaining agreements.
These agreements arebetween the Universityof Californiaand the California Nurses Association; the American
Federation of State, County, and Municipal Employees, AFL-CIO; and the Building and Construction Trades
Council of Alameda County,AFL-CIO. These bargaining agreements have non-discriminatoryprovisions.
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SECTION I
E. AFFIRMATIVE ACTION PROGRAMS TO INCREASE REPRESENTATION OF WOMEN &

PEOPLE OF COLOR IN THE SCIENCES

Lawrence Berkeley Laboratory,through various educational programmaticefforts sponsored by the Center for
Science and Engineering Education (CSEE), provides opportunities which are directed at increasing the
representationof women and people of color in the scientific and engineering work force. By providing student
work experience in science and technology to increase skill level and demonstratedevelopmentopportunities, by
enhancing science instruction in high schools and colleges, and by establishing internships for graduate
engineering students, LBL seeks to encourage appreciation of and ultimate participation in science and
technology careers.

Science Consortium

The Lawrence Berkeley Laborator)/Jackson State University/Ana G Mendez Educational Foundation Science
Consortium was established in 1983. The LBI.JJSU/AGMEFScience Consortium is supported by the U.S.
Department of Energy's University and Science Education Programs in the Office of Science Education and
Technical Information. The Consortium is designed to advance the science and technology programsof Jackson
State University and the University System of the Ana G Mendez Educational Foundation. It was the first such
collaborationamong an Hispanicuniversitysystem, an historically black university,and a nationallaboratory.

Studentdevelopmentis one of the key programelements of the Science Consortium. Since its inception, a total of
215 students will have received 223 researchparticipationappointmentsat LBL. Over 100 undergraduateand
graduatestudentshave received researchassistantshipson the campuses. Thousandsof high school students have
benefited fromprecollege outreacheffortsencouragedby the Science Consortiumandcarriedout on the campuses
and through teacher enhancement programs such as the LBL Summer Teacher Research Associate program.
Over 50 summer faculty research appointments have been made at LBL leading to ongoing research
collaborationsand numerousprofessionalpapersand presentations. Many of AGMEFs science and technology
faculty have obtained advanced degrees underScience Consortiumsupport.

The research capabilities of JacksonState University, the Universityof Turaboand Metropolitan University have
been significantly advanced through equipment transfers, consultation on new facilities, and collaborative
research projects in computerscience, environmentalscience, microbiology,and cell and molecular biology. The
Science Consortium supports an ongoing interchangeof facultyand staff through seminars, lectures,mini-courses
and conferences. Assistance in the review and revision of science, computerscience, mathematics and technology
curriculumat JSU and AGMEF is supported. As a member of the Science Consortium, the Lawrence Berkeley
Laboratory has grown and benefited significantly in its mission to educate and train future generations of
scientists and engineers.

BASTEC- Bay Area Science and Technology Education Collaboration

The mission of BASTEC is to enable teachers to improve the teaching and learning of mathematics, science, and
technology for all K - 12 students with special emphasis on underrepresentedpopulations - females, people of
color and the disabled. Three BASTEC components support this goal: staff development, curriculum
development and student activities. This will be accomplished through a collaborationof the Oakland Unified
School District (OUSD) with educational and research institutions, community organizations, national
laboratories,and businesses. LBL serves as the lead laboratoryfor BASTEC.

The OUSD and four national laboratories signed a formal Memorandum of Understandingin 1990 and held a
BASTEC AwarenessWorkshopforall mathematics,science and computerscience high school and middle school
teachers, and for selected elementary school teachers. The workshopresulted in a needs assessment program
planning and BASTEC integrationinto the district'scurriculumand staff developmentefforts. Mini-grants are
provided annually to OUSD mathematics, science and technology teachers. The third annual mini-conference
focusing on the State Science Frameworkand updating teachingstrategieswas held January22, 1993. A Science
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and Technology Awareness day for teachers and over 1000 students is held in April insuring full participation by
the national laboratories. Summer workshops under Department of Education and NSF sponsorship along with
DOE-sponsored workshops for over 300 teachers are offered annually.

"The BASTEC collaboration is a partnership currently involving 21 participants active in mathematics, science
and technology education in the Oakland Schools. Monthly meetings are held to exchange information,
coordinate activities, and plan activities under BASTEC sponsorship. The BASTEC collaboration is committed
to developing a long-range plan that integrates the available resources of other partners with four national
laboratories into Oakland Unified School District's efforts to improve K - 12 science education for its over 55,000

students. This plan will bring teachers and students to the Labs, LHS, and UC Berkeley, and scientists and
technical resources from these partners to the OUSD schools. Support of scientists and engineers, equipment
loans, organized lab tours and materials donations will be provided by the DOE laboratories.

High School Honors - Life Sciences Program for Students

The Laboratory's High School Honors program is a two-week summer research workshop for 65 select high

school students representing the fifty, states, the District of Columbia, Puerto Rico, and several foreign countries.
Participants study with members of the LBL scientific staff in various areas of basic and applied biology at the
molecular, cellular, organismal and environmental levels. They work with advanced DNA techniques including
the use of restriction enzymes, transformation of E. Coli and gel electrophoresis, Mini-grants will be given to
selected participants to continue their work after leaving LBL. The students hear lectures from Nobel laureates
and other leading scientists concerning their work at LBL, and go on field trips to several Bay Area science
centers. Updates for the students are provided by a national newsletter and a newsletter for LBL High School
Honors alumni.

Minority Access to Energy Related Careers (MAERC)

MAERC is a partnership program established in 1990 with Associated Western Universities (AWU) and the
California State University System (CSU). In the pilot phase, four national laboratories and four California State

Universities participate to support minority science and engineering students throughout their junior and senior
academic years and with summer appointments at the national laboratories. Participating students spend two
consecutive summers at LBL along with a faculty member from one of the participating Cal State Universities.

Twelve students spent each summer in research positions at the Laboratory.

California Community College Transfer

Since 1988, CSEE has been working with several California community college students who are transferring to
the University of California, Berkeley. In conjunction with the Associated Western Universities program and the
LBL Summer Laboratory Cooperative Program, these students are given research appointments at the Laboratory
in their transition summer. Selected students are supported for part-time research during the academic year. This

program will be expanded in scope and target constituency in two ways. Transfer students will include those who
are transferring to one of the proximate California state universities as well as the University of California,
Berkeley. There will also be a "technical/terminal" component added to address the education and training needs
of students who are not headed to a four year institution, but are training for technical careers in science or
engineering. This program is targeted at groups underrepresented in science: people of color, women, and the
economically disadvantaged.

The National Consortium for Graduate Degrees for Minorities, Inc. (GEM)

GEM is an academic fellowship program that assists underrepresented minority students pursuing master and
PhD degrees. GEM provides practical engineering or science work experience through summer internships and
provides financial aid. Students are selected by the appropriate Engineering department heads and LBL's GEM
representative and are placed with engineers whose work is related to their interests and backgrounds. The
student's salaries are paid by the Laboratory. There are typically four to six students on board during the summer

and they spend two summers at LBL. One graduate has been hired on a permanent basis.
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Lab Co.op and the Science and Engineering Research Semester (SERS)

Two programs, the LaboratoryCo-op and the Science and Engineering Research Semester (SERS) provide
undergraduatesummerandacademicyear research appointmentsto outstandingscience and engineering students
who have completed their sophomoreyear at colleges and universities throughout the country. Recruitment for
both programsis based on a nationalsearch andselection is competitive. Selection criteria include: (1) academic
performance, (2) faculty recommendations, and (3) the student'sinterest in and match to on going Lawrence
Berkeley Laboratory research and development activities. Eventually, about one quarter of the students
participating in the SERS program will be part of Faculty Student Research Teams. The program emphasizes
research participationand most of the students'time during the 10 to 15 week appointment at LBL is spent at
their research assignments. Studentsattendweekly seminars, lectures, and tours. Students are also given mini-
workshops on computing, scientific writing, technical presentations, and energy-relatedcareers. Each student
makes either an oral or poster presentationand submits a written research report. The scientist/engineer with
whom the student worksprepares e writtenevaluationof his/her workduringthe semester. Outstandingstudents
aresponsoredby LBL to present papersat a nationalconferenceforstudentresearchers.

Teacher Research Associate Program (TRA C)

TRAC is the LBL summer teacher research participation program for middle and high school teachers and
community college faculty. Participantsare drawnfroma national andregional pool. These teachers spend eight
weeks at LBL. Eighty percent of their time is spent in the laboratory setting with a mentor scientist. The
remaining time is devoted to learning about the work done at LBL through seminars on highlighted topics and
discussions involving science education. Participants in the TRAC program prepare presentations for their
classroom based on their research assignments and presentthese to other teachers in the program. Teachers who
have participatedin summer research activities since 1983 receive updateson new science developments at LBL,
curriculummaterialsfor the classroom and form a network that is maintainedthrough a regular newsletter.

Access to Science Teaching Careers (ASTC)

ASTC, modeled after MAERC, seeks to increase the numbers of underrepresentedminority and female students
being recommended for credentials as precoilege science and mathematics teachers. Students receive academic
year supportand spendconsecutive summers as studentinternsin the laboratories. Studentplacements within the
laboratoryare made to facilitate not only interactionwith laboratoryscientists, but also with teachers participating
in the DOE TRAC program.

LBL also sponsors programs for secondaryschool teachersand college professors, the majorityof whom teach at
institutions that have high minority student enrollment. Teachers gain first-hand knowledge by attending lectures
given by LBL staff scientists as well as by workingwith research groups.

LBL Education Outreach Program

The LBL Education Outreach Program provides resources to support mathematics, science _d technology
education in Bay Area schools. The Program provides a bridge between LBL and the local schools to enrich
education in local schools. It also servesto increasecommunity awareness of the Laboratoryand its mission. The
LBL OutreachCoordinatorrecruits,trainsand assigns LBL staffas volunteermentors, tutors and guest speakers.
Volunteer requests and placements are arranged between the LBL coordinator and the local school district
coordinator.

Partnership for Environmental Technology Education

This project, a partnership with California,Nevada, and Arizona Community Colleges, provides education and
training to faculty of these community colleges. The goal is to strengthen the education capabilities of the
community colleges for the areaof environmental restorationand management.
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SECTION I
F. COMMUNITY RELATIONS AND SERVICE PROGRAMS

Outreach Activities

LBL carriesout a varietyof recruiting activities on an ongoing basis. In 1993 representativesof the Lab attended
the Chinese for AffxrmativeAction Job Fair, CareerExpo'sDiversity Day and the Bay Area UrbanJob Fair. To
facilitate outreach activities, the Human Resources Departmenthas a Recruitment Coordinator,whose primary
duties include: coordination of both global and affirmativeaction recruitment activities and programs;initiation
and maintenance of ongoing communications with externalorganizations which provide recruitmentexpansion
opportunities; and developmentof a database to trackthe effectiveness of each source in the recruitment process.
In addition to the above, The RecruitmentCoordinatoracts as liaison between Human Resources and the Office of
WorkForce Diversity to develop andcoordinateoutreachactivities to achieve affu'mativeaction goals.

Community Relations Program

The CommunityRelations Programcommumcates LBL'saccomplishments,capabilities andintiativesto local and
state audiences through the Laboratory'sinvolvement in the community. Its major program objectives are: to
establish and maintain awareness of LBL's researchand business activities and their value;to foster a positiveand
trustworthyimage of LBL within the commurfity;to communicate the value of Laboratoryactivities to state and
local constituents;and to inform laboratorymanagementand staffabout currentcommunity issues and concerns.
The program addresses four audiences--community organizations, state and local officials, select publics, e.g.
such as technical and scientific groups, and LBL employees. In 1993, the Program concentratedits efforts in
Oakland and Berkeleywhere the majority of the Laboratory'swork force reside. Activities included participation
in EarthDay and in events sponsoredby the Chamberof Commerce.

Professional Associations

In order to fulfill its commitment to actively support local and national professional associations designed to
improve the employment opportunities for minorities and women, LBL encourages participation in community
affairs. The following are examples of Laboratoryparticipationin variouscommunity action organizations.

• California Association of Affwmative Action Officers (CAAAO). The CAAAO is an organization that
supports the fulI implementation of equal employment opportunityand affmnative action in the state. The
association meets frequentlythroughoutthe year and conductsworkshopsand other informationalactivities.
Staff membersin the Office of WorkForceDiversityparticipate.

• American Association for Affwmative Action (AAAA). The AAAA is a national professional organization
for equal opportunity and affirmative action administrators, specialists, individuals, and organizations
sharing similar interests and concerns. Itsmembershipconsists of individuals and organizationsfrom public
and private sectors; employees and employers in business, industry, government, social service, and
education. Staff members in the Office of WorkForceDiversity participate.

• Peninsula Association of Black Personnel Administrators (PABPA). Founded in 1976, its objective is to
compose an organization of dedicated professionals who would work toward the achievement of equal
opportunity of all people. PABPA is now composed of more than 100 different companies, government
agencies, non-profitand academic institutions in the Bay Area. PABPA provides a forum for professional
and personal development; exchange of professional knowledge: communication of opportunities for
minorities and women in member companies; training and developmentprograms; and support to minority
undergraduatesand graduatesin the field of personnel. The Head of the Office of WorkForce Diversity is a
member.
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• National Technical Association (NTA). Founded in 1926. The organization has persevered throughout
this period, making immeasurable contributions to the field of science and technology as well as to the
minority community. The objectives of this organization are: to increase the number of minority scientists

and engineers in America; to provide a forum for minority technical achievements; and to respond to a need
to provide a medium for expressing the concerns of minority professionals.

• National Network of Hispanic Women (NNHW). The purpose of this organization is to serve as a medium

for increasing the employment opportunities for Hispanics, especially Hispanic women in the public and
private sector. The Staffing Manager is a member.

• Personnel Management Association of Aztlan 0PMAA). The PMAA provides a forum for Hispanic
personnel professionals and other persons who share their goals and objectives. PMAA acts as a medium

providing for professional development, exchange of professional knowledge, and communications of career
job opportunities for minorities and women in member companies. The Staffing Manager is a member of this
organization.

• National Society of Black Engineers (NSBE). The NSBE is a student-run organization whose goals are to
increase the recruitment, retention, and successful graduation of minorities in engineering. Several

employees are members and the Laboratory is an institutional member.

• University of California Affirmative Action Administrators/Coordinators. This organization consists of

the Affirmative Action Administrators/Coordinators from the nine campuses, Office of the President,
Agriculture and Natural Resources, and the three national laboratories managed by the University of
California for the Department of Energy. The members of this body meet on a quarterly basis to discuss
relevant issues and policies with a goal of achieving consistency among the University and all of its entities.

The Equal Opportunity Administrator represents the Laboratory as a member of this organization.

• National Association for the Advancement of Colored People (NAACP). The Laboratory has been a life-

time institutional member since January 1982.

• National Consortium for Graduate Degrees for Minorities in Engineering (GEM). GEM is a

consortium of universities and industry and national laboratories that supports graduate education for
minorities in engineering. GEM was created because of the dearth of minorities in the engineering
disciplines. The Laboratory is an institutional member.
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SECTION I
G. COMPLIANCE WITH SEX DISCRIMINATION GUIDELINES

The Laboratory'spolicies and procedurescomply with Sex Discrimination Guidelines as set forth in 41 CFR Part
60-20. LBL does not discriminate on the basis of sex with respect to recruitment, advertising, job policies and
practices, wages or employment of women in so-called "non-traditional" employment areas, as explained below.

Recruitment and Employment Advertising

The Laboratoryrecruits qualified personsof both sexes for all jobs. Job requisitions, newspaperadvertisements,
and contacts with community organizations, job placement firms, and school placement officers do not indicate
any limitation or preference of sex. Job openings in newspapersare not placed in columns headed "male" or
"female" and advertisements arewritten in language intended notto suggest any sex preference.

Operating Policies and Practices Relating to Personnel

All personnel policies and practicesincluding collective bargaining agreementsapplyto employees of both sexes.
No policies arewrittenthat applyto only males or only females.

Hiring

Males and females have equal opportunity to apply for all availablejobs. The Laboratoryhas no bona fide job
requirementsthat favora personof one sex over a personof another sex.

Conditions of Employment

Wages, seniority, hours of employment, andother conditions of employmentare based solely on factors other than
sex. Fringe benefits are available to employees equally, based upon terms of employment, and are provided
without regard to consideration of sex.

Marital and Family Status

Neither marital norfamily status of applicants and employees affects their participationin fringe benefits or other
aspects of employment.

Facilities

The Laboratoryprovides appropriatephysical facilities for both sexes.

Protective Laws

The Laboratory has no jobs that women are prohibited from performing.

Maternity Leave

Leave of absence because of pregnancyis treatedthe same as leave of absence fora disability. Maternitybenefits
are provided for female employees. These benefits were planned so that female employees are not penalized in
theiremployment on accountof childbearing. Leave of absence is also granted upon requestof an adoptiveparent
of any infant six months of age or under at the time of placement in the adoptive home. Upon returning from
maternity leave or any other authorized leave, the employee is assigned to the same position or to a similar
position with like status and like pay. Maternity leave and benefits are the same for married and unmarried
employees. The Laboratory'svarious collective bargaining agreements also have provisions for maternityleave.
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Retirement

.The retirement systems in effect at the Laboratory are those approved by the University of California and are
described in the Regulations & Procedures Manual in Section 2.18D. No distinctions based on sex are made with
respect to participation in the retirement program.

Wages

Wages in the Laboratory'ssystemaxe basedon an employee's relevant educationand experience and performance
and do not take sex into consideration as a salary variable.

Job Classification

Job classifications at LBL are not segregated by sex. The Laboratory seeks women for all job classifications,
including positions for which women may not have traditionally applied. Both sexes have equal access to in-
house training programs as well as to reimbursementfor externaltraining.

Sexual Harassment

It is the Laboratory'spolicy that sexual harassment is not tolerated and that discipline, which may include
termination, will result if employees are found to have violated this policy. The policy on sexual harassment
carries the signatureof the LaboratoryDirector. The Equal OpportunityAdministratordelivers trainingprograms
to address issues related to sexual harassment for supervisorsandmanagers.
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SECTION I
H. COMPLIANCE WITH GUIDELINES ON RELIGION

AND NATIONAL ORIGIN

In compliance with the Guidelines on Discrimination on the basis of Religion or National Origin set out in 41
CFR 60-50, the Laboratory does not discriminate on the basis of religion or national origin with respect to any
employment condition, including but not limited to recruitment, employment, transfer, promotion, demotion,
wage rate, training, layoff and termination.

Positive Recruitment

The Laboratory enlists the assistance and support of all recruitment sources in connection with its commitment to
provide equal employment opportunity without regard to religion or national origin.

Dissemination

The EEO/AA policy is disseminated both externally and internally to employees and applicants through the
general EEO/AA practices as described in preceding sections.

Accommodation

The Laboratory makes reasonable accommodation to the religious observances and practices of employees and
prospective employees, including granting vacation and/or leaves of absence, when such accommodation can be
made without undue hardship on the conduct of its business.
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SECTION I
i. INTERNAL AUDIT AND REPORTING SYSTEM

The Laboratoryrecognizes the importanceof ongoing systemsto obtain informationforproperimplementationof
its Affirmative Action Program. The following procedureshave been implemented to audit and support the
Laboratory'sAffirmativeActionProgram.

Applicants

Reports are generated indicating statistics reflecting race and sex by EEO category and job group of applicants.
These reportsare used to monitor the female and minority applicantflow. Applicantsare defined as all qualified
individuals consideredfor avacant position.

Internal Work Force

Reports are generated to refiect all new hires, promotions/reclassifications, and terminations. These reports
display the ethnic andsexual composition of the relevantworkforce by EEO category andjob group, and are used
to monitorthe Laboratory'sprogress towardgoal accomplishment.

Recruitmentefforts are focused on job classifications and job groups where the Laboratory is underutilized in
female and minorities. When vacancies are advertised,the Staffing Specialist develops an affirmative action
recruitment planwhich includes identificationof appropriatereferralsources.

The EEO Administrator reviews and monitors the progress of the Affirmative Action Program. The Equal
Opportunity Administration briefs the LaboratoryDirector, Associate LaboratoryDirectors, Division Directors,
and the HumanResources Director.
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SECTION 11
A. INTRODUCTION AND 1993 ACCOMPLISIIMENTS

Section 11 of the Affirmative Action Plan focuses on Laboratory-wide and division-based
accomplishments for 1993 and chartsthe course for 1994. Futureaction-orientedprogramsare guided by
the results of an underutilizationanalysis, using Laboratory-wide data, adverse impact analyses using
data on personnel actions by division andrecommendationsof the Diversity Committee.

NEW INITIATIVES FOR 1993 - LABORATORY.WIDE

In addition to continuing prograrmnaticefforts outlined in Pan I of the Affirmative Action Plan, the
Laboratory introducedthe following new initiatives in 1993.

l _wrence Berkeley Laboratory 1993 Diversity Committee

The 1993 Diversity Committee, chaired by Trudy M. Forte of the Life Sciences Division, began its
second yearwith representativesfrom each division as listed below:

LindaraeAubert Chemical Sciences Division
Joe Kwan Accelerator& FusionResearchDivision
Charles Lawrence EngineeringDivision
ZuzannaLiliental-Weher MaterialsSciences Division
FranklinLing Information&ComputingSciences Division
JanetJacobsenand JaneLong EarthSciences Division
David Balgobin EnvironmentalHealth & Safety Division
Grazyna Odyniec NuclearScience Division
Roland Otto Office of Planning & Development
LonnetteRobinson Physics Division
David C. Shepard AdministrationDivision
MaryWorth Life Sciences Division
Hisao A. Yokoto StructuralBiology Division
Gloria Gill EnergyandEnvironmentDivision
LauraChertand Greg Raymond OperationsDivision

Harry Reed, Head of the Office of Work Force Diversity, served as an ex-officio member. The
comrnittee formed into three subgroups--on recruitment, laboratory environment and education. The
subgroups met and considered topics related to areas of responsibilities and convened with the larger
committee to make recommendations to the Director. In 1994 the Committee will continue to review the
Laboratory as a workplaceand to make reco_dations for improvementto the Director

Employee Associations

In response to strong interest from employees, several employee groups met to develop employee
associations aimed at supporting diversity at the Laboratory. The African.American Employee
Association received recognition from theLaboratoryDirectorand elected its firstofficers: Gerald Davis,
Anthony Greenhouse, Jt_cquelineFortierNoble, FrancesscaIngrain, Tevar Perry,ChuckLawrence, and
Earl Knight. The Association's activities included a formal induction ceremony and reception for newly
elected officers, a picnic to welcome summerstudentsparticipatingin programs sponsored by the Center
for Science and Engineering Education,and a canned food basket drive in cooperation with a local non-
profit organizationforThanksgiving



New TrainingJ_fon$

The Laboratoryintroducedtwo new trainingprograms. Managersand supervisorsin the Administration
and Operations Divisions participated in the field testing of Zenger.MilIer "FrontLineLeadership"
Programand of a workshopentitled Managing within the Law. A parallel version of the latter entitled
Employee Rights and Responsibilities will be offered to employees in the OperationsandAdministration
Divisions. These training efforts demonstrate the Laboratory'srenewed commiunent to serengthen
supervisoryskills andto addressemployee expectationsand respondbiltties in the workplace.

Out$_,_in s PerformanceAwards

In October, the Laboratorysponsoredits second annualOutstandingPerformanceAward program. The
criteria for selection included contributionto outstanding techniques or procedure4,technical innovation
or notable accomplishment in improving environmental, health or safety conditions at LBL or
demonstrated leadershipand success in employee development,affirmativeaction, diverdfied work force
and community relations. The awardsrangedfrom $1000 to $5000. Among those who received awards
were:

• Reid Edwards, of the Office of Planning and Development, for his leadership in strengthening
community and governmentrelations progrmm;

• Natalie Roe, of the Physics Division, for her contributionsto the Diversity _ttee and for her
efforts in establishing the Association for Women Scientists andEnltneers;

• Richard Schwarz, of the StructuralBiology Division, for his work with a minority graduate student
and with a local junior high school instructor;

• Trudy Forte, of the Life Sciences Division, for her work in leading the Laboratory'sDiversity
Committee;

• Janice Magee, of the EngineeringDivision, for her¢ontrlbut/onto studentprogran_ sponsored by the
Division, with specialrecognition for herefforts w/th a programfor FloridaA & M students.

• Russ Wright, of the Information and ComputerServices Division, for his mantoring efforts for
computer science students.

Career Development Initiatives

The Employee Training and Development Uni! in the Human Resources Deparunent developed and
pi]oted a new department-basedcareer development training program. Unit staff met with supervisors
and managers in the Financial Management Depamnent to discuss their roles as "careercoaches" and
then conducted employee training sessions that guided them through a skill assessment and interest and
values clarification process. Employees were invited to participatein follow-up act/vities which included
group sessions and one-on-one career counseling. The Unit expects to offer the proomn on a broader
basis in 1994.

CommunityRelmlonsOffice

The Community RelationsOffice, now in its second year, initiated several new outreachefforts including
participation in Berkeley Chamber of Commerce Trade Fairs, participationin the city's celebration of
Earth Week and development of a Laboratory.wide Outreach Network, a group of employees
representingoffices with outreach functions. ShaunFennessey is the Laboratory's Community Relations
Specialist.

RESUMIX . Automated Resume Screening to Promote Diverse Applicant Pools

The Human Resources Departmentpurchaseda computerized resume scannerthat allows the Laboratory
to access thousands of resumeson file in a matter of minutes. This technology has facilitated efforts to
follow through on contacts with individuals from protected classes interested in employment at the
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Laboratory. As a follow.up to outreachrecruitmentefforts, resumes collected are now placed into the
system. Whenever a vacancy occurs, the system can identify all affirmative action candidates who
appearto be likely candidates for the position. This technology should help the Laboratorydevelop more
diverse applicantpools.

Mana&#mentSklils Assessmtnt Pro:ram

After a lapse of several years, the Laboratory renewed its _cipation in the Management Skills
Assessment Program, an affirmative action training program administered by the University of
California. The following employees participatedin the program:MaryWorth, Life Sciences Division;
Rick Anada, AdmlnlstrationDivision; Paulinelong, Physics Division; Laura Chen, OperationsDivision;
and Christine Jue, Office of WorkForce Diversity.

Easy Access w Current 3ob Opportunities (CJO) BuUetln

The Current Job Opportunities (CJO) Bulletin is now available to both internal and external callers
through a telephone job line accessed at (510) 486.4266. Additionally, the document is available
electronically through computerized bulletin boards (Gopher and Internet) which can be accessed by
thousands of users worldwide.

A Fine/_ne

The Laboratory, in cooperation with the Human Resomces Deparunent at Los Alarnes National
Laboratory,produced a new publicationentitled A Hm Line: HOWto Reconize and Deal with Sexual
I-Im'sssmen_in the Workplace. This 49-page booklet is used in related informal and formal training
settin_:'s.

ChildCoreCenterWorkingGroup

The Director's Office has worked on developing a feasibility study for a Day Care Center at the
Laboratory. The Deputy Director convened a Child Care Center Working Group, conducted a
Laboratory-widesurvey to evaluate employee interest in a Center, andis preparinga business plan for the
Center. Although a final decision has not been made, the year's efforts have moved the Laboratory
forward in laying the foundation necessary to make a sound decision aboutthe Center.
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PR_RESS IN ATTAINING 1993 LABORATORY-WIDE AFFIRMATIVE ACTION GOA/_

Tables 1-4 show the Laboram_/s progress in attaining goals and addressing undomttHzationfor the
following cluses-females, African-Americans, Hispanics _KI Asian.Americans. The 1993 under-
utilization analysis disclosed no underutilization of Native Americans. For each job group, the
_ve action goal (fifth column) is a productof the numberof vacancies filled (fourthcolumn) and
the availabllioy/placemontrate 0bird column). This formula for setting a goal is consistent with the
LabcratmV'scommitment to hire or promote the underutiHzedclass at a rate that is equal to or greater
than the availability/placementrate.

UaAnt_Iza_n ofF#males

The Laboratoryhad the following resultsin addrmin8 underufll/zationof females in 18 job groups.

• In seven job llroups,goals were met. ,
• In _ job groups,progress was made.
• InthreejobStoups,noprogresswasmade.
• In five job lFoups, there was no opportunityto make progrmsbecause no vacancies were filled.

Tabkl
inAtUdn_1_93_ ActheGosh.F,a_.

_eude A_I
Under- Ptaammt Vamndm Females

A03- Adm/nislmtiveMsmt 7 47% 15 7 6 _ _s
HI n IIl.,. ,, ,,.

A0_- TechnicalMsmt 6 14% 3 <i 1 MetGoal
....... , , ,,, t • ,,,,

-BO$- l_ySics 2 $% $$ 4 3 ProBm-
ii i i

B04 - ComptMathtSum 4 25_ 18 5 7 MetGoal
I II I I I

B05.- Bkcutcal_leclrc_ic EnlF 3 10_ 3 <1 0 No ProlFmS

.......................calEngineer I 5_ 5 <I 0 No Prosrm

Sii'R,.,.ih,._ _ ,7_ ...... 1o2 5o 5o M.,
C02- Mw.h_cal Tech $ $% 0 0 0 No_oy

. , __ . ,,, .,,,, ,, , ,, ,, ,m ., ,,,,

C03- ElectronicTech 10 13% 0 0 0 NoOpportun/ty
11111111. ,I , I I I II ill Ill I II , Jl Ill Ill

C04- Tw,h/Re_march 6 27_ 9 2 2 MetGoal
i ....... iiiii i illlll i I i ! i i Ii i ii

C06 - HealeVMedical 7 59_i, 8 S 2 ProlPeSs

CO'/-TechAssociate 9 33% 6 2 2 MetGoal
iiii i i i

C08- AcceleratorOperators I 30_ 0 0 0 NoOppommit_

E01-MachineShop 4 I I% 0 0 0 NoOl_maai_
II I II

_ IH _ I I I I I II

E03- Mechantct/Repair 1 2% 0 0 0 NoOppomn_ty

!=01- Scuff-Skilled _ 32% 4 I 2 MetGoal
I
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Uderun o/an-Ameans

The Laboratory had the following results in addressing underutilization of African-Americans in 8 job
groups.

• In one job group, goals were met.

• In six job groups, no progress was made.

• In one job group, there was no opportunity to make progress because no vacancies were filled.

Table 2

Progress in Attaining 1993 Affirmative Action Goals - African-Americans

Aft-Am. Availability/
Under- Placement Vacancies Rounded Aft.Am.

Job Grmm ,,, UtO_tlm Rate .... Filled ,,Goal ,, Hired., Status

A03 - AdministrativeMgmt 1 7% 15 1 0 No Progress
_. __ , ,,, _ ,, .......... ,,,, _ .................

A05 - Technical Mgmt 3 10% 3 < 1 1 Goal Met
,,,=, ,..,,,, --. ,,, -- ,, ,

B02 - _mistry l 1% 30 < 1 0 No Progress
_ -,, _ ,,, Ill ' '" , . ' '"

B04 - Comp/Math/Stats 3 3% 18 1 0 No Progress

B06 - Mechanical Engineer 1 19b 5 < 1 0 No Progress
_ _ ,,,, - _ ,, ,,,, .......

BII - Rematch Asu3c_te 4 L 4% 102 4 0 No Progress,..... ,,, ,, _ .,. ,.,, ,

C02 - Mechanical Tech l 2% 0 0 0 No Opportunity
_ -, ,,,,,,, , - , , ,, , . ,,,, ,

C07 -Tech Associate 1 4% 6 <1 0 No Progress
,,,
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UnderutUiza_nofHispanics

The Laboratoryhad the following resultsin addressingunderutilizaflonof Hi,panics in 19job groups.

• In fourjob groups,goals were met.
• In threejob groups,progress was made.
• In ninejob groups,no progresswas made.
• In threejob groups, there was no opportunityto make progress because no vacancies were filled.

Table:3

InAttaining1993AfllrmativeActionGoals.Ellspanles

Hhlmalc Availability/
Under- PS_cemmt Vamndes Rounded Hlspaulcs

_ , Job Grouo Utilimtim Rate ,, , FllIed ,, Goal ,. _I]red ....... Status

A03 - AdminMrattveMgmt 2 5% 15 1 0 No lhooess

A05 - Technical Msmt 2 10% 3 <I 0 No Progress

B04 - Comp/Math/Stats 2 2% 18 <1 0 No Progress
-- ,. H , .,, ,, , ............

B05 - ElectricJtl/FAectmnicEngr 2 3% 3 <I 0 No Progress
-- , , =. , .,H, . ,,.,.. H., ,, , . ,, _ H,.,

B06 - MechanicalEngineer 1 4% 5 <1 1 Met Goal
-- ,.. nH i |. ' I ', -

B08-FacilitiesEngineer I 3% 9 <I 0 No Progress
-- |s , ,ml ii .,., H.. .,i, ,i ., • --

BI6- Envir, Health & Safety 1 2% 15 <1 3 Met Goal

C03 - ElectronicTech 5 5% 0 0 1 Met Goal

CO4- Tech/Research 3 9% 9 1 4 Met Goal

C05 - Desi_hics 1 8% 8 1 0 No Progress
, , ,, , ,,, ,, _

C08 - AcceleratorOperators 1 8% 0 0 0 NoOpportunity
H. H HH - •

D01 - Office Services 8 12% 65 8 7 Progress
. , . , , ,

1302- Office SpecJSups 2 10% 14 I 0 No Progress

E01 - Machine Shop 7 26% 0 0 0 No Opportunity
, _J,,,w, , , ,. H.., ., i, |

E02 - Crafts/Trades 6 18% 25 5 1 Progress
-- |" .. , . i , ,,H

E03-Mechanics/Repair 3 18% 0 0 0 NoOpponu_ty
m,,,, ,,, , H ,,,, , , ,,,! ........

GOl -Fire l 14% 2 <l 0 No Progress

G02 -Bus Drivers I 14% l <I 0 No Progress
,,,, , , , ,, ,, , , i , , ,,

G03 -Custodians 3 40% 8 3 I Progress
, , , ,H,,, .....
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Underu_n of Asian-Americans

The Laboratory had the following results in addressing underutilization of Asian-Americans, in fifteen

job groups.

• In threejob groups, goals were met.
• In two job groups,progress was made.
• Inseven job groups,no progresswas made.
• In three job groups, there was no opportunity to make progress because no vacancies were filled.

Table 4

Progress in Attaining 1993 Affirmative Action Goals - Asian-Americans

Asian.Am. Availability/
Under- Placement Vaamcies Rounded Asian-Am.

Job Grouo Utili_tion Rate FHled _maq Hired Status

A05 - Technical Mgmt 4 10% 3 < ! 0 No Progress
i i

B05 - Ele_rical/Electroaic Engr 7 20% 3 ! 0 No Progress

B06 - Mechanical Engineer 3 2% 5 <1 I Met Goal
i

C0l -Compu_Tech I 2 ! % ! < 1 0 No Pmgre_

C03 - Electronic Tech ! ! 22% 0 0 0 No Opportunity

C04 - Tech/Research 9 20% 9 2 0 No Progress

C05 - Design/Graphics I 17% 8 ! 3 Met Goal
., . ,

C06 - Health/Medical i 13% 8 1 t Met Goal
,.

C07 - Tech Associate 3 22% 6 i 0 No Progress
. ., ,

1301 - Office Services l 7 17% 65 i I 7 Progress

E01 - Machine Shop 3 17% 0 0 0 No Opportunity

E02 - Crafts/Trades 3 7% 25 2 I Progress

E03 - Mechanics/Repair 2 12% 0 0 O No Opportunity

FO! - Semi-Skilled 3 13% 4 I 0 No Progress

G02 - Bus Drivers I 7% i <1 0 No Progress
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SECTION II
B. UNDERUTILIZATION AND ADVERSE IMPACT

Section II of the AffirmativeAction Plan contains a discussion of (1) underufilizationand goals, based on
Laboratory-wide data, and (2) problem areas and action-oriented programs,based on an analysis at the

• division level of three types of personnel actions-hiring, promotions/reclassifications and terminations.
The purpose of this latter analysis is to identify areas in which members of protected classes are
adversely impacted. Whenever adverse impact analysis is found, the Laboratory is responsible for
developing action-oriented programs to address the adverse impact. Both analyses used data on
personnel actions thattook place between October 1, 1992 and September 30, 1993.

Historically, in assessing adverse impact, the Laboratory has alternated between two analytical
approaches-analyses focused on Laboratory-widedata and analyses focused on division-based data. In
determining the most effective approach, LBL has worked closed with the Office of Federal Contract
Compliance Programs(OFCCP). Each approach has merit. Using Laboratory-widedata provides larger
numbersfor each personnel action, which, in turn,facifitates a statistical analysis that shows Laboratory-
wide patterns. Using division-baseddata focuses the analysis on the organizational unit where personnel
decisions aremade. As partof a conciliation agreementwith OFCCP,the AffirmativeAction Plans since
1993 analyze data on personnel actions on a divisional basis.

Hiring and Promotions

The Laboratory uses two methods for filling positions which are advertised (posted) for competitive
selection: (1) filling from outside the Laboratory with a new hire, and (2) filling from within the
Laboratorywith an existing employee taking the position on a lateral transfer basis or promotion. The
former is categorized as hiring;the latteras reclassification.

The Laboratory maintainsa policy of filling positionswith the most qualified applicant withoutregard to
such personal factors as race or sex. Recruitingpractices are intended to yield as diverse an applicant
pool as possible. The division analyses compared minority and female representation among job
applicants with their representation among newly hiredemployees to determine whether minorities and
female applicants are adversely impacted in hiring decisions. An applicant is defined as anyone who
meets the minimum qualifications to be consideredfor a vacantposition.

Terminations

The policies and practices regarding terminationconform to the Laboratory'spolicy of equal employment
opportunity. The divisional analyses compared minority and female representation in terminations to
their representation in the work force to determine whether minorities and female employees are
adversely impacted in terminations--bothfor voluntaryand involuntaryreasons.

METHODOLOGY TO ASSESS AVAILABILITY AND TO IDENTIFY UNDERUTILIZATION

Procedures to evaluate internal availability for the underutilization analysis were consistent with
requirements of Revised Order No. 4 (41 CFR Section 60 2.11 Co)). The steps are described and
illustrated in Exhibit B of Section m. To determine underutilization, the availability data were
compared with the actual population, by job group, in the Laboratory as illustrated in Exhibit D of
Section In.
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METHODOLOGY TO ASSESS ADVERSE IMPACT

Adverse impact is a statistically significant different rate of selection on employment decisions, such as
hiring and promotions which have a negative affect on women or people of color. To assess adverse
impact, we used two statistical tests approved,in theory, in the OFCCP'sUniform Guidelines: the Two

• StandardDeviation Test and, in cases of small numbers,the Fisher'sExact Test. Both tests compare
separatelyeach protected class (raceJethnicity)to Caucasians and females to males and provide results
which arestatistically significant.

The Two StandardDeviation test takes into account the fact that, if an employerpaid no attention to race
or sex when making selections, there would be some naturaldegree of departurefrom perfect parity, both
above and below, based on the rules of probability, and that only extreme departuresaway from parity
should be construed as possible evidence of adverse impact. Like the Two StandardDeviation Test, the
Fisher'sExact Test takes into account the same fact. As its name suggests, however, the Fisher'sExact
Test is more exact. The Two Standard Deviation Test is based on an approximation that becomes
progressively more exact with largernumbers of transactions. The OFCCPrequires the use of an exact
test in place of the Standard Deviation Test when the larger eligibility pool is less than 30 and the
expected numberof minoritiesor females experiencing the personnel actionis less than 5.
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SECTION lI
C. 1994 LABORATORY-WIDE ACTION PROGRAMS, AVAILABILITY

AND UNDERUTILIZATION

Laboratory.wide Activities

All LaboratoryDivisions will continue to carry out a variety of baseline and ongoing development
activities aimed at obtaining diverse applicant pools and developing and retaining employees. These
activities comprise a program that has expanded steadily over the last three years. The following is a
synopsis of these cross-Division activities. Specific actions initiated and carried out by particular
divisions are included in laterDivision summaries.

Basic equal opportunity/affn'mafiveaction efforts have been incorporated into standard Division
procedures such as the inclusion of EEO/AA responsibilities in supervisor's performance reviews,
development of recruitment planswhen vacancies exist, equity review of salary actions and participation
in related trainingprograms.

The Laboratorywill continue to supportdevelopment efforts by facilitating participationin training, the
tuition reimbursementprogramand on-the-job training. Formal programs will continue to be promoted,
such as the UC Postdoctoral Program, the Management Skills Assessment Program and the LEAP
Program.

Divisions will continue to participatein the Diversity Committee by sending representativesto discuss
related issues and action-oriented planning. The Committee makes recommendations to the Director
about ways to enhance the LBL workenvironment and accommodate the diverse needsof its employees.

Short Range Plans:

LBL is committed to the following goals:

s An annual reduction of outstanding Aff'LrmativeAction goals based on opportunities,i.e. personnel
"actions" that move an individual into ajob group viapromotion, transferor hiring a new employee.

• Continued targetingof minorityand female goals at uppermanagement and mid-managementlevels
until they are better representedwithin all job groupsat the mid and senior management levels.

• An assessment of supervisors'AA/EEO contributionsin their annualperformancereviews.
• As vacancies appear during 1994, LBL will continue to target openings to create diversity among

various ethnic groupsand women throughoutthe Laboratory. A special emphasis is being placed on
all professional and technical positions toward Affu'mative Action goal attainmentand diversity in
the workforce of the Laboratory.

• A new focus on the recruitmentand hiring of disabledpersons will be made during 1994.
• The WorkForce Diversity Office will continue to implement the recommendationscontained in the

LaboratoryCommittee on Diversity Report,as approved by the LaboratoryDirector.
• Establishing and continuing support for the Work Force Diversity Office, fully staffed, with strong

administrative support, to fully implement and support the Affirmative Action Program while
maintainingrecordsand statistics regarding Affirmative Action Activities.

s The Work Force Diversity Office will develop newly-designed Affirmative Action reports for
Division Directors to assist DepartmentHeads in managing their affirmative action responsibilities
and assess how well divisions are using available opportunities to improve and meet their workforce
Affirmative Action goals.

51



• Line management will be targeted for greater participation in affirmative action recruitment for
vacancies as they occur in the Divisions. Managerwill attend job fairs and related events and speak
directly withqualified individuals interested in work in theirspecific areaof operations.

• RecruitmentResource Guides, under development in 1993, will be available for circulation in June,
1994. They will serve as a resource to supervisors and managers in their recruitment planning for
vacancies.

• Implementationof a pilot mentoring programin the EngineeringDivision.

LongRangePlans

• New priority will be placed on focusing and targetingof underrepresentedpersons to provide greater
representativesof these groups in management positions. Community outreach activities, refined
and selective recruitment activities and Affirmative Action networking will be utilized for this
purpose.

• Monitoringactivities will be expanded and/orrefined to include:
Merit increases
Upwardmobility
Promotions
Transfers
Special Recruitment
Reorganization
Classification
Training and staff development
Discipline
Retention
Issues relatedto LaborRelations

• Elimination of all work force statistical goals through the use of training programs, employment
pools and targeting of management level positions, the Laboratory will direct proactive efforts
toward reduction and/orelimination of AffirmativeAction goals injob groups and/orclassifications.

Availability

Table 1 on the following page reveals availability data by detailing the Lawrence Berkeley Laboratory's
employee population by race andsex.
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Table i

Laboratory-wide Population

Total Total Total
Total Total Alricm- Total Asian. Native Total Total

EEO Category Female Male American Hlspulc AmerleJm American Caucasl_ Staff

A.'OmcialstM_s 35 t_ 7 6 .... 12..... 1 ....... 134 160
22% 78% 4% "% 8% 1% 84% R_/o

L

B. Professionals 346 853 40' '30 ..... 192 1 : 936 1199
2_ 71% _% 3% 16% .;% 7a% wo_

_C.Technicians 58 418 " 30 26 53 l 366 476
12% 88% 6% 6% 11% .2% 77% 100%

D. Office Clerical 257 45 79 ....... 26 29 "2 166 302
85% J5% 26% 9% lO_ 1_ 5s_ lOO_

E. skilled Crafts ..... 0 153 14' 13 ' 8 3 l l5 153
1oo_ _ _ .5% 2% 75% lOO%

F. Semi-Skilled 6 27 6 ....... 8 I 0 ' 18 33
18% 82% 18% 24% 3% - 55% 100%

G. Service Wkrs 20 45 18 i0 7 .... 0 ..... 30 65
31% 69% 28% 15% 11% - 46% 100%

-- i

. 30% 70% 8% .. $% 13% .3% 74%

Underutilization

LBL employees fall into 34 job groups for purposes of the Affirmative Action Plan. Underutilization
occurs in all but four job groups. Total underutilization by class is as follows: 86 females; 18 African-
Americans; 65 I-Iispanics; and 76 Asian-Americans. The Laboratory has no underutilization of Native
Americans.

The 1993 Affirmative action goals for the Laboratory are based on job group underutilization and
availability rates in the fifth column. As vacancies occur, the Laboratory's godl is to hire or promote the
underutilized class at a rate that is equal to or greater than the availability rate. Table 2 lists job groups,
underutilized classes and goals for 1994.

1 Due to rounding, the sum of category percentage totals for underrepresentedgroupsmay not equal 100%.
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Table 2

Laboratory.Wide UnderutUlzatlon

Total Under- Specific Classes
JobOmu andTide Staff Ul_cadon? 94 Gold Rate

,,, ,,,,_.......................

AOI - Directors Offlcials/Manaller 24 No

A03- Administrative Mllmt Officials/Manager 82 Yes 9 Femld'es-47%
2 Afdcan-Ameflcan.7 %

A05 - Technical Mgmt Officials/Manager 54 Yes 5 Females - 14%
2 African-Americans.10%

2 Htspanics. 10%
4 Asian-Americans- 4%

B01 - Bio-Med Science Professionals 82 No

B02 - Chemistry Professionals 67 Yes I Africa-American. I%

B03- Physics Pmfessionah 223 yes 2 Fem_es - i2%
- ,,. ,

B04 - Comp/Math/Stadsdcs Professionals 103 Yes 7 Females - 25%
3 African-Americans.3%

2 Hisp_cs - 2%, , , ,,,..,, , ,,., , , ,,

B05 - Eiectrica_lectronic Engr Professionals 92 Yes 3 Females,, 10%
3 HispanJcs- 3%
8 Asian-Americans. 20%

,,,............. ,,, , ,, , ,, , ,, ,, ...........

B06 - MechanicalEngr Professionals 76 Yes 2 Females - 5%
I African-American. I%

2 Hispanics - 4%
3 Asian-Americans - 21%

," ,I , ,,,,,,, ,,, ,

B07 - Other Eng/Eanh Sciences Professionals 58 No

e08- Facilities Engineers Professionals 37 Yes 1 Hisp_c- 3%
•, ,,,,,,,,

B09 - Econondcs/Analysis Professionals 24 Yes 3 Females - 3%
,, ,, , I , ,

BIO - Technical Editinl_Vriting Professionals 28 Yes 1 African'American- 7%
, ,, ,. ,,,., , ,,, ,

B11 - ResearchAssociate Professionals 132 Yes 4 Females - 47%
4 Ah-ican-Americans- 4%

........ lHispanic- 3%

B 13 - Administrators/Analyst Professionals 219 No
,,. , ,,, , ,,

BI6 - Environ,Health & Safety Professionals 58 Yes 1 Hispanic- 2%
,,,,.. ,,, , ,, ,,

C01 - ComputerTechnicians Technicians 17 Yes 2 Asian'American - 22%
,., ,., ,,,, , ,,, ,

C02 - MechanicalTechnicians Technicians 123 Yes 5 Females - 5%
2 African-American- 2%

...... 2msp c -S%
C03 - ElectronicTechnicians Technicians 125 Yes 10 Females - 13%

4 Hispanics - 7%
9 Asian-Americans. 22%

,,,, ,,,,,.._.,,, ,,, ,, ,,,,,,

C04 - Tech/Research Technicians 62 Yes 7 Females - 27%
IHispanic.9%
10Asian-Americans.20%

,,,,,,,, .,

C05 - Design/Graphics Technicians 54 Yes 2 Hispanics.8%
, ,, , ,...,..,, ,

C06 Health/Medical Technicians 38 Yes ' 8 Females. 59%
2 Hispanic - 7%
1 Asian-American. 13%
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2 African-American- 4%
$ Asian-Americans- 22%

,i, r ii ,H ,ii iii ,,,,,, _ f ,, i , ,f H,II

C-08Accelerato¢Operators Technicians 20 Yes IFemale-22_$
l I.I/spmic- 7_
3 Asian.Americans. 16%

D-01 Office Services Clerical 239 Yes 9 Flispanics• 12%..............
20 Asian-Americans. 17%

D.0 cl,,tOfflceSpecialisu/Sups 63 Yes 1African American. 1_
......... ,.................... 1Hispanic- I0,,_, , ,
E-OI Machine Shop Skilled Crafts 34 Yes 4 Females - 12%

7 Hispan/cs. 26q_
3 Asian-Americans- 17_

E-02 Crafts/Trades Skilled Crafts 79 Yes 2 Females - 3%
6 l-lispan/cs- 185,
3 Asian-Americans- 7_,

E-03 Mechardcs/Repairs Skilled Crafts 40 Yes I Female - 2%
4Hispan/cs - 19%

...................................... 2 As!an-American- 12_ ............
F-OISemi.Skilled Operatives 33 Yes 5 Females- 32%

3 Asian-Americans- 13_o

O-01 Fire Service WoOers 17 Yes l Hispanic- 7%

1 Asian-,_mlerican- 7%

O-03 Custodians Service Workers 35 Yes 4 H/span]ca- 40_,
................ -- ....
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_CTION II

D. ACCELERATOR AND FUSION RESEARCH DIVISION

1993 ACCO_LISIIMENI_; PROBLEM AREAS AND ACTION-ORIENTED PROGRAMS

OVERVIEW

The Accelerator and Fusion Research Division has 121 employees with the following distribution by
race and sex.

Table 1

Division Population

Total Total Total
Total Total MHcaa. Total AMam- Native Total Total

EEO Catqlory Female Male Amm'tcaa _c _ American Cuemtan Staff'

t tt A_ 0omci__ 5 o o o s 5
. lOO% .... lOO_ lOO%

e,Profe,sion_ 9 67 0 : 2............16 " o 5s _6
12% 88% . $% 21% . 76% 100%

C, Technicians 2 19 ....1 ....... 2 " i........ 0 17 21
9t% s_ so_ 5% . 81% wo%

....O.omccclerical i'7 2 ..........4 ....2 2 0 s_ s9
90% 10% 21_ 11% 11% . 58% 100%

II I I_ U !ll I I I[/[-- II [_..... U)Jlll _ Ill Ill]llI

.... _, _t 4% s%.........s_,_ . 7.s.._.. lee_t

AFTIRMATIVE ACTION ACTIvrrl]_ IN 1993

• Joe Kwan represented AFRD on the laboratory-wide Diversity Committee.

• Roger Bangener served as Chair of the Lab-wide strategic planning task force on "Commitment to

our People."

• AFRD supervisors and managers continue to be evaluated on their performance in the areas of

meeting affumative action goals and ensuring equal opportunity employment for their employees.
• In 1993, two female employees continued college coursework as part of formal Employee Develop-

merit Plans with partial tuition reimbursement.
• Four females in AFRD received reclassifications in 1993 and one female was selected for a posted

promotion.
• The Division's 1993 Summer Student Program hired nine new student assistants (five females,

including one minority female: and four males, including one minority male) into AFRD programs.
Recruitment efforts were facilitated by LBL's Human Resources Department and Equal Opportunity
Administrator and minority colleges and universities received job postings of open positions. AFRD

1 Due to rounding, the sum of categorypercentage totals for underrepresentedgroups may not equal 100%.
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also obtained applicantreferralsfromCSEE progrmmfor summerstudent positions, and two CSEE
candidateswere selected forparticipation.

• Andy Sessler of AFRD's Center for Beam Physics, continues proactlve efforts to improve career
opportunities for women and minorities in science and engineering. He has placed several female
and minority students from CSEE programsinto student positions in his group in recent years and
hired a female GSRA in ] 993.

• In 1993, Jose A]onso (Senior Physicist) was asked by the National Science Foundationto serve on a
selection pane] for its GraduateMinorityFellowshipProgram.

• Christine Celata andSue Bowen have been active in I..BL'sCommunity Relations Program,andhave
given talks to local elementaryschools and civic and community groups around the Bay Area.

• Anthony Young was active in elementary science education in the Vallejo Unified School District
and provided advice, suggestions for teaching materials, and technical information to teachers and
administrativestaff. He also volunteeredas ajudge for theBay Area Science Fairin 1993.

• Working closely with the Director's Office and LBL's Community Relations Office, AFRD staff
from the Bevalac and the Advanced Light Source conducted nu_us tours of these facilities for
groups of visitors from schools, community and professional organizations, state and local officials
and staff andmembersof Congress.

PERSONNEL ACTIONS WITH ADVERSE IMPACT / PROBLEM AREAS

A review of hiring, promotiom/reclassiflcat/ons and terminations disclosed no adverse impact on
protectedclasses in those personnel actions.

DMSION ROLE IN ADDRESSING LABORATORY UNDER_TION IN 1994

The 121 Employees fall into the twelve job groups listed below. Althougl_the Division can assist in
addressing underutilisationat the Laboratoryin all of its hiring, whenever a Division has a significant
portion of any one job group, it bearsa greaterresponsibility in addressing underufilization.

Table2

Divfston Prome and Laboratory Underutflization

Total
Division Total LBL LBLUnder-

Job Group &Title CaU_ry Employees Employees UtWmtkm? SpecificCIms(m)
ii ml i i i i ....

A01- Directors Officialt/Mgrs I 24 No
I ,, i ,i H i s u ,

A03- AdminMgmt Ofl_cials/Mgrs 1 82 Yes 9 Female
2 African-American

a

......... 2mspm+'c,,
A05- TechMgmt Officlals/Mgrs 3 54 Yes $ Female

2 African-American

2Hispanic
4 Asian-American

....... , u / ,, , , , , . ,u ......._ ,,, ,,,,.

B02 - Chemistry Professionals I 6"/ Yes IAfrican-American
L ' ' ' ' - '" """ '

B03- Physics Professionals 66 223 Yes 2Female

B07-OtherEnsr/Em_ Professionals 2 58 No
, , ,, a,,, , , ,, , ,, ,, ,

B13-Adrn/n/Analyst Professionals 7 219 No
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IHispanic
I0Aslsn-Americ_m

T  oi,,i" 7..... v.........!9Fm,Jo..................
2Affican-An_rican
5 Asian-American

cos;A elOper 13 20 y. 1
IHlspan/c
3Asian.American

D01- Office Services _J- Clericals 12 239 Yes 9 Hispanic
20AsiJm-Ar_rican

i! WlJl i mll lllm i iiii i i _ ,,,_,,,), ,, _ ,, , ..... ±

I

,, _ ,_ __ ,............... _rasping;. i iiiirml iiii iii

ACTION.ORIENTED PROGRAMS I ACTIVITIF.SIN 1994

Given that the adverse impact analyses do not disclose specific problem areas, the Laboratory and
Division will carry out a variety of baseline and development activities aimed at obtaining diverse
applicantpools and developing andretainingemployees. These activities are partof a programthat has
expandedsteadily over the last threeyears.

, The Division will continue to carry out basic equal opportunity/affmmltiveaction efforts such as

inclusion of EEO/AA responsibilities in supervisor's performance reviews, develovment of
recruitmentplans when vacancies exist, equity reviews of salary actions and participationin related
trainingprograms. These are ongoing activities.

, The Human Resources Department will distribute the Division-focused Recruitment Resource
Guides thathave been underdevelopment during 1993. These RecruitmentGuides will be available
tosupervisorsand managersin their recruitmentplanningfor vacancies. Estimateddistribution date
is June 1994.

, The Division will continue to promote employee development efforts, such as participation in
training, promotion of the tuition reimbursement program and on-the-job training. These are
ongoing activities.

• The Laboratory will continue to promote programs such as the UC Postdoctoral Pmgrmn, the
ManagementSkills Assessment Programand the LEAP Prognun. These areongoing programs.

• The Division will continue to send a representative to the Diversity Committee, which, in tin'n,will
make recommendations to the Director about ways to make the LBL _ environment that is
comfortablefor all employees.

• All AFRD supervisors and mJu'tagerswill have completed participation in the Zenger-Miller
"FrontLine Leadership" six-month training course by smr_ 1994. The course is designed to
strengthen and improve lead.ship, supe_isory, and communication skilll and provides training in
how to deal effectively with a varietyof employee relations issues.

• Jose Alonso will serve on the National Science Foundation's sel_tion panel for its Graduate
Minority Fellowship Prograxrlfor a s_ond ye_, in 1994.

59



60



SECTION lI

E. ADMINISTRATION DIVISION

1993 ACCOMPLISHMENTS; PROBLEM AREAS AND ACTION.ORIENTED PROGRAMS

OVERVIEW

The Administration Division has 292 employees with the following distribution by race and sex,

Table 1

Division Population

Total Total Total
Total Total African- Total Asian- Native Total Total

EEO Category Female Male American Hispanic American American Caucasian Staff

A. 0ffidals/Mgrs .......13 _) .... 0 2 5 0 35 42
® 31% 69% - 5% 12% 83% 100%

B. Professionals 61 51 " 12 9 19 0 72 112
55% 45% 11% 8% 17% - 64% 100%

C. Technicians 0 5 1 1 1 0 2 5
- 100% 20% 20% 20% - 40% 100%

,,,, , ,

D. Office Clerical 75 22 31 9 14 2 41 97
77% 23% 32% 9% 14% 2% 42% 100%

E.S_n_dCr_t_ 0 5 1 o 1 o 3 s
w0% 20% . 20% . e_ wo_

F. Semi-Skilled 2 16 4 3 0 O 11 18
11% 89% 22% 17% - 61% 100%

G. Service Wkrs 6 7 10 0 "' 0 0 3 13
46% 54% 77% . - 23% 100°/o

II II I [

.... !1s4_ 4_ 20% 8_ 14__ t_ s?_ lee_

AFFIRMATIVE ACTION ACTIVTrl]_ IN 1993

Affirmative Action activities supported by the Adminislration Division are listed by Department as
follows.

InformationSystems& ServicesDepartmem (ISS)

• Several ISS personnel participated in the LBL Educational Outreach programs sponsored by

CSEE. Joyce Putnam solicited and coordinated an LBL group to serve as mentors for Berkeley

1 Due to rounding,the sum of category percentagetotals for underrepresentedgroups may not equal 100%.
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High School's ComputerAcademy, which helps studentsobtain work skills, graduate and enter
college or the workforce. Most of the students arefrom disadvantaged backgrounds. One ISS
employee, Rose Bolton, was amongthe fourLBL employees to become mentors.

* Joyce Putnam mentored an African-American female student at BHS for two years. She
graduatedin June, 1993 and enteredChico State University in September, majoringin Computer
Science.

* Jcyce Putnam volunteered for the Community Awareness Program through the LBL Public
InformationDeparm_ent.

Business and Materiel Depvrtrnent

* Fred Lothrophas spoken about the Laboratoryto meetings of the Berkeley Breakfast Club and
the Emeryviile RotaryClub.

- Gavin Robillardpresenteda workshopentitled "FutureScientist" at an educational conference of
the National PropertyManagement Association.

• In August, 1993, all staff and supervisors of Materiel Operations attended LBL's Sexual
Harassment workshops, and seven Property Management staff members attended Sexual
Harassment training.

• The Human Resources Office implemented a numberof new initiatives which strengthen the
Laboratory'sability to recruitmore diverse applicantpools (see pages 2-3).

Technology Transfer Department

• Rick lnada was one of three LBL participants in the UC Management Skills Assessment
Program(MSAP).

• Two employees have visited junior high and high schools to discuss career opportunities in
science and to encourage students to continue with their math and science education through
high school and beyond. Included are visits to high schools with predominantly underutilized
minority studentpopulations.

• Extensive advertisingand career fair materials preparationresulted in a more diverse applicant
pool for three sponsored research officer positions; three high quality hires resulted, including
one white female, one African-Americanmale and one white male.

• A number of employees in protected classes have aggressive employee development plans in
place and are participatingin the Laboratory'stuition reimbursementprogram.

Financial Management Department

• A number of new hires increased the diversity of the Financial Management Department.
Several employees from underrepresentedclasses benefited from transfersand reclassifications
to higher level positions.

• Ed Fuentes was an active member in several community and minority organizations, including
the National Society of Hispanic MBA's and La Clinica de la Raza, a community health center
where he serves as Treasurerandis seated on the Executive Board of Directors. Ed represented
LBL at the UCB-MBA Day activities, and at the UC Graduate Management Admissions
Counsel.

• Training in sexual harassment was provided to all employees through a workshop entitled
"Sexual Harassment:Employee Rights and Responsibilities."

• The Department sponsored an employee in a cooperative agreement for pre-employment
preparation from the Alameda County Social Services Agency as part of their GAIN Program
(GreaterAvenues for IndependenceAct of 1985).
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Internal Audit Services

• Internal Audit Services, a newly formed Department, achieved a diverse staff through successful
affn_tative action recruitment.

Cross-Department Activities

• The Division provided training for supervisors entitled "Managing Within the Law."

• The Human Resources Department worked with the Financial Management Department to
develop specialized Career Development training and to set up individualized goals for career

paths. This program has been extended to other units within LBL.
• The Division sponsored Zenger-Miller Supervisory Training, which provides the fundamentals

of basic management and supervision as well as skills training for successful career
development.

PERSONNEL ACTIONS WITH ADVERSE IMPACT I PROBLEM AREAS

A review of hiring, promotions/reclassifications and terminations disclosed no adverse impact on
protected classes in those personnel actions.

DIVISION ROLE IN ADDRESSING LABORATORY UNDERUTHJZATION IN 1994

The 292 Employees fall into the twelve job groups listed below. Although the Division can assist i_l
addressing underutilization at the Laboratory in all of its hiring, whenever a Division has a significai,t

portionof any one job group, it bears a greater responsibility in addressing underutilization.

Table 2

Division Profile and Laboratory Underutilization

Total
i)ivislon Total LBL LBL Under-

Job Group & Title Category Employee, Employees Utilization? Specific Class(es)

A01 - Directors Officials/Mgrs 1 24 No

A03 - AdrninMgmt Officials/Mgrs 39 82 Yes 9 Female
2 African-American

..... 2 Hi_p_c
A05-TechMgmt Officials/Mgrs 2 54 Yes , 5Females

2 African-American

2Hispanic
4Asian-American

,,, , ,,,,,, , ,,,,,,,,, ,

B04 -Comp/Math/Stat Professionals I I03 Yes 7 Females
3African-American

,,, 2Hispanic
B05 -Elect/ElectronEngr Professionals I 92 Yes 3Females

3 Hispanic
8 Asian-American

,, , ,,,

B13.Admin/Analyst Professionals II0 219 No

C01 -ComputerTech Technicians 5 17 Yes 2Asian-American
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D01 - Office Services Clerical 83 2.'.9 Yes 9 Hispanic
20 Asian-American

D02 - Office SpecYSups Clerical 14 63 Yes 1 African-American
, 1Hispanic

E03 - Mechanic/Repair Mechanics 5 5 Yes 1Female
6Hispanic
2 Asian-American

F01 - Semi-Skilled Operatives 18 33 Yes 5 Female
3 Asian-American

GO2- Bus Drivers Service 13 13 yes 2 Hispanic
Workers IAsian-American

i i iiiii

ACTION-ORIENTED PROGRAMS FOR 1994

Given that the adverse impact analyses do not disclose specific problem areas, the Laboratory and
Division will carry out a variety of baseline and development activities aimed at obtaining diverse

applicant pools and developing and retaining employees. These activities are part of a program that has
expanded steadily over the last three years.

• The Division will continue to carry out basic equal opportunity/affirmative action efforts such as

inclusion of EEO/AA responsibilities in supervisor's performance reviews, development of

recruitment plans when vacancies exist, equity reviews of salary actions and participation in related

training programs. These are ongoing activities.
• The Human Resources Department will distribute the Division-focused Recruitment Resource

Guides that have been under development during 1993. These Recruitment Guides will be available
to supervisors and managers in their recruitment planning for vacancies. Estimated distribution date
is June 1994.

• The Division will continue to promote employee development efforts, such as participation in

training, promotion of the tuition reimbursement program and on-the-job training. These are
ongoing activities.

• The Laboratory will continue to promote programs such as the UC Postdoctoral Program, the

Management Skills Assessment Program and the LEAP Program. These are ongoing programs.
• The Division will continue to send a representative to the Diversity Committee, which, in turn, will

make recommendations to the Director about ways to make the LBL an environment that is

comfortable for all employees.
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SECTION II

F. CHEMICAL SCIENCES DIVISION

1993 ACCOMPLISIIMENTS; PROBLEM AREAS AND ACTION-ORIENTED PROGRAMS

OVERVIEW

The Chemical Sciences Division, one of the smallest Divisions at LBL, is comprised largely of faculty

investigators and graduate students. Ninety employees are affiliated with UC Berkeley and are included
in that institution's Affh-mative Action Plan. A total of 22 employees have their primary affiliation with
LBL. Table 1 provides an overview of the distribution of these employees by race and sex.

Table 1

Division Population

Total Total Total
Total Total Mricam- Total Asian- Native Total Total

EEO Category Female Male American lllipantc American American Caucasian Staff

,,, i

AIOfficials/Mgrs 1 1 0 0 0 0 2 2
5O% 5O% - - 100% 100%

, ,, , ,,,,

B. Professionals 4 12 0 0 4 0 12 16
25% 75% - - 25% - 75% /00%

,,,,, ,,,,,.....

13.Office Clerical 4 0 3 0 0 0 1 4
100% 7.5% - - 25% 100%

[ 22'
" I I ill, rl I I H I HHII Im t I

4 59% 14% , - .... 18% - 68% 100%

AFFIRMATIVE ACTION ACTIVITIES IN 1993

* In filling vacant positions, hiring officials have worked with staffing officials to develop recruitment

plans to address the underutilization of women and minorities in the applicant pool.
• Lindarae Aubert represented the Division on the Laboratory-wide Diversity Committee.

• The Division has actively promoted training opportunities for women and minority employees. One
female minority employee completed 8.5 SH of college coursework during the Fall 1993 semester.

• Depmlment heads are reviewing and evaluating equal opportunity performance and affLrmative

action results as part of supervisory performance reviews.
• The Division is promoting, to our Investigators, the Director's program to make postdoctoral

appointments available to women and minorities at the Laboratory.

PERSONNEL ACTIONS WITH ADVERSE IMPACT / PROBLEM AREAS

A review of hiring, promotions/reclassifications and terminations disclosed no adverse impact on

protected classes in those personnel actions.
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DIVISION ROLE IN ADDRESSING LABORATORY UNDERUTILIZATION IN 1994

The 22 Employees fall into the nine job groups listed below. Although the Division can assist in
addressing underutilizafion at the Laboratory in all of its hiring, whenever a Division has a significant

portion of any one job group, it bears a greater responsibility in addressing underutilization.

Table 2

Division Profile and Laboratory Underufllization

Total
Division Total LBL LBL Under-

Job Group & Title Catelgory Employees Employees Utilization? Specific Class(a)

A01 - Directors Officials/Mgrs 1 24 No

A03 - Admin Mgmt Officials/Mgrs 1 82 Yes 9 Female .......
2 Aft/can-American

2 Hispanic
B02 - Chemistry Professionals 6 67 Yes I African-American

B03 - Physics Professionals 4 223 Yes 2 Female

B07 - OtherEngr/Earth Professionals I 58 No

B11 - Research Assoc Professionals 1 132 Yes 4 Female
4 African-American

1 Hispanic

B13 - Admin/Analyst Professionals 4 219 No

D01 - OfficeServices Clericals 3 239 Yes 9 Hispanic
20 Asian-American

D02 - Office $peclSups Clericals 1 63 yes I African-American
1 Hispanic

ACTION-ORIENTED PROGRAMS IN 1994

Given that the adverse impact analyses do not disclose specific problem areas, the Laboratory and
Division will carry out a variety of baseline and development activities aimed at obtaining diverse

applicant pools and developing and retaining employees. These activities are part of a program that has
expanded steadily over the last three years.

• The Division will continue to carry out basic equal opportunity/affL,'rnattve action efforts such as

inclusion of EEO/AA responsibilities in supervisor's performance rev,_ews, development of
recruitment plans when vacancies exist, equity reviews of salary actions and participation in related
training programs. These are ongoing activities.

• The Human Resources Department will distribute the Division-focused Recruitment Resource

Guides that have been under development during 1993. These Recruitment Guides will be available

to supervisors and managers in their recruitment planning for vacancies. Estimated distribution date
is June 1994.

• The Division will continue to promote employee development efforts, such as participation in

training, promotion of the tuition reimbursement program and on-the-job training. These are
ongoing activities.
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• The Laboratory will continue to promote 'programs such as the UC Postdoctoral Program, the

Management Skills Assessment Program and the LEAP Program. These are ongoing programs.
• The Division will continue to send a representative to the Diversity Comnfittee, which, in turn, will

make recommendations to the Director about ways to make the LBL an environment that is
comfortable for all employees.
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SECTION H

G. DIRECTORS' OFFICE
1993 ACCOMPLISHMENTS; PROBLEM AREAS AND ACTION-ORIENTED PROGRAMS

OVERVIEW

The Director'sOffice has 21 employees with the following distributionby race and sex.

Table 1
Division Population

Total Total Total
Total Total African. Total Asian. Native Total Total

EEOCatesory Female Male American Hispanic Amerlum American Caucm/sn Staff
, ,,,,,,, l l __ .... l l , ,,,,,,,, , ,,,,,,,,

A. Officials/Mgrs 5 6 1 1 0 0 9 I1
45% 55% 9% 9% . - 82% 100%

B. Professionals 3 I 0 1 0 0 3 4
75% 25% - 25% - - 75% 100%

D. OfficeClerical 5 I " 0 I 3 0 ........ 2 6
83% 17% . 17% 50% . 33% 100%

........," ......... ,' .....,it•*,11Categories l 1 3 2i ',, i4,,
..... 62% _ % $% ,, 14% 14% J - ......... 67 , 100%

AFFIRMATIVE ACTION AcrlvITIF_ IN 1993

,, The Director'sOffice has workedthroughout the year on a feasibility study for a Day Care Center at
the Laboratory. The Deputy Director convened a Child Care Center Working Group, conducted a
Laboratorywide survey to evaluate employee interest in a Center,and is preparinga business plan
for the center. Although a final decision has not been made, this year's efforts have moved the
Laboratory forwardin laying the foundationnecessaryto make a sound decision aboutthe Center.

• The Deputy Directorhas conducted a series of focus groupsof Laboratoryemployees at all levels in
an effort to better understandthe concerns of employees and to provide information for strategic
planning in the Laboratory'seffort to make the Laboratoryan employerof t:hoice.

,, The Directormet with the Presidentof FloridaA & M Universityin an effort to develop a continuing
relationshipand a resource for recruitingstudents of color to consider the Laboratory as a place of
employment.

PERSONNEL ACTIONS WITH ADVERSE IMPACT / PROBLEM AREAS

A review of hiring, promotions/reclassifications and terminations disclosed no adverse impact on
protected classes in those personnel actions.
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OFFICE ROLE IN ADDRF._SING LABORATORY UNDERUTILIZATION IN 1994

The 21 Employees fall into the six job groups listedbelow. Although the Office can assist in addressing
underutilizationat the Laboratoryin all of its hiring, whenever a Division or Office has a significant
portion of any one job group, it bearsa greaterresponsibility in addressingunderutilization.

TaMe 2
Offk_ Profile and Laboratory Underutilization

Toad
Division TotalLRL LBLUnder.

Job Group& Title Catesory Employees Employees Udllmtton? SpecificClass(u)
............... , .... J[ ] JlJJlJlJ HJ JlJl IIJ [ I

A0I - Directors Officials/Mira 2 24 No
_. ,........................ ,, , - _

A03- AdrrdnMsmt Offictals/Mgrs 9 82 Yes 9 FemLle-
2 African-American

................ 2 H/spanic.... . ,L__ ,, ,,, _ ,,,H, , ,mH, H ,,,

B01 - Bio-MedScience Professionals I 82 No

B13- Admin/Analyst Professionals 3 219 No
_, _ _ , , I u ,ul Imlll L[I u I1" I p I,,

D01 - OfficeServices Clericals 3 239 Yes 9'Hispanic
20 Asian-American

,,,, , ,,,,o,,[,H ,r u,,, ,,+, ,,u , , ,,,,,, ,,, ,

3 63 ¥.
I Hispanic +

ACTION-ORIENTF_ PROGRAMS IN 1994

Given that the adverse impact analyses do not disclose specific problemareas, the Laboratoryand Office
will carry out a varietyof baseline anddevelopment activities aimed at obtaining diverse applicantpools
and developing and retaining employees. These activities are part of a program that has expanded
steadily over the last threeyears.

• The Office will continue to carry out basic equal opportunity/affirmativeaction efforts such as

inclusion of EEO/AA responsibilities in supervisor's performance reviews, development of
recruitmentplans when vacancies exist, equity reviews of salaryactions and participationin related
trainingprograms. These areongoing activities.

• The Human Resources Department will distribute the Division-focused Recruitment Resource
Guides that have been under development during1993. These Recruitment Guides will be available
to supervisorsand managers in their recruitmentplanning for vacancies. Estimateddistribution date
is June 1994. ,t

• The Office will continue to promoteemployee development efforts, such as participation in training,
promotion of the tuition reimbursement program and on-the-job training. These are ongoing
activities.

• The Laboratory will continue to promote programs such as the UC Postdoctoral Program, the
Management Skills Assessment Programand the LEAP Program.These are ongoing programs.

• The Office will continue to rely on the Diversity Committee for recommendations about ways to
make the LBL an environmentthatis comfortable forall employees.

7O



SECTION 11

H, EARTH SCIF,NCES DIVISION
1993 ACCOMPLISHMENTS; PROBLEM AREAS AND ACTION.ORIENTED PROGRAMS

OVERVIEW

The Ennh Sciences Division has 76 employees with the following distributionby race andsex.

TaMe 1
Division Population

Too] Total ToUd
Tots/ Total Atrtcsn- Total Asian. Nsttve Total Total

EEO Cstelpry Fenude Male Amerlcsn Hlspsnlc Amertcsn Amerlcsn Cs_ Staff

33_ 67_ .... _oo_ [ _oo_
B.Professionals 15 49 2 1 14 0 47 [ 64

23% 77% 3% 2% 22% - 73% I 700%
'C. Techniciams l 2 0 1 O _ o "2' i 3

33% 67% - 3:1% - - 67% I 100%
'D.OfficeClerical 6 0 i ............0 +' 0 0 ' '5 ........ 6

_oo_ . _7_ . . . s_ _oo_

AU"_tqorJt. U S3 'S '"2' V, ................0 " S7 _6

AFFIRMATIVE ACTION AcTIvrrlF._IN 1993

• JaneLong and_anet lacobsen representedthe Division on the Laboratory-wideDiversityCommittee.
• Janet Jacobsenchairs the Subcommittee on Recruitmentand Hiringand sits on the Child Care Center

WorkingGroup, chaired by PierOddone,Deputy Director.
• Sally Benson gave a talk to the LBL Women Scientists and Engineers on her research on selenium

contamination resulting from agriculturalpractices in the CentralValley of California.
• The Division is hosting Marcus Cheney, a Native American postdoctoral student in Chemistry,who

was awarded a University of California President'sPostcloctoralFellowship. Cheney gave a talk, as
part of the Center for Science andEngineeringEducation'steacher enhancement program.

• Chris Doughty, a staff scientist in the Division, is pursuing a Ph.D. in hydrogeology as pan of her
career development program. Last summershe mentored a high-school math teacher from Texas as
pan of the Teacher ResearchAssociates Programsponsoredby CSEE.

• Pat Williams, a staff scientist in the Division, hosted a high school student from Richmond for two
months duringthe summer. The arrangements were made through the Education OutreachProgram
in the CSEE. She also gave a talk on careers in the earth sciences to sixth-grade students at Malcolm
X JuniorHigh School.

• Preston Holland, a research associate with the Division, gave a similar talk to grade school students
in local schools.
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* Dale Perry,a Senior Scientist of the Division, continuedhis researchcollaboration with students and
faculty at Jackson StateUniversity (JSU) and the AriaO. MendezUniversity System (AGMUS). His
efforts in 1993 include hosting several minoritystudents throughCSEE, and developing partnerships
for researchbetween the Departmentof Defense, L,IBL,CSEE, JSU and AGMUS. As a result of his
collaborationwith these institutions,he participatedin the National Energy Re_h Conferenceas a
guest speaker, and presented a research paper at the InternationalWaste Management Conference,
both held in San Juan, Puerto Rico. Also as a result of these partnerships, he presented his
contributionsto four papers at the National Meeting of the American Chem/cadSociety, in Denver,
and was invited by EXXON to submitan articlefor publicationin the Chemical Review.

PERSONNEL ACTIONS WITH ADVERSE IMPACT / PROBLEM AREAS

A review of hiring, promotions/reclassifications and term/nations d/sclosed no adverse impact on
protectedclasses in those personnel actions.

DIVISION ROLE IN ADDRF.,SSINGLABORATORY UNDERUTILIZATION IN 1994

The 76 Employees fall into the fourteenjob groups listed below. Although the Division can assist in
addressing underutilizationat the Laboratoryin all of its hiring, whenever a Division has a significant
portion of any one job group,it bearsa greaterresponsibilityin addressingunderutilizaxion.

Table 2
Division Profile and Laboratory Underutilization

Total LBL
IHvision Total LBL Under.

Job Group & Title Category Employees Employees Utilization? Specific Clus(es)
, , L , ,,u. _ r,, ,,,,Hi, ............................

AOI- Directors Offlcials/Mgrs 2 24 No

A03-AdminMgmt Officials/Mgrs I 82 Yes 9Female
2 African-American
2 Hispanic

B02- Chemistry Professionals 7 67 Yes 1African-American

B03- Physics Professionals 5 223 Yes '"_-Female

B04- Comp/Math/Stats Professionals 3 103 Yes 7"Female
3 African-American

....... 2Hisp_c .....
B06 - MechEngr Professionals 1 76 Yes. 2 Female

1African-American
2 Hispanic
3Asian-American

B07-OtherEnd/Earth Professionals 25 58 No

B08 - FacilitiesEnip" Professionals 4 37 Yes Hispanic
,,, , , , , , , , ,,, ........, ,,,

BI 1- ResearchAssoc Professionals 16 132 Yes 4 Female
4 African-American

.................. l Hispanic
B!3 - Admin/Analyst Professionals 3 219 No

............ ,, ,,, , , , , ,,,,,,,,,,, ,,,
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- ' lJ , , , - i i, ............ , ..... ,,,,,l,,,,J

TchReh Tech, 2 62 yes 7
1Hispanic
I0 Asian-American

" ____ llllqfll ii i iiii ii 11 1 - . ...... ......

C07- TechAssoc Technicians I 37 Yes 9 Female
2 African-American
5 Asian-American

.................. _ ii ii i i i i ii i ii iiiiii111 ..........

130i OfficeServices Clericals 4 239 yes 9 Hispanic
20Asian-American

D0_2 I [[ i i i iiii1[ iiiii [ ! ii J -_ ii i_ 3 ii iiii i iiiiiii i i--OfficeSpec/Sups Clericals 2 63 Yes 1African-American

HiSpanic.....
_ _ i! III ] I ] iiir i ..... i ii i i iii i i i i

ACTION-ORIENTED PROGRAMS IN 1994

Given that the adverse impact analyses do not disclose specific problem areas, the Laboratory and
Division will carry out a variety of baseline and development activities aimed at obtaining diverse
applicantpools and developing andretainingemployees. These activities arepan of a programthat has
expanded steadily over the lastthree years.

• The Division will continue to carry out basic equal opportunity/affirmativeaction efforts such as
inclusion of EEO/AA responsibilities in supervisor's performance reviews, development of
recruitmentplans when vacancies exist, equity reviews of salary actions and participationin related
trainingprosrams. These are ongoing activities.

• The Human Resources Department will distribute the Division-focused Recruitment Resource
Guides that have been under development during1993. These RecruitmentGuides will be available
to supervisorsand managersin their recruitmentplanning for vacancies. Estimateddistribution date
is June 1994.

• The Division will continue to promote employee development efforts, such as participation in
training, promotion of the tuition reimbursement program and on-the-job training. These are
ongoing activities.

• The Laboratory will continue to promote programs such as the UC Postdoctoral Program, the

ManagementSkills Assessment Programand theLEAP Program. These areongoing programs.
• The Division will continue to send a representativeto the Diversity Comm/ttee, which, in turn,will

make recommendations to the Director about ways to make the LBL an environment that is
comfortable for all employees.
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SECTION H

L ENERGY AND ENVIRONMENT DIVISION

1993 ACCOMPLISHMENTS; PROBLEM AREAS AND ACTION-ORIENTED PROGRAMS

OVERVIEW

The Energy and Environment Division has 202 employees with the following distribution by race and
sex.

Table 1

Division Population

Total Total Total
Total Total Mriean. Total Asian- Native Total Total

EEO Category Female Male American Hispanic American American Caucasian Staff

A. Officials/M_s .... 1 2 0 ....0 1 0 2 3
33% 67% - - 33% - 67% 100%

B. Professionals 36 123 ..... 2 " 4 22 _ 0 131 159
23% 77% 1% 3% 14% . 82% 100%

C.'Technicians 1 10 0 0 1 0 ' 10 11
9% 91% - - 90/0 - _ 91% 100%

D. office"Clerical 26 3 5 4 1 0 .....-19 29
90% 10% 17% 14% 3% . 66% 100%

iiiiiI II i

° I! I I1 ..... ' 0 II. 32% 68% 4% 4% 12% - 80% 100%

AFFIRMATIVE ACTION ACTIVITIES IN 1993

• Joyce Cordell is attending classes to increase her base of knowledge towards possible supervisory

responsibilities.
• Nori Hudson has taken classes in sexual harassment and managing diversity.

• The Division was active in community outreach through Michael Wilde, liaison to the Center for

Building Science. The Center brings educators to LBL to support their scientific education and
sends LBL researchers into area schools to carry out presentations in specific fields of expertise. An
innovative project in conjunction with the Center is a new effort to establish an educational resource

file to provide researchers easy access to instruction materials concerning issues relating to energy
and the environment.

PERSONNEL ACTIONS WITH ADVERSE IMPACT / PROBLEM AREAS

A review of hiring, promotions/reclassifications and terminations disclosed no adverse impact on
protected classes in those personnel actions.
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DIVISION ROLE IN ADDRESSING LABORATORY UNDERUTILIZATION IN 1994

The 202 Employees fall into the eighteen job groups listed below. Although the Division can assist in
addressing underutilization at the Laboratory in all of its hiring, whenever a Division has a significant
portion of any one job group, it bears a greater responsibility in addressing underutilization.

Table 2

Division Prof'de and Laboratory Underutilization

Total
Divisioo Total IJBL LBL Under.

Job Group & Title Category Employees Employees Utilization? Specific Class(m)

A01 - Directors Professionals 2 24 No

A03 -AdminMgmt Professionals 1 82 Yes 9 Female
2 African-American

2 Hispanic
B01 - Bio-Med Science Professionals 3 82 No

B02 - Chemistry Professionals 16 67 yes 1 African-American

B03 - Physics Professionals 21 223 yes 2 Female

B04 - Comp/Math/Stats Professionals 3 103 Yes 7 Female
3 African-American

2Hispanic

B06 - Mech Engr Professionals 8 76 yes 2 Female
1African-American

2Hispanic
3 Asian-American

B07 - OtherEngr/Earth Professionals 10 58 No

B08 - Facilities Engr Professionals 4 37 yes 1 Hispanic

B09 - Econ/Analyst Professionals 24 24 yes 3 Female

B10 - Tech Edit/Writing Professionals 5 28 yes 1 African-American

B11 - ResearchAssoc Professionals 53 132 yes 4 Female
4 African-American

1Hispanic

B13 - Admin/Analyst Professionals 12 219 No

C03 - ElectronTech Technicians 1 125 yes 10Female
4 Hispanic
9 Asian-American

C04 - Tech/Research Technicians 2 62 Yes 7 Female
1 Hispanic
10 Asian-American

CO7- Tech Assoc Technicians 8 37 Yes 9 Female
2 African-American
5Asian-American

D01 -OfficeServices Clericals 27 239 Yes 9Hispanic
20 Asian-American

D02 - Office Spec/Super Clericals 2 63 Yes 1 African-American
i 1 _Sp_C
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ACTION-ORIENTED PROGRAMS / AC'FIV1TIF_ IN 1994

Given that the adverse impact analyses do not disclose specific problem areas, the Laboratory and
Division will carry out a variety of baseline and development activities aimed at obtaining diverse
applicant pools and developing and retainingemployees. These activities are part of a programthat has
expandedsteadily over the last threeyears.

* The Division will continue to carry out basic equal opportunity/affirmativeaction efforts such as
inclusion of EEO/AA responsibilities in supervisor's performance reviews, development of
recruitment plans when vacancies exist, equity reviews of salary actions and participationin related
trainingprograms. These are ongoing activities.

- The Human Resources Department will distribute the Division-focused Recruitment Resource
Guides that have been underdevelopment during 1993. These Recruitment Guides will be available
to supervisorsand managersin their recruitmentplanningfor vacancies. EstimaLeddistributiondate
is June 1994.

• The Division will continue to promote employee development efforts, such as participation in
training, promotion of the tuition reimbursement program and on-the-job training. These are
ongoing activities.

• The Laboratory will continue to promote programs such as the UC Postdoctoral Program, the
ManagementSkills Assessment Program and the LEAP Program. These areongoing programs.

• The Division will continue to send a representativeto the Diversity Committee, which, in turn, will
make recommendations to the Director about ways to make the LBL an environment that is
comfortable for all employees.

• Nori Hudson and Joyce Cordell will be attending a class rifled "Legal Implications of the
EmploymentProcess" in lanuary.

• Cooperation and participationof the Division in The Center for Building Science' activities will
continue, and a major challenge in 1994 will be the establishment of the energy and environment
resource file.
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SECTION H

J. ENGINEERING DIVISION

1993 ACCOMPLISHMENTS; PROBLEM AREAS AND ACTION.ORIENTED PROGRAMS

OVERVIEW

The Engineering Division has 570 employees with the following distribution by race and sex.

Table 1

Division Population

Total Total Total
Total Total Mrlean. Total Asian. Native Total Total

EEO Category Female Male American Hispanic American American Caucasian Staff

A. Officials/Mgrs 1 26 ....() 1 i 0 - 25 [ 27

4% 96% - 4% 4% . 93% ] 100%
B. Professionals 17 150 3 1 19 0 " 144 [ 167

10% 90% 2% 1% 11% . 86% 100%

C.Technicians" 17 292 i4 ' 13 ' 37 0 - 245 309
5% 95% 5% 4% 12% - 79% 100%

'D.OmceCteri"]ti 0 3 2 .....2 o ' 11" I is

100% - 17% 11% 11% 61% [ 100%

ElSkilledCrafts 0 47 3 5 ' 3 0 36 " l 47

- 100% 6% 11% 6% - 77% [ 100%, • • • ,, ,,

F. Semi-Skilled 1 1 0 0 0 0 2 ] 2

50% 50% . - - 100% ] 100%
ii i i ii i . - i i i I ii ii i i iii i i iiiiiiii _ "

9°_,, 91%, 4% 4% 11% - 81% 100%

INTRODUCTION
i

The Engineering Division provides an engineering resource to the research programs at the Laboratory
and conducts internal research which is directly funded by various agencies. Division personnel are
matrixed to program divisions and make significant contributions to research and development activities
as members of the research teams. In support of that work, the Division operates electronic, mechanical
and computer prototyping, maintenance and installation shops. To meet these Laboratory needs, the
Division employs a staff of approximately 570 professional engineers, technical associates and assistants,
skilled craftsmen and administrative personnel.

1 Due to rounding, the sum of category percentagetotals for underrepresentedgroups may not equal 100%.
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AFFIRMATIVE ACTION ACTIVITIESIN 1993

• The Division continued its membership in the National Consortium for Graduate Degrees for
Minorities in Engineering, Inc. (GEM) and sponsored four student internships for two African-
Americans (one male andone female) and two Hispanics (one male and one female).

• Of the nine students participating in the Division's Cooperative (Co-op) Education Program, four
were Asian-Americans (two males and two females) and one was a Caucasianfemale.

• The Division's Committee on Diversity (CODE), in its second year of existence, implemented a
mentoring program. The programincludes two active mentor/prot_gS(e)teams and is working on
mentors for four others. A formalsurvey about the mentoring program was conducted among the
Engineering Division staff. Their responses were positive and 20-30 people volunteered to be
mentors. The Committee plans to select approximately 15 volunteers to participate in the pilot
program.

• Mary Anne Holman of the Human Resources Department met with hiring supervisors for each
Engineering position posted and reviewed the Laboratory'scommitmentto affirmativeaction and
identified and discussed a comprehensiverecruitmentplan to develop diverse applicantpools.

• The Division created a mailing list of professional, affirmative action-oriented organizations and
educational institutions (including the Society of Women Engineers, Society of Black Engineers,
Society of Hispanic Professional Engineers, Minority Engineering Program Directors) which
serves as a recruitmenttool for specific job announcements.

• The Division Director has membership in two minority organizations to keep abreast of programs
for minorities in the engineering field. These organizations are: National Action Council for
Minorities in Engineering (NACME) and National Association of MinorityEngineering Program
Adrrdnistrators(NAMEPA).

• The Division attendsjob fairs and career fairs to develop contacts with Engineering programs. In
the summer of 1993, one female student, a contact from a career fair, was employed for the
summerand is a promisingcandidate fora careerposition when she completes her Ph.D. degree in
1994.

• The Division's SalaryCommittee reviewed all salary decisions to ensureDivision-wide equity and
to considerprotected class treatment.

• The Division engaged the services of The Napa Group to discuss a broad range of
organizational/management concerns. The Division was reorganized in January 1994 to
implement an organization that is committed to developing, practicing and implementing good
practices in human resources, customer service, managing change and developing a mission and
vision statement consistent with the Laboratory's Vision 2000 statement. Commitment to our
people is our numbertwo value falling closely behind customer orientation.

• Selected staff in the Division are participatingin a six-month Zenger-Miller FrontLine Leadership
Workshop directed at Core Interpersonal Skills. During 1993, 20 division supervisors and
management staff attended the workshop. The purpose of this training is to enhance supervisory
skills to increase effectiveness, awareness, communication skills, leadership and to build
consistency in employee relations,productivityand teamwork.

PERSONNEL ACTIONS WITH ADVERSE IMPACT / PROBLEM AREAS

A review of hiring, promotions/reclassifications and terminations disclosed no adverse impact on
protectedclasses in those personnelactions.
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DMSION ROLE IN ADDRESSING LABORATORY UNDERUTILIZATION IN 1994

The 570 Engineering Employees fall into the twenty-three job groups listed below. Although the
Division can assist in addressing underutilization at the Laboratory in all of its hiring, whenever a

Division has a significant portion of any one job group, it bears a greater responsibility in addressing
underutilization.

Table 2

Division Profile and Laboratory Underutilization

Total
Division Total LBL LBL Under-

Job Group & Title Category Employees Employees Utilization? Specific Class(es)
....

A01 - Directors Officials/Mgrs 1 24 No

A03 - Admin Mgmt Officials/Mgrs 3 82 Yes 9 Female
2 African-American

...... 2 _Sp _c

A05 -Tech Mgmt Officials/Mgrs 23 54 Yes 5 Female
2 African-American

2 Hispanic
4Asian-American

, ., H,, , .....

B02 - Chemistry Professionals 3 67 Yes 1 African-American
H, ,, ,, ., ,,

BO3 - Physics Professionals 4 223 Yes 2 Female
,, .. ,.,, ., , H .

B04 - Comp/Math/Stats Professionals 27 103 yes 7 Female
3 African-American

................ S Hispanic

B05 -Elect/ElectronEngr Professionals 77 92 Yes 3 Female
3Hispanic
8 Asian-American

. .. , m , m, . H

B06 - Mech Engr Professionals 48 76 Yes 2 Female
1 African-American

2 Hispanic
3 Asian-American

. ,, ,, ,, i

B07 - OtherEngr/Earth Professionals 1 58 No
,., . ,, __ ... ,

B08 - Facilities Engr Professionals 1 37 Yes I Hispanic

B13 - Admin/Analyst Professionals 5 219 No
i _ H., .. ., ,, .,,

B16 - Envir,H & S professionals 1 58 Yes 1 Hispanic
,, . .., ..

C01 - ComputerTech Technicians 2 17 Yes 2 Asian-American
,,, ,, ,,., ,,

C02 - Mech Tech Technicians 123 123 Yes 5 Female
2 African-American

......... 2 _Sp_ c

C03 -ElectronTech Technicians 124 125 Yes I0Female

4 Hispanic
9 Asian-American

., m, ,....... ,

C04 - Tech/Research Technicians 31 62 Yes 7 Female
1Hispanic
I0 Asian-American

,, .... n ..

C05 -Design/Graphics Technicians 27 54 Yes 2Hispanic
.....
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C07-Tech Assoc Technicians 2 37 Yes 9 Female
2 African-American
5 Asian-American

D01- OfficeServices Clericals 12 239 Yes 9 Hispanic
........ , ....... 20As_/_an-American

D02- OfficeSpec/Sups Clericals 6 63 Yes 1African-American
..... , 1 Hisp_rdc ,,,

E01- MachineShop SkilledCrafts 34 34 Yes 4 Female
7 H/span/c
3 Asian-American,,,,.,,, ,,, ,, ,,,,,

E02 - Crafts/Trades SkilledCrafts 13 79 Yes 2 Female
6 Hispanic

, 3 Asian-Americ_-a_n

F01- Sem/-Skilled Operatives 2 33 yes 5 Female
...... 3 Asian-American

i ,,H, |ii i 11 __ i i i

ACTION-ORIENTED PROGRAMS / AUrIVITW_ FOR 1994

Given that the adverse impact analyses do not disclose specific problem areas, the Laboratory and
Division will carry out a variety of baseline and development activities aimed at obtaining diverse
applicant pools and developing and retainingemployees. These activities arepart of a programthat has
expandedsteadily over the last threeyears.

• The Division will continue to carry out basic equal opportunity/affLrmativeaction efforts such as

inclusion of EEO/AA responsibilities in supervisor's performance reviews, development of
recruitmentplans when vacancies exist, equity reviews of salary actions and participationin related
trainingprograms. These are ongoing activities.

* The Human Resources Department will distribute the Division-focused Recruitment Resource "
Guides that have been underdevelopment during1993. These Recruitment Guides will be available
to supervisorsandmanagers in their recruitmentplanningfor vacancies. Estimateddistribution date
is June 1994.

= The Division will continue to promote employee development efforts, such as participation in
training, promotion of the tuition reimbursement program and on-the-job training. These are
ongoing activities.

. The Laboratory will continue to promote programs such as the UC Postdoctoral Program, the
Management Skills Assessment Programand the LEAP Program. These are ongoingprograms.

. The Division will continue to send a representativeto the Diversity Committee, which, in turn, will
make recommendations to the Director about ways to make the LBL an environment that is
comfortable for all employees.

- Each activity carried out in 1993 will be continued in 1994. These activities serve as a foundation
for the Division's Affirmative Action Program which will be reviewed and monitored on an annual
basis.

• The Division plans to implement a technical lecture series for all Division staff to increase
employees' understandingand knowledge of Division activities.

• The Division will serve as a pilot group for the Laboratory-wide reentering program.
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SECTION !1

IL ENVIRONMENT, HEALTH AND SAFETY DIVISION
!993 ACCOMPLISHMENTS, PROBLEM AREAS AND ACTION.ORIENTED PROGRAMS

OVERVIEW

TheEnvironment,HealthandSafetyDivisionhas151employeeswiththefollowingdistributionbyrace
andsex.

Table 1

Division Population

Total Total Total
Total Total Mrlean- Total Aslan. Native Total Total

EEO Category Female Male American lllspanic Amerleaa Amerleam Caucasian Staff

A.Officials/M'grs0 5 --0 .... I'''"), ....i I .........2 5

. 100% - 20% I 20% 20% 40% 100%
I

B. Professionals 26 45 - 7 0 9 0 55 7!
._7% 63% 10% . 13% . 78% 100%

C'Technicians 14 25 8 1 " 3 0........27 39
36% 64% 21% 3% 8% - 69% 100%

D. OfficeClerical 14 5 3 0 2 0 14 19
74% 26% 16% . 11% . 74% 100%

-- ,,, , , ,,,,,|

'G. ServiceWkrs " 1 16 ..... 1 O 0 0 16 17
6% 94% 6% - - - 94% 100%

I[ " I I " ' ; I ".... Iiaucai_oaesl '"ss 19 z is 1 lSl
,, 3_% _4% _3% , 1_ 1o% 1% ?6% _oo%

AFFIRMATIVE ACTION ACTIVITIF.S IN 1993

The Division experienced unprecedentedgrowth during 1992. In 1993, the primaryfocus has been that
of staff training anddevelopment.

• The Departmentestablished an annualTraining/TravelPlan for all EH&S staff including a dedicated
dollar amount for each.

• EH&S senior managementand supervisorsparticipatedin the Zenger-Millerpilot program.
• Ad hoc working groups, focused on problem-solving, formed as a result of consultant Kay lwata's

team building work within the Division.
• Rita Kisser, J.D. provided sexual harassment training classes to Fire Department management and

staff.

1Dueto rounding,thesumofcategorypercentagetotalsforunderrepresentedgroupsmaynot equal 100%,
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• KamTung, DepartmentHead for EnvironmentRestoration andWaste Management, participatedin
the UCLA training program, LEAP, for professional development of Asian Pacific technical
managers.

• David Balgobin representedthe Division on the Laboratory-wideDiversity Committee.
s To foster trustand to evoke a sense of communityinvolvement, managementhas conducted periodic

meetings with the City of Berkeley. At these meetings, Division managementaddressconcerns and
t

inquiriesby the public and assure that LBL is abidingby requiredcity, state and federal regulations
andstandards. These meetings will ccJntinuein 1994.

• Fouremployees fromprotectedclasses were promoted internallythroughreclassification and internal
competition as pan of a restructuringeffort°

s Through successful affirmative action recruitmentefforts, the Depiutxnent was able to offer high
level positions to two applicants fromprotectedclasses.

• The Department supportedthe following collaborative programsoffered by the Center for Science
and Engineering Education: provided Staff Scientist KI level research guidance and lectures on the
field of geology and hydraulicsto the AriaG. Mendez University System in Puerto Rico; provided
coordinationefforts towards the annual National Energy Research Conference held in Puerto Rico
and assisted in the preparation of grant proposals; assisted in developing program-enhancing
curriculumin a cooperative agreement with Sandia; assisted in interviewing, selecting and placing
minority students from Jackson State University, Florida A&M University and Ana G. Mendez
University System in the CSEE Summer StudentProgram at LBL. The Division provided projects
and mentoringfor eight college level minoritystudents.

• Nine Division employees received Outstanding PerformanceAwards.
• Ten Division employees participated in the Laboratory'seducational aid program and completed

CareerDevelopment Programs.

PERSONNEL ACTIONS WITH ADVERSE IMPACT / PROBLEM AREAS

A review of hiring, promotions/reclassificationsand terminationsdisclosed no a:lverse impact in hiring
and promotions/reclassifications. There was adverse impact on terminationsof African-Americans in Job
Group D01 (Office Services). Furtherreview disclosed thattwo African-Americanswere terminatedfor
voluntaryreasons, one to accept anotherjob and one after giving birth to a child. Given these reasons,
the evidence supportsthat the adverse impact has not disclosed aproblemarea.

t

DIVISION ROLE IN ADDRESSING LABORATORY UNDERUTILIZATION IN 1994

The 151 Employees fe11into the fourteenjob groups listed below. Although the Division can assist in
addressing underutiliza_on at the Laboratoryin all of its hiring, whenever a Division has a significant
portionof any one job group, it bearsa greater responsibilityin addressingunderutilization.

t

Table 2
Division Profile and Laboratory Underutlllzation

Total
Division TotalLBL LBLUnder.

Job Group& Title Category Employees Employees Utilization? SpecificClass(es)

AOI- Directors Officials/IVlgrs ! 24 No

A03- AdminMgmt Officials/Mgrs 1 82 Yes 9 Female
2 African-Americ.an

..... 2 Hispanic
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............- ........................., Fe,,,oA05-Tech Mgmt offlcial,,_je,, 3 54 Yu 5
2 African-American

2 Hispanic

4 Asian.Ameri_n ,,
"0i--Bio-Med Science ..... Professionals .... 3 ....... 82 ...... No ......

, 1111 i 111111,l , , 1 _,,1, ,,, H!nn, , ................

B05 - Elect/ElectronEnfp' Professionals 1 92 Yes 3 Female
3 Hispanic
8 Asian-American

i 11 ,,_i11 rllr, 1 , i ir m i , i,,, 111 i ii i

B07 - Other Ensr/Eanh Professionals 1 58 No
- -- i [ ii iiiiii i iii i i ijll]lllr ]1 II i iii ii Imlll ii

B13 - Admin/Analyst Professionals 15 219 No
,,111 i ....... 1,, i i mill I I [ [ II[I[II[

B16 - Envir, H & S Professionals 31 58 Yes 1Hispanic
IL II II I I II II I I II II I Ilml

C04 - Tech Research Technicians 3 62 Yes 7 Female
1 Hispanic
10Asian-American

i i i i ,,,,i i, , ,,,,i , gl i ,,,, i ,,,i,

C06- Health/Medical Technicians 34 38 Yes 8 Female
2 Hispanic
1Asian-American

H i i, i ,,i i i • i i i ii ,i i H,

C07 - Tech Assoc Technicians 2 37 yes 9 Female
2 African-American
5 Asian-American

_: i,,i, ,,,, ,,|,,,!, i, i ,, i , ,,l ,i i ii i i, i,J|,

D01 - Office Services Clericals 16 239 yes 9 Hispanic
20 Asian-American

,i,1 i i , ,,, i n, ,, i i i .......... i i

D02 - Office Spec/Sups Clericals 3 63 yes 1_Afrtcan'Ameri_
.... ! Hispanic ....

G01 - Fire Serv Workers 17 17 yes l Hispanic
ii i i i i il [ i L i

ACTION.ORIENTED PROGRAMS / ACTIVITIES FOR 1994

Given that the adverse impact analyses do not disclose specific problem areas, the Laboratory and
Division will carry out a variety of baseline and development activities aimed at obtaining diverse
applicant pools and developing and retaining employees. These activities are part of a program that has
expanded steadily over the last three years.

• The Division will continue to carry out basic equal opportunity/affirmative action efforts such as

inclusion of EEO/AA responsibilities in supervisor's performance reviews, development of
recruitment plans when vacancies exist, equity reviews of salary actions and participation in related
training programs. These are ongoing activities.

• The Human Resources Department will distribute the Division-focused Recruitment Resource

Guides that have been under development during 1993. These Recruitment Guides will be available

to supervisors and managers in their recruitment planning for vacancies. Estimated distribution date
is June 1994.

• The Division will continue to promote employee development efforts, such as participation in
training, promotion of the tuition reimbursement program and o,-the-job training. These are
ongoing activities.

• The Laboratory will continue to promote programs such as the UC Postdoctoral Program, the

Management Skills Assessment Program and the LEAP Program. These are ongoing programs.
• The Division will continue to send a representative to the Diversity Committee, which, in turn, will

make recommendations to the Director about ways to make the LBL an environment that is
• comfortable for all employees.
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• The Department will sponsor a Napa Valley College Hazardous Waste Management Internship
Program.

• The Department is designing a mandatory F.J.I&Ssupervisory training program touch/ng on the
following areas: recruitment,selection, job descriptions, employee assistance, employee relations,
sexual harassment.

• Leadershiptraining is plannedfor three managementlevel women in the Department.
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SECTION II

L. INFORMATION AND COMPUTINg" ._NCES DIVISION
1993 ACCOMPLISHMENTS; PROBLEM AREAS AND ACTION-ORIENTED PROGRAMS

OVERVIEW

The InformationandComputingSciences Division hu 145 employees with the following distributionby
race and sex.

Table 1
Division Population

Total Total Total
Total Total Ah4csn- Total Asian. Native Total Total

EEO Category Female Male American Hispanic Ames4can American Caucasian Staff

_A.0ffiCials/Mgrs 3 .....................................8 0 1 0 0 10 11
27% 73% - 90/o . - 91% 100%

B. Professionals 28 53 2 3 12 0 64 81
4% . 79% 1oo

C' Technicians 11 22 3 3 3 0 24 33
33% 67% 9% 9% 9% - 73% 100_

D. OfficeClerical 17 2 ,LJ 7 2 3 " 0 ' 7 19 ,' ..
90_ 10% 37% 11% 16% - 37% 100%

F.Semi'Skilled 1 0 0 "' 1 ......... 0 0 0 1
100% . 100% - - - 100%

, , " _ - , 1,,_r_-,_...... ', ,_ _,_,_",............. ,, ,, i,,, ' ......I......... "_......

% 8% 7% 12% - 72% 100%

AFFIRMATIVE ACTION ACTIVrrI]_ IN 1993

For the most part,the Division's affirmativeaction activities are initiatives of individualstaff members.

s FrankLing representedthe Division on the Laboratory-wideDiversityCon_mittee.
• The Division carried out a numberof activities aimed at increasing the number of women and

studentsof color in computing science. It conductedan annualComputing Science Summer Student
Programaimed at junior- and senior-standing computerscience majors. Announcementswere sent
to all of the major universities, historically black colleges and universities, and universities with
large minority enrollments. This recruitmentstrategy has been a good method for introducing
female andminority students into the Division and to encourage them to seek higherdegrees in the
computer science field. Additionally, the Division participatesin CSEE efforts and has started a
mentorshipprogram. Currently, it supports an African-American UC Berkeley computer science
undergraduatestudent.

1Dueto rounding,thesumof categorypercentagetotalsfor underrepresentedgroupsmaynot equal100%.
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• Two employees were active in progressionaland community organizations, Loretta Lizama in the
Lion's Association andFrankLing in the Asian communityin San Francisco.

• The Division initiated a variety of efforts to increase the visibility of LBL in the community. It
conducted computer training classes for high school teachers in UNIX and C programming, and in
various Macintoshand PC software applications. It has close ties with Berkeley High School and is
trying to set up a network link which would allow students to use the computers in the Computer
Center. It funded a project entitled "TheWhole Frog," which will be used to enhance high school
science education. Some of the scientific staff teach at San Francisco State and, consequently, a few
of their students participatein ICSD rese'_xchprogramsas student assistantsor guests.

• More than 60 staff members attended classes on sexual harassment, leadership training and on
performancemanagement.

• The Division is supportingSuzannaLewis in earninga Ph.D. in Biology while continuing half-time
with her research work.

• Russ Wrightreceived an OutstandingPerfornmnceAwardfor his mentorshipprogram.
• The Division adopted some new strategies in its continuittgefforts to develop diverse applicant pools

for its professional positions.

PERSONNEL ACTIONS WITH ADVERSE IMPACT / PROBLEM AREAS

A review of hiring, promotions/reclassifications and terminations disclosed no adverse impact on
protected classes in those personnel actions.

DIVISION ROLE IN ADDRF_SING LABORATORY UNDERUTILIZATION IN 1994

The 145 Employees fall into the fifteen job groups listed below. Although the Division can assist in
addressingunderutilization at the Laboratoryin all of its hiring, whenever a Division has a significant
portionof any one job group,it bears a greaterresponsibilityin addressingundemtilization.

Table 2
Division Profile and Laboratory Underutilization

Total
Division TotalLBL LBLUnder.

Job Group& Title Category Employees Employees Utilization? Spedlk Chum(es)

A01 - Directors Officials/Mgrs 1 24 No

A03- AdminMgmt Officials/Mgrs 6 82 Yes 9 Fem_e"
, 2 African-American

........... 2 Hispanic ,
A05-TechMgmt Officials/Mgls 4 54 yes 5 Female

2 African-American
2 Hispanic
4 Asian-American

B04 - Comp/Math/Smts Professionals 53 103 yes 7 Female
3 African-American

,, _ ...... 2 Hispanic
B08 - FacilitiesEngr Professionals 1 37 yes 1Hispanic
, ,,,,, ,, j, ,,, ,,,,,

BI0 - TechEdit/Writing Professionals 14 28 Yes 1African-American
....................
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B11 - ResearchAssoc Professionals 1 128 Yes 4 Female
4 African-American

............ I _sp_c

B13 - Admin/Analyst Professionals 12 219 No
. .=

C01 - Computer Tech Technicians 7 17 Yes 2 Asian-American
.,.,. ... ,.,,, ,. , ,,,

C04 - Tech Research Technicians 3 62 Yes 7 Female
1 Hispar_c

,I .......... 10 Asian-American
C05 - Design/Graphics Technicians 19 54 Yes 2 Hispanic

, , ., -, ,-,,i

C07 - TechAssoc Technicians 4 37 Yes 9 Female
2 African-American
5 Asian-American, , ,, ,,,.

D01 - Office Services Clericals 15 239 Yes 9 Hispanic
20 Asian-American

, , . ,,,., ,. .,.,,, ,,,

D02 - Office Spec/Sups Clericals 4 63 Yes 1 African-American
..... 1 Hispanic....

F01 - Semi-Skilled Operatives 1 33 yes 5 Female
3 Asian-American

ACTION-ORIENTED PROGRAMS IN 1994

Given that the adverse impact analyses do not disclose specific problem areas, the Laboratory and
Division will carry out a variety of baseline and development activities aimed at obtaining diverse
applicant pools and developing and retaining employees. These activities are part of a program that has
expanded steadily over the last three years.

• The Division will continue to carry out basic equal opportunity/affirmative action efforts such as

inclusion of EEO/AA responsibilities in supervisor's performance reviews, development of
recruitment plans when vacancies exist, equity reviews of salary actions and participation in related
training pro_,n'ams. These are ongoing activities.

• The Human Resources Department will distribute the Division-focused Recruitment Resource

Guides that have been under development during 1993. These Recruitment Guides will be available
to supervisors and managers in their recruitment planning for vacancies. Estimated distribution date
is June 1994.

• The Division will continue to promote employee development efforts, such as participation in

training, promotion of the tuition reimbursement program and on-the-job training. These are
ongoing activities.

• The Laboratory will continue to promote programs such as the UC Postdoctoral Program, the

Management Skills Assessment Program and the LEAP Program. These are ongoing programs.
• The Division will continue to send a representative to the Diversity Comrhittee, which, in turn, will

make recommendations to the Director about ways to make the LBL an environment that is
comfortable forallemployees.
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SECTION H

M. LIFE SCIENCES DIVISION

1993 ACCOMPLISHMENTS; PROBLEM AREAS AND ACTION-ORIENTED PROGRAMS

OVERVIEW

The Life Sciences Division has 189 employees with the following distribution by race and sex.

Table 1

Division Population

Total Total Total
Total Total African. Total Asian. Native Total Total

EEO Category Female Male American Hispanic American American Caucasian Staff

A. Officials/Mgrs 2 2 1 0 ......... i ....... 0 ....... 2 4
50% 50% 25% - 25% 50% 100%

B._ofessionals 81 78 ' 2 3 32 0 i22 159
51% 49% I% 2% 20% - 77% 100%

_'C. Technicians 4 4 2 1' 3 0 "2 8
50% 50% 25% 13% 38% - 25% 100%

D. Office Clerical 15 2 2 2"' 0 0" i3 17
88% 12% 12% 12% - . 77% 100%

F. Semi-Skilled ..... 1 0 '0 '" 0" 0 0 1 1
ioo% - - - ioo% Ioo%

, , •_ i|l i i ,l, i ,

AUCategories 1 103 , 6 36 ' ' '0 140 189

, 55% 45% ,4% 3% 19% , - ....... 74% 100%

AFFIRMATIVE ACTION ACTIVITIES IN 1993

• Mary Worth represented the Division on the Laboratory-wide Diversity Committee.
• Priscilla Cooper served as a mentor in a program sponsored by the Center for Science and

Engineering Education, and lectured to a group of undergraduate minority students in the NASA

Space Life Sciences Training Program at the Kennedy Space Center.
• Bob Glaeser applied for and received special grant money to employ Dr. Felicia Handrickson.
• John Conboy worked as a sponsor and mentor with a number of students in programs sponsored by

the Center for Science and Engineering Education.
• Richard Scwarz participated in a number of Center for Science and Engineering Education programs

and served as a mentor in assisting a recent graduate of UCLA in finding a permanent research
position at the Laboratory.

! Due to rounding, the sum of category percentage totals forunderrepresentedgroupsmay not equal 100%.
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• Joel Anne Chasis participated in a number of Center for Science and Engine :ring Education
programs and served as a mentorto female undergraduatestudents interested in ceaeers in science
and medicine.

• Henry Van Brocklin participated in the LawrenceHall of Science STEP (Scientists and Teachers in
Educational PartnershipPrograms) and served as a mentor to a high school student working at the
Laboratoryin a summer program.

• Pare Coxson served as mentorfor a student participatingin CSEE'ssummer program for high school
students. In addition, she made five presentationsat s_ools and colleges including a workshopon
Imaging your Brain at a conference at San Francisco State, a presentation at an after school science
program for elementary school students and a talk on energy conservation to a Girl Scout Group.
She has continued as an leader in the LBL Women Scientists and EngineersSeminar Series.

• Stephen Derenzo hireda studentof color who is a second year Chemistry studentat UC Berkeley.
• Mary Barcellos-Hoff hosted two teachers and two students in CSEE summerprogram_, maintained

an active membership in several professional organizations including Women in Cell Biology,
American Women in Science and Women in Radiation Research.

• Trudy Forte continued as Chair of the LBL Diversity Committee and received an Outstanding
Performance Award for her contributions to diversityat the Laboratory, supported three
women/minority students participating in three CSEE programs in addition to supporting three
women/minority students from UC Berkeley in her lab. She also chaired the Women and Minority
Leadership Committee of the Arteriosclerosis Council of the American Heart Association and
organized a luncheonfor that groupas partof an effort to increase the numberof visibility of women
in research on atherosclerosis.

PERSONNEL ACTIONS WITH ADVERSE IMPACT / PROBLEM AREAS

A review of hiring, promotions/reclassifications and terminations disclosed no adverse impact on
protected classes in those personnel actions.

DIVISION ROLE IN ADDRESSING LABORATORY UNDERUTILIZATION IN 1994

The 189 Employees fall into the sixteen job groups listed below. Although the Division can assist in
addressingunderutilizationat the Laboratoryin all of its hiring, whenever a Division has a significant
portion of any one job group, it bears a greaterresponsibility in addressingunderutilization.

Table 2
Division Profile and Laboratory Underutilization

Total
Division TotalLBL LBLUnder-

Job Group& Title Category Employees Employees Utilizatloln? SpecificClass(es)

A01- Directors Officials/Mgrs 1 24 N_

A03- Admin Mgmt Officials/Mgrs 2 82 Yes 9 Female
2 African-American

....... 2 Hispanic
A05- TechMgmt Officials/Mgrs 1 54 Yes 5 Female

2 African-American
2 Hispanic
4 Asian-American

B01 - Bio-MedScience Professionals 71 82 No
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B02 - Chemistry Professionals 5 67 Yes 1 African-American

B03 - Physics Professionals 7 223 Yes 2 Female

B04 - Comp/Math/Stats Professionals 8 103 Yes 7 Female "
3 African-American

.... 2 Hispanic

B10 - Tech F_xiit/Writing Professionals 1 28 Yes 1 African-Ameri_

B 11- ResearchAssoc Professionals 54 132 yes 4 Female
4 African-American

.... I Hispanic
B 13 - Admin/Analyst Professionals 13 219 No

C04 - Tech Research Technicians 3 62 "Yes 7 Female
1 Hispanic
10 Asian-American

C06 - Health/Medical Technicians 4 38 Yes 8 Female
2Hispanic
IAsian-American

_

C07 -TechAssoc Technicians I 37 Yes 9Female
2African-American

5Asian-American

D01 -OfficeServices Clericals 13 239 Yes 9Hispanic
20Asian-American

1302. Office Spec/Sups Clericals 4 63 Yes 1 African-American
1Hispanic

F01 - Semi-Skilled Operatives 1 33 Yes 5 Female
3 Asian-American

i

ACTION-ORIENTED PROGRAMS IN 1994

Given that the adverse impact analyses do not disclose specific problem areas, the Laboratory and
Division will carry out a variety of baseline and development activities aimed at obtaining diverse
applicant pools and developing and retaining employees. These activities are part of a program that has
expanded steadily over the last three years.

s The Division will continue to carry out basic equal opportunity/affirmative action efforts such as

inclusion of EEO/AA responsibilities in supervisor's performance reviews, development of
recruitment plans when vacancies exist, equity reviews of salary actions and participation in related

training programs. These are ongoing activities.
s The Human Resources Department will distribute the Division-focused Recruitment Resource

Guides that have been under development during 1993. These Recruitment Guides will be available
to supervisors and managers in their recruitment planning for vacancies. I_stimated distribution date
is June 1994.

• The Division will continue to promote employee development efforts, such as participation in

training, promotion of the tuition reimbursement program and on-the-job training. These are
ongoing activities.

• The Laboratory will continue to promote programs such as the UC Postdoctoral Program, the
Management Skills Assessment Program and the LEAP Program. These are ongoing programs.

• The Division will continue to send a representative to the Diversity Committee, which, in turn, will
make recommendations to the Director about ways to make the LBL an environment that is
comfortableforall employees.
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SECTION II

N. MATERIALS SCIENCES DIVISION
1993 ACCOMPLISHMENTS; PROBLEM AREAS AND ACTION-ORIENTED PROGRAMS

OVERVIEW

The Materials Sciences Division has 107 employees with the following distributionby race and sex.

Table 1
Division Population

Total Total Total
Total Total African. Total Asian. Native Total Total

EEO Category Female Male American Hispanic American American Caucasian Staff

Officiais/Mgrs i 4 0 0 0 0 5 5
20% 80% - - 100% 100%

B. Professionals 17 53 2 2 1O 0 56 70
24% 76% 3% 5% 14% - 80% 100%

, ,, ,,,,,,, ,

C. Technicians 1 9 0 0 1 0 9 10
1o% 9o% - 1o_ - 9o_ 1oo¢t

D. OfficeClerical 21 I 6 0 0 ' 0 16 22
96% 4% 27% - - 73% 100%

I I Ii' I IIAll Categories 40 67 2 I1 0 86 107
37% 63% 8% 2% 10% - .., 80% 100%

AFFIRMATIVE ACTION ACTIVITIE,S IN 1993

* ZuzannaLiliental-Weberrepresentedthe Division on the Laboratory-wideDiversity Committee.
• The Division instituted a Speaker Services on science for the non-scientist. The purpose of this

series was to improve administrativestaffs understandingof researchconductedwithin the Division.

PERSONNEL ACTIONS WITH ADVERSE IMPACT / PROBLEM AREAS

A review of hiring, promotions/reclassificationsand terminationsdisclosed no adverse impact in hiring
and promotions/reclassifications. There was adverse impact on terminationsof Asian-Americans in Job
Group B03 ('Physics). Furtherreview disclosed that one Asian-American was terminated when his
appointmentexpired. Given the evidence there is no reason to believe that discrimination occurred in the
termination.

DIVISION ROLE IN ADDRESSING LABORATORY UNDERUTILIZATION IN 1994
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The 107 Employees fall into the fourteen job groups listed below. Although the Division can assist in
addressing underutilization at the Laboratory in all of its kiting, whenever a Division has a significant
portion of any one job group, it bears a greater responsibility in addressing underutilization.

Table 2

Division Profile and Laboratory UnderutlIization

Total
Division Total LBL LBL Under-

Job Group & Title Category Employees Employees Utilization? Specific Class(u)

A01 - Directors Officials/Mgrs 3 24 No

A03 - AdminMgmt Officials/Mgrs 2 82 Yes 9 Female
2 African-American

.... 2Hispanic

B01 -Bio-MedScience Professionals l 82 No

B02 - Chemistry Professionals I I 67 Yes I African-American

B03 - Physics Professionals 27 223 yes 2 Fem_'le

B05 - Elect/Electron Engr Professionals 2 92 Yes 3 Female
3Hispanic
8Asian-American

B07 - OtherEngr/Eanh Professionals 17 58 No

B10 - Tech Edit/Writing Professionals 1 28 Yes 1 African-American

B11 - ResearchAssoc Professionals 4 132 Yes 4 Female
4 African-American

, IHisp,,,anic
B13- Admin/Analyst Professionals 7 219 No

C04 -Tech Research Technicians 7 62 Yes 7 Fem'_le
IHispanic
10Asian-American

CO7- Tech Assoc Technicians 3 37 Yes 9 Female
2 African-American
5 Asian-American

D01 - Office Services Clericals 16 239 Yes 9 Hispanic
20 Asian-American

D02 - Office Spec/Sups Clericals 6 63 yes 1 African-American

t

ACTION-ORIENTED PROGRAMS IN 1994

Given thatthe adverseimpactanalysesdo not disclosespecificproblem areas,theLaboratoryand

Divisionwillcarryout a varietyof baselineand developmentactivitiesaimed atobtainingdiverse

applicantpoolsand developingand retainingemployees.Theseactivitiesarepartofaprogramthathas

expandedsteadilyoverthelastthreeyears.

• The Divisionwillcontinuetocarryoutbasicequalopportunity/affirmativeactioneffortssuchas

inclusionof EEO/AA responsibilitiesin supervisor'sperformancereviews,developmentof

recruitmentplanswhen vacanciesexist,equityreviewsofsalaryactionsand participationinrelated

trainingprograms.Theseareongoingactivities.
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• The Human Resources Department will distribute the Division-focused Recruitment Resource

Guides that have been under development during 1993. These Recruitment Guides will be available
to supervisors and managers in their recruitment planning for vacancies. Estimated dis_bution date
is June 1994.

• • The Division will continue to promote employee development efforts, such as participation in
training, promotion of the tuition reimbursement program and on-the-job u'aining. These are

ongoing activities.
• The Laboratory will continue to promote programs such as the UC Postdoctoral Program, the

Management Skills Assessment Program and the LEAP Program. These are ongoing programs.
• The Division will continue to send a representative to the Diversity Committee, which, in turn, will

make recommendations to the Director about ways to make the I.,BL an environment that is
comfortable for all employees.
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SECTION II

O. NUCLEAR SCIENCE DIVISION

1993 ACCOMPLISHMENTS; PROBLEM AREAS AND ACTION.ORIENTED PROGRAMS

OVERVIEW

The Nuclear Sciences Division has 87 employees with the following distribution by race and sex.

Table 1

. Division Population

Total Total Total
Total Total African- Total Asian. Native Total Total

EEO Category Female Male American Hispanic American American Caucasian Staff

i i i i iiii L ........ _

A. Officials/Mgrs 2 1 0 0 0 0 3 3
3s% 67% . . . :oo% 1oo_

B. Professionals 9 54 2 3 11 0 47 63
14% 86% 3% 5% 18% . 75% 100%

C. Technicians 3 5 0 0 0 0 8 8
37% 63% - - 100% 100%

D. Office Clerical 1i 2 3 0 1 0 9 13
85% 15% 23% - 8% 69% 100%

II I 11 I I I ........II......All Catego 1 25 62 3 12 0 67 87

.. 29% 71% 6% 3% 14% . 77% ... 100%

AFFIRMATIVE ACTION ACTIVITIES IN 1993

* Grazyna Odyniec represented the Divisicn on the Laboratory-wide Diversity Committee.

PERSONNEL ACTIONS WITH ADVERSE IMPACT / PROBLEM AREAS
t

A review of hiring, promotions/reclassifications and terminations disclosed no adverse impact on
protected classes in those personnel actions.

DIVISION ROLE IN ADDRESSING LABORATORY UNDERUTILIZATION IN 1994

The 87 Employees fall into the twelve job groups listed below. Although the Division can assist in
addressing underutilization at the Laboratory in all of its hiring, whenever a Division has a significant
portion of any one job group, it bears a greater respon_ibiiity in addressing underutilization.

1 Due to rounding, thesum of categorypercentage totals for underrepres_entedgroupsmay not equal 100%.
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Table 2

Division Profile and Laboratory Underufllizatlon

Total
Division Total LBL LBL Under-

Job Group & Title Cateaory Employees Employees Utll/zaflon? Specific Class(u)

A01 - Directors Officials/Mgrs 2 24 No

A03 - Admin Mgmt Officials/Msrs 1 82 Yes 9 Female
2 African-Ameri..n

........... _ ,.......... _ 2 Hispan/c............
BOI - Bio..MedScience Professionals 1 82 No

B02 - Chemistry Professionals 9 67 yes 1 African-Ameri_
!,, , , r ,,,..... , ,,,,,,, , ......

B03 - Physics Professionals 46 223 Yes 2 Female
..... ,........ ,,,, , , ,

B04 - Comp/Math/Stats Professionals 3 103 Yes 7 Female
3 African-American

2 Hispmc ,........_ ,,,, , i ,,, ,,, ,, ,, -- ,, ,,,, , ,

B05 - Elect/ElectronEngr Professionals l 92 Yes 3 Female
3 Hispanic
8 Asian-American

,J,, , ,,,,, , , ,,, ,, ,,,, • ,,,,,, , ,

B13 - Admin/Analyst Professionals 3 219 No
, , L, ,, ,, | ,,,,,, ,, ,,, ,

C04 - Tech Research Technicians 1 62 Yes 7 Female
1 Hispanic
10Asian-American

,,,,, , i ,,, ,,,, _ _ ,,,,,,, , ,, , , i

C08 - Accel Oper Technicians 7 20 Yes 3 Asian-American
,, ,,, , ,,, ,,,,,,, ,,,

DOI - Office Services Clericals 11 239 yes 9 Hispanic
20 Asian-American,,,,,, ,,,,, ,, ,, , ,,,, ,,

D02 - Office Spec/Sups Clericals 2 63 yes 1African-American
....... I HiSpanic _

ACTION.ORIENTED PROGRAMS IN 1994

Given that the adverse impact analYses do not disclose specific problem areas, the Laboratory and
Division will carry out a variety of baseline and development activities aimed at obtaining diverse
applicant pools and developing and retaining employees. These activities are pan of a program that has
expanded steadily over the last three years.

, The Division will continue to carry out basic equal opportunity/affirmative action efforts such as

inclusion of FEO/AA responsibilities in supervisor's performance reviews, development of
recruitment plans when vacancies exist, equity reviews of salary actions and participation in related
training programs. These are ongoing activities.

, The Human Resources Department will distribute the Division-focused Recruitment Resource

Guides that have been under development during 1993. These Recruitment Guides will be available
to supervisors and managers in their recruitment planning for vacancies. Estimated distribution date
is June 1994.

, The Division will continue to promote employee development efforts, such as participation in
training, promotion of the tuition reimbursement program and on-the-job training. These are
ongoing activities.

. The Laboratory will continue to promote programs such as the UC Postdoctoral Program, the

Management Skills Assessment Program and the LEAP Program. These are ongoing programs.
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• The Division will continue to send a representativeto the Diversity Comm/ttee, which, in turn,will
make recommendations to the Director about ways to make the LBL an environment that is
comfortable for all employees.
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SECTION H

P. OPERATIONS DIVISION & FACILITIES DEPARTMENT

1993 ACCOMPLISHMENTS; PROBLEM AREAS AND ACTION-ORIENTED PROGRAMS

OVERVIEW

The Operations Division and Facilities Depamnent combined have 285 employees with the following
distribution by race and sex.

Table 1

Division Population

Total Total Total
Total Total African- Total Asian- Native Total Total

EEO Category Female Male Ameriem Hispanic American American Caucasian Staff

.........

A. Officials/Mgrs 2 25 4 0 1 0 22 27
7% 93% 15% 4% 81% 100%

,,,,...... ,,

B. Professionals 17 58 4 1 13 1 56 75
23% 77% 5% 1% 17% 1% 75% 100%

t C. Technicians 4 19 1 4 3 1 14 23
17% 83% 4% 17% 13% 4% 61% 100%

D.'Office Clerical 11 2 3 3 0 0 7 13
85% 15% 23% 23% 54% 100%

.n

E. Skilled Crafts 0 101 10 8 4 3 76 1Ol
- 100% 10% 8% 4% 3% 75% 100%

1_iSemi-Skilled 1 10 2 " 4 1 0 4 11
9% 91% 18% 36% 9% . 36% 100%

G. Service Wkrs 13 22 7 10 7 0 11 35
37% 63% 20% 29% 20% . 31% 100%

ii I ii i I ii mill I I

.... 17% 83% 11% 11..% 10% , 2% 67% , 100%

AFFIRMATIVE ACTION ACTIVITIE_ IN 1993

* Operations Division Directors and Department Heads are evaluated on their performance regarding

AAP efforts including recruitment, development and program planning.
* All Division supervisors participated in Zenger-Miller supervisory training and Rita Risser's training

on Managing within the Law and Employee Rights and Responsibilities.

1 Due to rounding, the sum of category percentage totals for underrepresentedgroups may not equal 100%.
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• Laura Chen and Martin Luk attended the Leadership Effectiveness for Asian Pacific Islanders

(LEAP) offered by UCLA.

• Laura Chen and Cu'egRaymond represented the Division on the Laboratory's Diversity Committee.

• Two students were hired for summer programs offered by the Center for Science and Engineering
Education.

• Greg Raymond is a member of the National Organization of Minority Architects (NOMA).

• Danica Truchlikova is a member of the National Organization of Women Architects.

• Weygand Younge, an active member of the Association of Black Engineers, made a presentation

before that organization.
• Laura Chert was nominated and selected for participation in the University of California's

Management Skills Assessment Program.

• Doug Lockhart acted as a judge for the Oakland Science Fair.

PERSONNEL ACTIONS WITH ADVERSE IMPACT / PROTECTION AREAS

A review of hiring, promotions/reclassifications and terminations disclosed no adverse impact on
protected classes in those personnel actions.

DIVISION ROLE IN ADDRESSING LABORATORY UNDERUTILIZATION IN 1994

The 285 Employees fall into the eighteen job groups listed below. Although the Division can assist in
addressing undemtilization at the Laboratory in all of its hiring, whenever a Division has a significant
portion of any one job group, it bears a greaterresponsibility in addressing underutilization.

Table 2

Division Profile and Laboratory Underutilization

Total
Division Total LBL LBL Under-

Job Group & Title Category Employees Employees Utilization? Specific Ciass(es)
.

A-01 - Directors Officials/Mgrs 1 24 No

AO3- AdnfinMgmt Officials/Mgrs 8 82 Yes '9 Female
2 African-American

., 2Hispanic

A05 -Tech Mgmt Officials/Mgrs 18 54 Yes 5 Female
2 Africa_-American

2Hispanic
4 Asian-American

B05 - Elect/ElectronEngr Professionals 9 92 Yes 3 Female
3Hispanic
8 Asian-American

,,,, , , ,,,

B06 - Mech Engr Professionals 19 76 Yes 2 Female
1 African-American

2Hispanic
3 Asian-American

B07 -Other Engr/Ean.h Professionals I 58 No

BOB- Facilities Engr Professionals 27 37 Yes 1 Hispanic
,,

B13 - Admin/Analyst Professionals 14 219 No......
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BI6 - Envir,H & S Professionals 5 58 Yes 1 Hispanic

C01 - ComputerTe_h Technicians 1 17 Yes 2 Asian-American
,,,, , ,, ,,,

C04 - Tec_ _esearch Technicians 8 62 Yes 7 Female
1 Hispanic
10 Asian-American, , ,

C05 - Design/Graphics Technicians 8 54 Yes 2 Hispanic

C0? - Tech Assoc Technicians 6 37 Yes 9 Female
2 African-American
5 Asian-American

D01 - Office Services Clericals l0 239 Yes 9 Hispanic
20 Asian-American

1302- Office Spec/Sups Clericals 3 63 Yes 1 African'American
....... I Hispanic

E02 - Crafts/Trades Skilled Crafts 101 79 Yes 2 Female
4 Hispanic
I Asian-American

F01- Semi-Skilled Operatives 11 33 Yes 5 Female
3 Asian-American,,,,,

G03 - Custodians Service Wrkrs 35 35 Yes 4 Hispanic
,,,

ACTION.ORIENTED PROGRAMS IN 1994

Given that the adverse impact analyses do not disclose specific problem areas, the Laboratory and
Division will carry out a variety of baseline and development activities aimed at obtaining diverse

applicant pools and developing and retaining employees. These activities are part of a program that has
expanded steadily over the last three years.

• The Division will continue to carry out basic equal opportunity/affirmative action efforts such as

inclusion of EEO/AA responsibilities in supervisor's performance reviews, development of
recruitment plans when vacancies exist, equity reviews of salary actions and participation in related
training programs. These are ongoing activities.

• The Human Resources Department will distribute the Division-focused Recruitment Resource

Guides that have been under development during 1993. These Recruitment Guides will be available
to supervisors and managers in their recruitment planning for vacancies. Estimated distribution date
is June 1994.

• The Division will continue to promote employee development efforts, such as participation in

training, promotion of the tuition reimbursement program and on-the-job training. These are
ongoing activities.

• The Laboratory will continue to promote programs such as the UC Postdoctoral Program, the

Management Skills Assessment Program and the LEAP Program. These are ongoing programs.
• The Division will continue to send a representative to the Diversity Committee, which, in turn, will

make recommendations to the Director about ways to make the LBL an environment that is
comfortable for all employees.
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SECTION II

Q. PHYSICS DIVISION
1993 ACCOMPLISHMENTS; PROBLEM AREAS AND ACTION-ORIENTED PROGRAMS

OVERVIEW

The Physics Division has 75 employees with the following distribution by race and sex.

Table 1

Division Population

Total Total Total
Total Total Mriean- Total Asian- Native Total Total

EEO Category Female Male American Hispanic American American Caucasian Staff

....

A. 0fficials/Mgrs 1 2 0 0 1 30 2
33% 67% - - 33% 67% 100%

B. Professionals 10 46 O 0 7 O 49 56
18% 82% - - 13% 88% 100%

C. Technicians 0 6 0 0 .... 0 0 6 6
- loo - - 1oo loo

D. CJffice"Clerical 9 1 3 0 0 0 -- 7 10
. 1oo

, i n i i _,.,.. --

27% 73% 4% - 11% - 85% 100%

AFFIRMATIVE ACTION ACTIVITIES IN 1993

• The Division served as the home of the Hands on Universe (HOU) program, an innovative education

effort, headed by Carl Pennypacker and Elizabeth Arsem. By bringing real science into the high
school classroom using the electronic information highway, HOU sets a new standard for

contemporary science education. Pennypacker and Arsem have brought high schools from around
the country into their program, paying special attention to the needs of classroom teachers. An
important aspect of HOU is its concern with the needs of students in urban areas.

• Lonnette Robinson represented the Division on the Laboratory-wide Diversity Committee. In
addition, she received an Outstanding Performance Award for her superb and selfless contributions to
the work of the Division.

• Natalie Roe received an Outstanding Performance Award in recognition of her scientific

achievements (including leading an LDDRD project while a postdoctoral scientist) and her
substantial contributions to LBL diversity activities, including membership on the Diversity
Committee in the first year, serving as a founding member of the Women Scientists and Engineers
groups, playing a leadership role in LBL efforts to bring child care to the Laboratory.

1 Due-to rounding, the category totals for underTepresentedgroups may not equal 100%.
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• Manylibo Matthews, an African-American undergraduate student from UC Berkeley, participated in
the Division's summer student program. Matthews, now a graduate student at Harvard, has received
strong support from a senior scientist in the Division.

• Mark Covington and Tevar Perry have been active in formation of the new African-American

Employees' Association. Both employees have also participated in a series of employee
development efforts which have contributed to their continued professional growth in the Division.

PERSONNEL ACTIONS WITH ADVERSE IMPACT / PROBLEM AREAS

A review of hiring, promotions/reclassifications and' terminations disclosed no adverse impact on
protected classes in those personnel actions.

DMSION ROLE IN ADDRESSING LABORATORY UNDERUTILIZATION IN 1994

The 75 Employees fall into the thirteen job groups listed below. Although the Division can assist in
addressing underutilization at the Laboratory in all of its hiring, whenever a Division has a significant
portion of any one job group, it bears a greater responsibility in addressing underutilization.

Table 2

Division Profde and Laboratory Underutilization

Total
Division Total LBL LBL Under-

Job Group & Title Category Employees Employees Utilization? Specific Class(es)
.....

A01 - Directors Officials/Mgrs 2 24 No

A03 - AdrninMgrnt Officials/Mgrs 1 82 Yes 9 Female
2 African-American

2 Hispanic

B03 - Physics Professionals 43 223 Yes 2 Female
...

B04 - Comp/Math/Stats Professionals 5 103 Yes 7 Female
3 African-American

2 Hispanic

B-05 - Elect/ElectronEngr Professionals 1 92 Yes 3 Female
3Hispanic
8Asian-American,, ,,,

B 10- Tech Edit / Writing Professionals 1 28 Yes 1 African-American
,,,,,,, ,

B11- ResearchAssoc Professionals 2 132 Yes 4 Female
4 African-American

1 Hispanic.
B13- Admin/Analyst Professionals 4 219 No

CO1 - ComputerTech Technicians 2 17 Yes 1 Asian-American
,,, ,,, ,

C04 - Tech Research Technicians 1 62 Yes 7 Female
1Hispanic
I0 Asian-American

C07 - Tech Assoc Technicians 3 37 Yes 9 Female
2 African-American
5 Asian-American....
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D01 - Office Services Clericals 7 239 Yes 9 I-tispanic
20 Asian-American

D02 - Office Spec/Sups Clericals 3 63 Yes l African-American
.... IHispanic ,

ACTION-ORIENTED PROGRAMS IN 1994

Given that the adverse impact analyses do not disclose specific problem areas, the Laboratory and

Division will carry out a variety of baseline and development activities aimed at obtaining diverse
applicant pools and developing and retaining employees. These activities are part of a program that has
expanded steadily over the last three years.

• The Division will continue to carry out basic equal opportunity/affirmative action efforts such as

inclusion of EEO/AA responsibilities in supervisor's performance reviews, development of

recruitment plans when vacancies exist, equity reviews of salary actions and participation in related
training programs. These are ongoing activities.

• The Human Resources Department will distribute the Division-focused Recruitment Resource

Guides that have been under development during 1993. These Recruitment Guides will be available
to supervisors and managers in their recruitment planning for vacancies. Estimated distribution date
is June 1994.

• The Division will continue to promote employee development efforts, such as participation in

training, promotion of the tuition reimbursement program and on-the-job training. These are
ongoing activities.

• The Laboratory will continue to promote programs such as the UC Postdoctoral Program, the

Management Skills Assessment Program and the LEAP Program. These are ongoing programs.
• The Division will continue to send a representative to the Diversity Committee, which, in turn, will

make recommendations to the Director about ways to make the LBL an environment that is

comfortable for all employees.
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SECTION II

R. PLANNING & DEVELOPMENT OFFICE

1993 ACCOMPLISHMENTS; PROBLEM AREAS AND ACTION-ORIENTED PROGRAMS

OVERVIEW

The Office of Planning and Development has 27 employees with the following distribution by race and
sex.

Table 1

Division Population

Total Total Total
Total Total African. Total Asian. Native Total Total

EEO Category Female Male American Hispanic American American Caucasian Staff

,.,

A. Officials/Mgrs 2 5 1 0 0 0 6 7
29% 71% 14% . - 86% 100%

, |

B. Professionals 10 4 2 0 0 0 12 14
71% 29% 14% - - 86% 100%

,,,,

D. Office Clerical 4 2 3 1 0 0 2 6
67% 33% 50% 17% - 33% 100%

ill - i iii - ll_l i i i i iJIll

59% ...... 41% 22% 4% .... - - ,,. 74% 100%

AFFIRMATIVE ACTION ACTIVITIES IN 1993

• Rollie Otto represented the Office on the Laboratory-wide Diversity Committee.

• The Office includes the Center for Science and Engineering Education and the Community Relations

Office, both of which play active roles in affirmative action efforts. They are described elsewhere in
Section II.

PERSONNEL ACTIONS WITH ADVERSE IMPACT / PROBLEM AREAS

A review of hiring, promotions/reclassifications and terminations disclosed no adverse impact on
protected classes in those personnel actions.

DIVISION ROLE IN ADDRESSING LABORATORY UNDERUTILIZATION IN 1994

The 27 Employees fall into the eight job groups listed below. Although the Office can assist in
addressing underutilization at the Laboratory in all of its hiring, whenever a Division or Office has a

significant portion of any one job group, it bears a greater responsibility in addressing underutilization.
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Table 2

Office Profile and Laboratory Underutilization

Total
Division Total LBL LBL Under-

Job Group & Title Category Employees Employees Utilization? Specific Class(es)
_ ........

A01 - Directors Officials/Mgrs 1 24 No
,,,. , ,,,, ,

A03 - Admin Mgmt Officials/Mgrs 6 82 Yes 9 Female
2 African-American

, 2 Hispanic
B02 - Chemistry Professionals 1 67 yes 1 African-American

,. ,,

B10 - Tech Edit / Writing Professionals 6 28 Yes 1 African-American
=.. .,,, ,,, .

B13 - AdmirdAnalyst Professionals 6 219 No
,,

B16 - Envir, H & S Professionals 1 58 Yes 1 Hispanic
.. , .

D01 - Office Services Clericals 3 239 Yes 9 Hispanic
20Asian-American

D02 - Office Spec/Sups Clericals 3 63 yes 1African-American
1 Hispanic

ACTION-ORIENTED PROGRAMS IN 1994

Given that the adverseimpact analyses do not disclosespecific problem areas, the Laboratory and Office
will carry out a variety of baselineand development activities aimed at obtaining diverse applicant pools
and developing and retaining employees. These activities are part of a program that has expanded
steadily over the last three years.

• The Office will continue to carry out basic equal opportunity/affn-mative action efforts such as
inclusion of EEO/AA responsibilities in supervisor's performance reviews, development of
recruitment plans when vacanciesexist, equity reviews of salary actions and participation in related
training programs. Theseare ongoing activities.

• The Human Resources Department will distribute the Division-focused Recruitment Resource
Guides that have been under development during 1993. These Recruitment Guides will be available
to supervisors and managers in their recruitment planning for vacancies. Estimated distribution date
is June 1994.

• The Office will continue to promote employee development efforts, such as participation in training,

promotion of the tuition reimbursement program and on-the-job training. These are ongoing
activities.

• The Laboratory will continue to promote programs such as the UC Postdoctoral Program, the

Management Skills Assessment Program and the LEAP Program. These are ongoing programs.
• The Office will continue to send a representative to the Diversity Committee, which, in turn, will

make recommendations to the Director about ways to make the LBL an environment that is
comfortable for all employees.
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SECTION II

S. STRUCTURAL BIOLOGY DMSION

1993 ACCOMPLISHMENTS; PROBLEM AREAS AND ACTION-ORIENTED PROGRAMS

OVERVIEW

The Structural Biology Division has 18 employees with the following distribution by race and sex.

Table 1

Division Population

Total Total Total
Total Total African. Total Asian. Native Total Total

EEO Category Female Male American Hisimni¢ American American Caucasian Staff

Officials/Mgrs 0 2 0 0 1 0 .... 1 2
I

100% - - 50% 50% 100%

B. Professionals 3 ' 9 ' 0 0 4 0 "8 ...... 12
25% 75% - 33% 67% 100%

i3. Office Clerical 4 0 2...... 0' 1 0 1 4
100% - 50% 25% 25% 100%

39% 61% 11% - 33% - 56% 100%

AFFIRMATIVE ACTION ACTIVITIES IN 1993

* The Division has always provided opportunities for undergraduates to do research in the Laboratory

and has actively participated in CSEE programs. Last summer, the Division employed nine
undergraduate students. In addition, the Division participates in the UC Berkeley campus-run
Undergraduate Research Apprenticeship Program which arranges for undergraduates to work in the
lab for academic credit.

* Sun-hou and Rosaline Kim have conducted several tours of the Laboratory for the College

Preparatory School in Oakland. Tours have hosted interested parents and students and students with
teachers who were participants in an intern-term class studying research laboratories.

* The Division initiated the first sexual harassment class aimed at graduate students affiliated with

LBL. The class was a joint effort of the Laboratory's Equal Opportunity Administrator and the Title
IX Officer on the UC Berkeley campus.

* Three out of five of the Division's administrative employees have employee development programs

on file and have taken advantage of the tuition reimbursement program. Rosalyn Farmer is working
toward an AA degree at Contra Costa College; Susan Torrano is working toward an MA degree in
English at Holy Names College; and Regina McFarlane has taken courses at Laney College.
Additionally, Torrano and McFarlane have worked in a series of developmental assignments during
the last year.

* Hisao Yokoto represented the Division on the Laboratory-wide Diversity Committee.
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PERSONNEL ACTIONS WITH ADVERSE IMPACT / PROBLEM AREAS

A review of hiring, promotions/reclassifications and terminations disclosed no adverse impact on
protected classes in those personnel actions.

DIVISION ROLE IN ADDRESSING LABORATORY UNDERUTILIZATION IN 1994

The 18 Employees fall into the six job groups listed below. Although the Division can assist in
addressing underutilization at the Laboratory in all of its hiring, whenever a Division has a significant
portion of any one job group, it bears a greater responsibility in addressing underutilization.

Table 2

Division Prof'de and Laboratory Underufilization

Total
Division Total LBL LBL Under-

Job Group & Title Category Employees Employees Utilization? Specific Clam(e;)
,

A01 - Directors Officials/Mgrs 2 24 No
,,, , ., ,

B01 - Bio-Med Science Professionals 2 82 No
, , n,

B02 - Chemistry Professionals 8 67 Yes l African-American

B 11- ResearchAssoc Professionals 1 132 Yes 4 Female
4 African-American

.......... 1 Hispanici

B13 - AdmirdAnalyst Professionals 1 219 No
,m, , .,, ,, ,,,

D01 - Office Services Clericals 4 239 Yes 9 Hispanic
20 Asian-American

iii ii

ACTION-ORIENTED PROGRAMS IN 1994

Given that the adverse impact analyses do not disclose specific problem areas, the Laboratory and
Division will carry out a variety of baseline and development activities aimed at obtaining diverse
applicant pools and developing and retaining employees. These activities are part of a program that has
expanded steadily over the last three years.

• The Division will continue to carry out basic equal opportunity/affirmative action efforts such as

inclusion of EEO/AA responsibilities in supervisor's performance reviews, development of
recruitment plans when vacancies exist, equity reviews of salary actions and participation in related

training programs. These are ongoing activities.
• The Human Resources Department will distribute the Division-focused Recruitment Resource

Guides that have been under development during 1993. These Recruitment Guides will be available

to supervisors and managers in their recruitment planning for vacancies. Estimated distribution date
is June 1994.

• The Division will continue to promote employee development efforts, such as participation in

training, promotion of the tuition reimbursement program and on-the-job training. These are
ongoing activities.

• The Laboratory will continue to promote programs such as the UC Postdoctoral Program, the

Management Skills Assessment Program and the LEAP Program. These are ongoing programs.
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s The Division will continue to send a representative to the Diversity Committee, which, in turn, will
make recommendations to the Director about ways to make the LBL an environment that is
comfortable for all employees.
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EXHIBIT A
WORKFORCE ARRAY

Procedure

The following WorkforceArraywas developedfrompersonnelrecordseffective September30, 1992.
The analysis ranksjobs withindivision from job titles with the lowest maximumsalary to those with
the highest maximum salary and indicates the race/sex composition of the incumbents of each job.
Supervisory positions are indicated with asterisks. The Workforce Array in the "Exclude Division"
section of the report shows persons at the Laboratory who are not careeremployees such as students
and UC faculty members, who are either on Indeterminatetime, Temporary or Alien Status. Because
of the transitory nature of their work and indefinite length of stay at the Laboratory, these employees
are not included in the AA Plan analysis.

Lines of Progression

The University of California and Lawrence BerkeleyLaboratory do not have automatic career lines of
progression; however, the University and the Laboratory do have a transfer and promotion policy that
encourages employees to apply for promotion and transfer opportunities. Appendix A of DOE contract
98 describes the job classifications at the Laboratory. These classification, listed as appropriate in the
following Workforrce Array, consist of job families, some of which are structured in numerical
sequence by level of difficulty. For example, Photographic Specialisthas four levels;

798.1 Photographic Specialist I
798.2 Photographic Specialist II
798.3 Photographic Specialist 1TI
798.4 Photographic Specialist IV

Such sequential structure,however, doesnot apply to the families of ProfessionalScientists and
Engineers. Within the sequential structure of job families, career lines of progression are possible, but
do not exist in all families. Additional informationon promotional sequences appears in Appendix A
which gives the established LBL job classifications.



PAGE 1

EEO WORK FORCE ANALYSIS ON 11109193
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNZTS/60.2.11(A)) AS OF SEPTEMBER 30, 93

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ACCELERATOR AND FUSION RESEARCH DIVISION "

JOB M • TOTAL • • • M X N 0 R Z T Z E S •
CLASS O • SALARY RANOE • • EMPLOYEES • • M E N • • WOMEN •
CODE R JOB CLASSIFICATION • MZR MAX • MEN WOMEN ALL BLK ASX AZ HIS BLK ASI AZ HIS
_mw_m o

11S.0 • SR PHYSICIST ZXZ 8STO.O0 BY DOE 1 0 1 0 0 0 0 0 0 0 0
510.S ADMINISTRATIVE SERVICES $ 1726.08 2448.18 0 $ S O 0 0 0 2 0 0 1
510.4 ADMINISTRATIVE SERVICES 4 194S.$2 2818.80 2 7 J 0 0 0 0 1 2 0 S
SlO.S ADMINISTRATIVE SERVICES S 2120.02 $1S1.14 0 4 4 0 0 0 0 0 0 0 0
187.2 ADMINISTRATOR 2 2550.00 3828.00 0 1 1 0 0 0 0 0 0 0 0
161.2 e SUPERVISOR ADMIN SERVICES 2 25S0.00 9828.00 0 S $ O 0 0 0 1 0 0 O
111V1 VISITING POST DOCTORAL FELLOW 1940.00 SOSS.O0 1 0 1 0 1 0 0 O 0 0 0
TWO.2 ASSISTANT TECH COOROIMATOR 2498.64 4021.14 1 0 1 0 0 0 0 0 0 0 0
167.9 ADMINISTRATOR S 2806.00 420B.00 1 1 2 0 0 0 0 0 0 0 0
187.9 • ADMINISTRATOR S 2806.00 4200.00 0 2 2 0 0 0 0 0 1 0 0
111.S PHYSICIST STAFF SCZ 1 2680.00 4820.00 S 1 6 0 1 O 1 0 0 0 0
974.2 PRINCIPAL ACCELERATOR OPERATOR 2967.00 5038.00 8 1 ) 1 0 0 1 0 0 0 0
187.4 • ADMINISTRATOR 4 9979.00 SOSR.O0 0 1 1 0 0 0 0 0 0 0 0
168.4 • ADMINISTRATIVE SPECIALIST 4 9979.00 SOBS.DO O 1 1 O 0 0 O 0 0 0 0
910.1 SCIENTIFIC/ENORG ASSOC 9498.00 SISJ.O0 2 0 2 0 0 0 ! 0 0 0 0
974.8 ACCELERATOR OPMS SUPERVISOR 9901.00 $811.00 2 1 S 0 0 0 0 0 0 0 0
STA.S • ACCELERATOR OPNS SUPERVISOR SS01.O0 6011.00 1 0 1 O 0 O 0 0 0 0 0
167.S ADMINISTRATOR S $878.00 SB42.OO 1 0 1 0 0 0 0 0 0 0 0
910.2 SCXENTIFICIENGRO ASSOC, SR 9981.00 SiT2.OO 4 O 4 0 1 O 0 0 0 0 0
910.2 • SCIERTZFIC/EHGRO ASSOC, SR 3981.00 SIT2.00 1 0 1 0 0 0 • 0 0 0 0
$SO.B • TECHNICAL MANAGER 4642.00 6962.00 S O S 0 0 O 0 O O O 0
111.4 CHEMIST STAFF sex 2 3430.00 I9|S.O0 1 0 1 0 0 0 0 0 0 0 0

ETHNIC KEYS: BLK - BLACK ASX m ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 2
EEO WORK FORCE ANALYSIS OH 11/09/93
WORK FORCE ARRAY PROCEDURE USED: PRSF0350
(BY JOB TITLE WITHIN ORGANIZATIONAL URZTS/60.2.11(A)) AS OF SEPTEMBER 80. 93

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ACCELERATOR AND FUSION RESEARCH DIVISION

JOB M • TOTAL • • • M Z N 0 R I T Z E S •
CLASS G e SALARY RANGE • • EMPLOYEES • e M E g • • WOMEN •
CODE R JOB CLASSIFICATION • -RIM MAX • MEfl WOMEN ALL BLK ASX AX HIS BLK ASX AX HIS
_mmom o

119.4 PHYSICIST STAFF SCZ 2 3490.00 6965.00 22 1 23 0 7 0 1 0 0 0 0
113.4 • PHYSICIST STAFF SCZ 2 3430.00 6965.00 1 0 1 0 0 0 0 0 0 0 0
140.4 METL STAFF SCX 2 3410.00 6966.00 I 0 1 0 0 0 0 0 0 0 0
113.S PHYSICIST STAFF SCZ S 4390.00 8460.00 11 1 12 0 2 0 0 0 0 0 0
113.S • PHYSICIST STAFF SCI 3 4390.00 B460.00 6 0 6 0 1 0 0 0 0 0 0
119.6 SR PHYSICIST I SSSS.O0 8785.00 2 0 2 0 0 0 0 0 0 0 0
119.6 • SR PHYSICIST Z SBSS.O0 8785.00 7 0 7 0 9 O 0 0 0 0 0
140.6 • SR METALLURGIST Z SSSS.O0 8785.00 I 0 I 0 0 0 0 0 0 0 0
113.7 SR PHYSICXST IX 685S.00 10606.00 S 0 3 O 0 0 0 0 0 0 0
]13.7 • SR PHYSICIST IX 6855.00 10605.00 4 0 4 0 0 0 0 0 0 0 0
lj0.1 • DIVISION DIRECTOR 7606.00 11790.00 1 0 1 0 O 0 0 0 0 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT
9a 28 121 1 16 O 4 4 9 0 2

ETHNIC KEYS: BLK - BLACK ASZ - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN BATXVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



EEO WORK FORCE ANALYSIS PAGE 3
ON 11/09/93

WORK FORCE ARRAY PROCEDURE USED: PRSFO$SO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNXTS/60.2.11(A)) AS OF SEPTEMBER SO. 93

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ADMINISTRATION DIVISION
ACCTO/FIBANCIAL MBMT

JOB M • TOTAL • • 4 M X g 0 R X T X E S •
CLASS O • SALARY RANGE e 0 EMPLOYEES e 0 M E g • • MOMEM •
CODE R JOB CLASSIFICATION • MIg MAX e MEg WOMB| ALL BLN ASI AZ HIS OLK ASZ AI HIS

SIB.S ADflrINZSTRATZVE SERVICES S 1726.08 2448.18 0 S S 0 0 0 0 1 1 0 0
518.• ADMINISTRATIVE SERVICES 4 1945.32 2810.80 S 18 21 1 1 0 1 $ S 0 1
SI|.S ADMINISTRATIVE SERVICES S 2120.02 91S1.14 0 S S 0 0 0 0 0 2 0 1
160.2 ADMINISTRATIVE SPECIALIST 2 2SSO.O0 3826.00 0 • • 0 0 0 0 0 1 0 0
169.2 SUPERVISOR ADMXN SERVICES 2 2550.00 3826.00 0 1 1 0 0 0 0 | 0 0 0
168.9 ADMINISTRATIVE SPECIALIST S 2806.00 •208.00 4 S J 0 2 0 0 1 1 0 0
168.4 ADMINISTRATIVE SPECIALIST 4 3373.00 5059.00 1 1 2 0 0 0 0 0 0 0 0
188.4 • ADMINISTRATIVE SPECIALIST 4 9379.00 SOSJ.O0 2 2 4 0 I 0 0 0 0 0 0
1S|.S • ADMINISTRATIVE SPECIALIST S 3878.00 5842.00 1 0 1 0 0 0 0 0 0 0 0
1SS.1 • MANAGEMENT I •842.00 1962.00 0 2 2 0 0 0 0 0 0 0 0
199.2 • MANAGEMENT ZI $606.00 8408.00 I 0 1 0 0 • • 0 0 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT

12 41 SS 1 4 0 1 9 O 0 2

ETHNIC KEYS: BLK - BLACK ASX - ASIAN OR PACIFIC ;SLABDER AI - AMERICAN INDIAN ON ALASKAN NATIVE HiS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 4
EEO WORK FORCE ANALYSIS ON 11/09/93
WORK FORCE ARRAY PROCEDURE USED: PNSF08SO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/60.2.11(A)) AS OF SEPTEMBER SO. SS

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ADMINISTRATION DIVISION
ADMIN COEPUTER OPERA

JOB M • TOTAL • • • M Z g 0 R I T I E S •
CLASS O • SALARY RANOE • • EMPLOYEES • • M E N • • WOMEN •
CODE R JOB CLASSIFICATION • MIN MAX • EN WOMEN £LL BLK ASZ AI HIS BLK ASI AI HIS

m

7S9.2 COMPUTING TECHNICIAN. SENIOR 2105.40 8572.22 8 0 8 | I 0 0 0 0 0 0
759.9 COEPUTING TECHNICIA|. PRZNC 2498.64 4021.14 2 0 2 0 0 0 ? O 0 0 O
1IN.4 ADMINISTRATIVE SPECIALIST 4 9973.00 SOSJ.O0 1 0 1 0 0 0 0 0 0 0 0
168.S • ADMINISTRATIVE SPECIALIST S 9870.00 5842.00 1 0 1 0 0 0 0 0 0 0 0

TOTALS WITHIN OROANIZATIOflAL UNIT
7 0 7 1 1 O 1 0 0 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE S
EEG MONK FORCE ANALYSIS OH 11s09/93
WORK FORCE ARRAY ". PROCEDURE USED: PNSF03§O
(BY JOB TITLE WITHIN OROAmIZATIONAL UNITS/80.2.11(A)) AS OF SEPTENBER SO. 99

FACILITY - LAWRENCE BERKELEY LABORATORY OROANXZATIONAL UNIT - ADMINISTRATION DZVZSXOB
ADmIg D|V OFFICE

JOB M • TOTAL • • • M I B 0 R Z T Z E S •
CLASS a • SALARY RANGE t • EMPLOYEES • • M E N • • WOMEN •
CODE R JOB CLASSIFICATION • MXB MAX • meg WOMEN ALL BLK ASX AI HIS BLK ASZ AZ HIS

S18.4 ADMINISTRATIVE SERVICES 4 1945.32 2810.00 0 1 1 0 0 0 0 1 O 0 0
SlO.S • ADMINISTRATIVE SERVICES S 2120.02 $151.14 0 ! 1 0 0 0 0 0 0 0 1
160.2 ADMINISTRATIVE SPECIALIST 2 2550.00 $026.00 0 1 1 O 0 O 0 0 0 0 0
168.4 ADMIBISTRATIVE SPECIALIST 4 $87S.00 SOSl.OO ! 0 l 0 0 0 0 O 0 0 O
199.1 • MANAGEMENT I 4642.00 6962.00 0 1 1 0 0 O 0 0 0 0 0
199.2 • MANAGEMENT II 5SO8.O0 8408.00 1 0 1 0 • 0 0 0 0 0 0
198.9 • ASSOCIATE LABORATORY DIRECTOR APPROVED BY DOE 1 0 1 0 0 0 0 0 0 0 0

TOTALS WITHIN ORGANIZATIONAL U|IT
S 4 7 0 O 0 0 1 O 0 1

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN BATIVF HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 6
EEO WORK FORCE ANALYSIS OH ll/OI/J3
IIORK FORCE ARRAY PROCEDURE USED: PRSFO3SO
(BY JOB TITLE WITHIN OROABIZATIONAL UNITS/SO.2.11(A)) AS OF SEPTEMBER SO. 93

FACILITY - LAIRERCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ADMINISTRATION DIVISION
BUDGET/RESOURCE PLRG

JOB M • TOTAL • • • M Z R 0 R Z T I E S •
CLASS O • SALARY RAROE • • EMPLOYEES • • M E g • • MOMEB •
CODE R JOB CLASSIFICATION • Rig MAX • BEg WOOLENALL BLK ASX AI HiS BLK ASI AZ HIS

$10.4 ADMINISTRATIVE SERVICES 4 1945.92 2010.00 O 1 1 0 0 O 0 1 0 0 0
ISO.S ADMI|XSTRATIVE SPECIALIST 3 2006.00 4208.00 S 2 S 0 0 0 1 0 0 0 0
150.S ADMINISTRATIVE SPECIALIST S 3070.00 S042.00 2 • 2 0 • 0 0 0 0 0 0
199.2 • IMEAOEBEMT II S60S.OO 0400.00 l O ] O O O O O 0 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT
J S D O 0 O I 1 O 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN ON PACIFIC ISLANDER AI - ABEBICAB INDIAN Ot ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAOE T
EEO WORK FORCE ANALYSIS ON II/O9/BS
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN OROABXZATIOBAL UNITS/60.2.11(A)) AS OF SEPTEMBER SO. 93

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UBXT - ADMINISTRATION DIVISION
BUSINESS SERVICES

JOB M • TOTAL • • • i Z g 0 R I T I E S •
CLASS 6 • SALARY RANOE • • EMPLOYEES • • M E g e • gONER •
CODE N JOB CLASSIFICATION • BIB MAX • BEN WODEN ALL BLK ASI AI HIS OLK ASI AI HIS

610.0 ADMINISTRATIVE SERVICES S 1726.01 2440.10 0 1 1 0 O 0 0 1 0 0 0
518.4 ADMINISTRATIVE SERVICES 4 194S.82 28]0.80 0 2 2 0 0 0 • 0 0 0 0
TSS.1 BUS DRIVER 1TJ7.42 2|77.14 S I 11 S 0 0 0 S 0 0 0
750.2 LEAD BUS DRIVER 2382.06 3262.60 2 0 2 1 • 0 0 0 0 0 0
160.2 AOIIZKISTRATIVE SPECIALIST 2 2SSO.OO $826.00 0 2 2 O 0 0 0 • 1 O 1
TSt.1 VEHICLE MECHANIC 2583.90 3941.10 4 0 4 1 1 0 0 0 0 .0 0
TaJ.l • VEHICLE IIECHANIC 2503.90 9941.10 1 0 1 0 0 0 0 0 0 0 0
168.9 ADMINISTRATIVE SPECIALIST J 280S.00 4208.00 1 0 1 0 • 0 0 0 0 0 0
lJl.l , SUPERVISOR ADOIZNSERVICES $ 2808.00 4200.00 0 1 1 0 • • • 0 • 0 0
168.4 • ADILTBISTRATIVE SPECIALIST 4 9379.00 SOSJ.O0 1 1 2 0 0 0 0 0 0 0 0
990.1 • TECHNICAL SUPERVISOR 3450.00 BIBS.DO 1 0 I 0 0 • 0 • O • •
199.2 • MANAGEMENTII $606.00 0408.00 1 0 1 • 0 0 • • © • •

TOTALS WITHIN ORGANIZATIONAL UNIT
16 19 2J S 1 0 0 T 1 0 1

ETHNIC KEYS: OLK - SLACK ASI - ASIAN OR PACIFIC ISLANOER AN - AIEtICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAOE S
EEO WORK FORCE ANALYSIS OR 11/09/93
HONK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNXTS/80.2.11(A)) AS OF SEPTEMBER 30. SS

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL URIT - ADMINISTRATION DIVISION
CFO OFFICE

JOB M • TOTAL • • • M Z N 0 N Z T I E S •
CLASS O • SALARY RANGE • • EMPLOYEES • • M E g • • WOMEN •
CODE R JOB CLASSIFICATION • RIM M4X • leg WOMENALL RLK ASI AX HIS BLK ASI AI HIS
o_oog

518.4 ADMINISTRATIVE SERVICES 4 194S.82 2818.80 O l 1 0 0 0 0 0 0 0 0
lJJ.S • IMHAOEMEBT ZZZ 644S.00 9670.00 I 0 1 • 0 0 0 0 • 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT

1 1 2 O O 0 0 O O O O

ETHNIC KEYS: BLN - BLACK iSI - ASIAN ON PACIFIC ISLANDER iIo AMERICAi INDIAN ON ALAIRAR NATIVE NIS - BISPAIIC

• INDICATES SUPERVISORY STATUS



PAGE I
EEO WORK FORCE ANALYSIS ON 11/09/S3
HONK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/60.2.11(A)) AS OF SEPTEMBER $0, 93

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ADMINISTRATION DIVISION
HUMAN RESOURCES

JOB m • TOTAL • • • m I N 0 R I T Z E $ •
CLASS G e SALARY RANGE e , EMPLOYEES e e m E N • , WOMEN ,
CODE R JOB CLASSIFICATION e gIN MAX e MEN WOMEN ALL |LK ASI AZ HIS BLK ASZ AI HIS

S18.S ADMINISTRATIVE SERVICES S 1726.08 2448.18 O 1 1 0 0 0 O 0 0 0 O
518.4 ADMINISTRATIVE SERVICES 4 ]94S.92 2S]S.80 0 6 | 0 0 0 0 I 0 0 1
SIB.4 • ADMINISTRATIVE SERVICES 4 1945.92 2818.80 O 2 2 0 0 0 0 0 1 0 0
SIB.S , ADMINISTRATIVE SERVICES S 2120.02 91S1.14 0 9 S 0 • 0 0 2 0 0 0
167.8 • ADMINISTRATOR $ 2806.00 4208.00 0 1 1 0 0 0 0 0 1 0 0
160.8 ADMINISTRATIVE SPECIALIST $ 2806.00 4208.00 0 1 1 0 0 0 0 O O 0 0
|$7.4 • ADMINISTRATOR 4 9979.00 S05$.00 0 1 I 0 • 0 0 0 0 0 0
168.4 ADMINISTRATIVE SPECIALIST 4 9979.00 SOS9.O0 1 9 4 0 • • 1 S 0 0 0
110.4 e ADMINISTRATIVE SPECIALIST 4 9979.00 ROSS.00 S $ O 0 0 0 1 1 1 0 0
168.5 • ADMINISTRATIVE SPECIALIST S 3OTO.O0 5842.00 1 S 4 0 0 0 0 0 2 0 1

TOTALS WITHIN ORGANIZATIONAL UNIT
T 24 $1 0 0 0 2 T S 0 2

ETHNIC KEYS: BLK - BLACK ASI o ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 10
EEO WORK FORCE ANALYSIS ON 11/09/93
WOflK FORCE ARRAY PROCEDURE USED: PRSFO$SO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/60.2.11(A)) AS OF SEPTEMBER 30. 93

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ADMINISTRATION DIVISION
IRFO SYSTEMS & SVCS

JOB M e TOTAL • • • M X B 0 R I T Z E S •
CLASS O • SALARY RANGE • • EMPLOYEES • • M E g • • WOMEN •
CODE R JOB CLASSIFICATION • gIN M&X • MEN WOMEN ALL BLK ASZ AX HIS DLK ASX AX HIS
DmDmW

S1O.4 AOMXNZSTRATXVE SERVICES 4 194S.S2 2818.80 0 ] 1 0 0 0 O 0 0 0 0
167.2 • ADMINISTRATOR 2 2550.00 3026.00 0 1 1 0 0 0 0 O O O O
]68.2 ADMINISTRATIVE SPECIALIST 2 2SSO.O0 9926.00 1 0 1 ] 0 0 0 0 0 0 0
168.1 ADMINISTRATIVE SPECIALIST | 2SOS.DO 4200.00 1 1 2 O 0 O 0 O 1 O O
1SS.S • ADMINISTRATIVE SPECIALIST S 2806.00 4208.00 1 O 1 O 0 O 0 0 O O 0
168.4 ADMINISTRATIVE SPECIALIST 4 3373.00 SOSI.O0 I 10 II 0 S 0 0 0 2 0 •
1SO.S • ADMINISTRATIVE SPECIALIST S $878.00 6842.00 4 1 S 0 0 0 0 0 0 0 0
199.1 • MANAGEMENT I 4642.00 6962.00 0 1 1 0 0 0 0 0 O O O
]9J.2 • MANAGEMENT II S60S.O0 8400.00 ] O 1 0 0 0 0 O O 0 0
118.5 • CS/M PflOG _'AFF SCZ S 4390.00 8460.00 O 1 | 0 0 O 0 0 0 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT
IT IS 3S 1 S 0 0 O S O 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER A] - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

e ZRDICATES SUPERVISORY STATUS



PAGE 11
EEO WORK FORCE ANALYSIS OR 11/09/93
WORK FORCE ARRAY PROCEDURE USED: PRSF09SO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNZTS/6002.11(A)) AS OF SEPTEMBER 90, gS

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ADMINISTRATION DIVISION
INTERNAL AUDIT

JOB M e TOTAL • • • M X g 0 R Z T X E S •
CLASS O • SALARY RANGE • • EMPLOYEES • • M E g • • WOMEN •
CODE R JOB CLASSIFICATION • WIN MAX • MEg WOMEN ALL BLK ASI AI HIS BLK ASK AN HIS
on_mo

160.2 ADMINISTRATIVE SPECIALIST 2 2550.00 982S.00 0 1 I 0 0 0 0 0 O 0 0
||O.S ADMINISTRATIVE SPECIALIST S 3878.00 S842.00 2 0 2 0 2 0 0 0 0 0 0
1|9.2 • MAKAOEBENT II S|O|.O0 e40O.O0 0 I 1 0 0 0 0 0 0 0 O

TOTALS WITHIN ORGANIZATIONAL UNIT
2 2 4 0 2 0 0 O 0 0 0

ETHNIC KEYS: OLK - BL&¢K ASI - ASIAN OR PACIFIC ISLANDER AI - AMRICAi ZROIAi OR ALASKA| NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 12
EEO _RK FORCE ANALYSIS OK 11109113
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNZTSIGO.2.11(A)) AS OF SEPTE_ER NO. 91

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ADMINISTRATION DIVISION
INVENTORY B_

JOB M • TOTAL • • • M Z g 0 S Z T Z E S •
CLASS 0 • SALARY RAROE e • EMPLOYEES • • M E g • • WOIN •
CODE R JOB CLASSIFICATION • MIR MAX e MEg WOMEN ALL BLK ASZ AX HIS BLK ASX AZ HIS

S18.| ADMINISTRATIVE SERVICES S 1726.08 2448.18 1 S 4 0 0 0 0 | 1 0 l
S18.4 ADMINISTRATIVE SERVICES 4 1941.92 2818.80 0 $ S 0 0 0 0 1 0 1 0
160.2 ADMINISTRATIVE SPECIALIST 2 2550.00 $821.00 0 S $ 0 0 0 • 0 0 0 0
IST.S • ADMINISTRATOR S 2OOS.O0 4208.00 0 1 1 0 0 0 0 0 0 0 I
168.$ ADMINISTRATIVE SPECIALIST S 2806.00 420S.00 1 2 S 0 0 0 O 0 O 0 1
168.9 e ADMINISTRATIVE SPECIALIST S 2806.00 4208.00 1 1 2 0 0 0 0 1 0 0 0
16S.S e ADMINISTRATIVE SPECIALIST S 9070.00 5042.00 1 0 1 0 0 0 0 O 0 0 0
191.2 • MANAGEMENT II 5606.00 8400.00 0 1 I 0 0 0 0 0 0 0 0
110.9 • MANAGEMENTIII 6449.00 96T0.00 1 0 1 O 0 0 1 0 0 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT
S 14 11 0 0 0 1 S 1 1 S

ETHNIC KEYS: BLK - SLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AIRICAB INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



EEO WORK FORCE ANALYSIS PAGE 19
ON 11/09/93

WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/60.2.11(A)) AS OF SEPTEMBER SO. 93

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ADMINISTRATION DIVISION
MATERIEL MOIrT(STRMS)

JOB M • TOTAL • • • M Z N 0 R Z T I E S •
CLASS 0 , SALARY RANGE • • EMPLOYEES • • M E g • • WOMEN e
CODE R JOB CLASSIFICATION • MZN MAX • MEN WOMEN ALL BLK ASZ AZ HIS RLK ASI AI HIS

;;;_; ,Om.T.T.E S..C., ,,,.00 2,,0.10 0 2 2 0 0 0 0 1 0 0 0
S..2 ,,T.Z,L ,.OL. 2 1,..00 _.S.T2 , _ ,0 4 0 , , 0 0 0 0,,0., ,Om.T.TZVSS..C., '"'-" "'0." , 2 , 0 0 0 0 0 0 0 0
S66.S MATERIAL HANDLER ' 2110.62 3036.80 T 0 7 1 0 0 2 0 0 0 0
,s.l TaUCXotzv,. LZO,T 221,.S0 ,0,., S I t 2 0 0 I 0 0 0 0
746.2 TRUCK DRIVEN 2575.20 9807.12 1 0 1 0 0 0 0 0 0 0 0
165.1 MATERIAL SPECIALIST 2550.00 $026.00 S 1 4 1 0 0 0 0 0 0 0
166.1 • MATERIAL SPECIALIST 2SS0.00 $826.00 S 0 S 0 0 0 2 0 0 0 0
168.2 ADMINISTRATIVE SPECIALIST 2 2SSO.O0 9828.00 1 1 2 1 0 0 0 O 0 0 0
168.9 ADMINISTRATIVE SPECIALIST S 2806.00 4208.00 1 0 1 O 0 0 0 0 0 0 0
74S.$ LEAD TRUCK DRIVER 2684.82 4276.92 2 0 2 1 0 0 0 0 0 0 0
$SO.I • TECHNICAL SUPERVISOR 9498.00 SISJ.O0 1 0 1 0 0 0 0 0 0 0 0
l$T.S • ADMINISTRATOR S 9878.00 S842.00 1 0 1 0 0 0 0 0 0 0 0
16S.S ADMINISTRATIVE SPECIALIST S 9878.00 5842.00 1 0 1 0 0 0 0 0 0 0 0
16B.S • ADMINISTRATIVE SPECIALIST S SOTO.O0 SB42.00 I 0 I 0 0 0 0 0 0 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT

98 9 47 10 0 1 6 1 0 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 14
EEO WORK FORCE ANALYSIS ON 11/09/9S
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL URITS/SO.2.]I(A)) AS OF SEPTEMBER 90. S9

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ADMINISTRATION DIVISION
PURCHASING

JOB M • TOTAL • • • M Z R 0 R X T Z E S •
CLASS O • SALARY RANGE e e EMPLOYEES • • M E M • • WOMEN •
CODE R JOB CLASSIFICATION • MIN MAX • MEN WOMEN ALL BLK ASI AI HIS BLK ASX AX HIS
m_mm o mm_o_m_m_ _o_,

S|O.S ADMINISTRATIVE SERVICES a 1726.00 2440.18 0 2 2 0 0 0 0 2 0 0 0
$18.4 ADMINISTRATIVE SERVICES 4 1945.92 2810.80 1 $ 4 1 0 0 0 I 1 0 0
187.2 • ADMINISTRATOR 2 2SS0.00 9828.00 O ] I 0 0 O 0 | 0 0 0
168.2 ADMIRISTRATXVE SPECIALIST 2 2SS0.00 882S.00 S 2 S • 1 0 | 0 1 0 0
160.8 ADMINISTRATIVE SPECIALIST S 2006.00 4200.00 | S O 0 0 0 0 0 1 0 1
168.4 ADMINISTRATIVE SPECIALIST 4 $37S.00 SOSJ.O0 S 2 7 I 2 0 0 I 0 0 |
148.5 ADMINISTRATIVE SPECIALIST 6 $878.00 $842.00 I O I 0 0 0 0 0 0 0 0
160.S • AOMINISTRATXVE SPECIALIST _ 8878.00 $042.00 l O 1 0 0 0 0 0 • 0 O
1||.2 • MANAGEMENT IX SGOS.OO 8408.00 1 0 I 0 0 0 0 0 0 0 O

TOTALS WITHIN ORGANIZATIONAL UNIT
1S 15 SO 2 8 O 1 S S 0 2

ETRbIC KEYS: BLK - SLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIA| OR ALASKA| NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 15
EEO WORK FORCE ANALYSIS ON 11/09/91
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNXTS/60.2.1](A)) AS OF SEPTEMBER SO. 93

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - AOMZNISTRATIOR DIVISION
NECEPTXOR CENTER

JOB M • TOTAL • • • M I K 0 R Z T Z E S •
CLASS O • SALARY RANGE • • EMPLOYEES • • M E N • • WOMEN e
CODE R JOB CLASSIFICATION • KIN MAX • IN HOMER ALL BLN ASI AI HIS BLK ASZ AZ HIS

518.8 ADMINISTRATIVE SERVICES 8 1726.08 2448.18 • 1 1 0 0 0 0 1 0 0 O
518.4 ADMINISTRATIVE SERVICES 4 114S.32 2818.80 0 2 2 0 0 0 0 1 0 0 0
1iS.2 • SUPERVISOR ADBZN SERVICES 2 2SSO.O0 $825.00 O 1 1 0 0 0 0 1 0 0 0
120.6 • ELCTRN EgO STAFF SCZ $ 4390.00 0460.00 1 0 1 • 0 0 0 0 0 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT
1 4 S O 0 0 0 S 0 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI ° AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 16
EEO WORK FORCE ARALYSZS ON 11/09/93
WORN FORCE ARRAY PROCEDURE USED: PRSFOBSO
(BY JOB TITLE WITHIN ONOAmIZATIONAL URITS/60.2.1](A)) AS OF SEPTEBNER 90. J$

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ADMINISTRATION DIVISION
SPO|SONED RES ADm|

JOB M • TOTAL • • • M I g 0 R I T I E S •
CLASS O • SALARY RANGE • • EMPLOYEES • • M E g • • HOMER •
CODE R JOB CLASSIFICATION • BIN MAX • MEN WOMEN ALL DLN ASI AI HIS DLN ASI AI HIS

_ " ,o_,:sTtATxvE.tvIc., l.s.. .l,.oo o l , o o o o o s o o
Sl8.S ADMINISTRATIVE SERVICES S 2128.02 SLS1.14 0 1 1 0 0 0 0 O 1 0 0
ll0.4 ADMINISTRATIVE SPECIALIST 4 3979.00 SOS9.O0 2 2 4 1 0 0 0 0 0 0 O
1S|.S • ADMINISTRATIVE SPECIALIST S 9070.00 $D42.00 0 1 I 0 0 0 0 0 0 0 0
119.1 • MANAGEMENT I 4642.00 $952.00 I O I 0 1 0 0 0 0 O O

TOTALS WITHIN OROAIIZATIO|AL UNIT
S 7 10 1 1 O 0 0 4 0 0

ETHNIC KEYS: ELK - BLACK A|I - ASIAN Ot PACIFIC ISLANDER AI - AERICAi INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 17
EEO WORK FORCE ANALYSIS OR 11/09/93
WORK FORCE ARRAY PROCEDURE USED: PRSF03SO
(BY JOB TITLE WITHIN OflOANXZATIONAL UNITS/60.2.|I(A)) AS OF SEPTEMBER 30. 9a

FACILITY - LAWRENCE BERKELEY LABORATORY OROANIZATIOBAL UNIT - ADMINISTRATION DXVXSZOR
TECHNOLOGY TRANSFER

JOB M • TOTAL • • • M X g 0 R X T X E S •
CLASS O • SALARY RANGE • • EMPLOYEES • • M E g • • WOOER •
CODE R JOB CLASSIFICATION • OlIN MAX • leg WOMENALL DLK ASX AX HIS BLK ASX AX HIS
_mm_ o

518.4 ADMINISTRATIVE SERVICES 4 lj4S.$2 2818.00 1 1 2 0 0 0 0 0 0 0 0
518.S ADIIIRISTRATIVE SERVICES S 2120.02 $1S1.14 0 1 1 0 0 • 0 1 • 0 0
1S0.4 • ADIIXMISTRATXVE SPECIALIST 4 $$TS.00 SOSJ.O0 1 0 1 0 0 0 0 0 • • 0
2OO.a • PATENT ADVISOR IIX SOT2.00 T24g.O0 • 1 1 0 • • • • 0 • 0
199.2 • MANAGEMENT IX 6606.00 0408.00 • 1 1 0 0 0 • 0 0 0 0

TOTALS WITHIN ORGARXZATIOMAL UNIT
2 4 6 O • • • 1 O O O

ETHNIC KEYS: BLN - BLACK ASI - ASIAN Off PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 10

EEO gORE FORCE ANALYSIS O| 11/09193
WORK FORCE ARRAY PROCEDURE L_EO: PRSFOaSO
(BY JOB TITLE ffXTHIB ORGANIZATIONAL UNXTS/SO.2.11(A)) AS OF SEPTEMBER 30. S3

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - CHEMICAL SCIENCES DIVZSIO|

JOB M , TOTAL • • • M I i 0 R Z T I E S ,
CLASS O e SALARY RANGE e • EMPLOYEES • • M E I • • WoKEn •
CODE R JOB CLASSIFICATION e ME MAX • MEN BONER ALL BLK ASI AS HIS OLN ASI At HIS

Sln.S ADIIIHISTRATIVE SERVICES 8 lT2S.go 2440.18 O 1 1 g O • • 1 • O g
S18.4 ADNIRISTRATIVE SERVICES 4 1141.92 2OlD.DO 0 2 2 0 0 0 0 1 0 0 •
SlS.S ADMINISTRATIVE SERVICES S 212S.02 91S1.14 • 1 I • 0 • • 1 • • 0
881.1 RESEARCH ASSOCIATE 2100.00 SDO0.OO 1 0 1 • • 0 • • • • •
167.2 ADMINISTRATOR 2 2550.00 9026.00 0 S S 0 • • • • 2 • •
111.1 CHEMIST POST DOC FELLOW 1t40.00 SSIS.O0 1 O 1 O 1 • • • 0 0 •
146.1 GEOCNEIKST POST DOC FELLOg 1940.00 $G6S.00 1 0 1 0 0 • 0 • 0 0 •
117.3 • ADMINISTRATOR $ 2806.00 420|.00 0 1 1 • • • 0 0 0 • •
I$7.S e ADMINISTRATOR S $878.00 S842.00 0 1 1 0 0 0 0 0 0 0 0
111.4 CHEMIST STAFF SCI 2 9430.00 SJSS.O0 S 0 3 • • 0 • • 0 • •
113.4 PHYSICIST STAFF SCZ 2 S4SO.O0 ASSS.O0 1 0 1 • 0 • • • • 0 •
111.S CHEMIST STAFF SCZ $ 4910.00 8460.00 1 0 1 • 0 0 • 0 • • •
115.S PNYSICIST STAFF SCI $ 4990.00 0450.00 1 • 1 0 0 0 G 0 • 0 •
119.8 SR PHYSICIST I SSSS.OO OTOS.O0 1 0 1 0 1 0 O 0 0 0 0
115.8 • SR PHYSICIST I SSSS.O0 07OS.O0 I • 1 • • • • • • • •
111.T • SR CHEMIST XZ iiSS.OO lOSOS.O0 1 0 1 0 • 0 O • 0 • •
1|R.2 • DiViSION DIRECTOR, FACULTY APPROVED BY 90E 1 0 1 0 0 0 0 0 0 0 0

TOTALS IIITHIN ORGANIZATIONAL UNIT
lS S 22 0 2 0 0 $ 2 0 0

ETHNIC KEYS: ELK - iLACK ASI - ASIAi 011 PACIFIC ISLA||EH AN - AIEIICAN It|lAg Ol ALAfJAB NATII[ lit - NISPAIIC

• IIDICATES SUPERVISORY STATUS



PAGE lJ
EEO lORE FORCE ANALYSIS OB 11/OS/|S
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOg TITLE WITHIN ORGANIZATIONAL UNZTS/SO.2.]I(A)) AS OF SEPTEMBER $0. Ja

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - DIRECTOR'S OFFICE
DIRECTOII'S OFFICE

JOB M • TOTAL • • • U I g • R I T Z E S •
CLASS O , SALARY RANGE • • EMPLOYEES • • m E B , • lONER •
CODE R JOB CLASSIFICATION • El iX • MEN NOEl ALL 8LR ASI AI HIS ILK iSI AZ HIS

$18_8 • ADMINISTRATIVE SERVICES S '724.08 2440.18 , • S • | • 0 • • • •,,o., ,O_,XSTt,TIVES_tVXC_S, ,,AS.. .,,.ON • , , • • • • • • • •slo.s . ,om,STt,TzvE,tvzc. s 2,o., ,sl., o I t o o o • • o • 1
1J7.2 ADMINISTRATOR 2 2SS0.00 182t.00 0 I l 0 0 0 0 O 0 O 0,-.2 . ,o,nUZSTt,TOt= 2,o.oo ,,.oo o 1 1 • o • o o • o ,,o,., . ,O,nZSTt,On, ,O,.O0 ,00.00 • , 1 0 • • • • • • •t,,.l . m,OE,EtTZ ,,,=.00 ,,,=.00 0 1 I 0 O 0 • • • 0 •
lOT.4 BXOPNY STAFF SCI 2 $4S0.00 SJSS.O0 1 0 I O 0 O O 0 0 O 0,,,.s ,o,,,T E,sST,, SCZ, ,,0.00 O,,.O0 , 0 t • 0 • • • • 0 •
lJl. S LABORATORY DItECTOR APPROVED IY DOE I O 1 O O O O O • • •,,0., • -,,,, _,m,TOt,oz.c,o, ,,,nv. ,, _E , • , • • • 1 • • • o

TOT,LS,IT,Z,O,,,IZ,TZO,,LU,ZT
S 6 11 • 1 • l • • • 2

[TNIIC KEYS: BLK - BLACK ASS - ASIAN ON PACIFIC ISLANDER AI - AEtICAN IBOIAB ON ALASKAN NATIVE UXS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 2O
EEOE)I_ FORCE AltALYSZS OH 12/09/S3
gORlt FORCE ARRAY PIOCEOUGE OSED: PRSFOaSO
(BY JOB TITLE WZTltZB OHARIZATIOBAL UBITSIGO.2.II(A)) AS OF SEPTEMBER aO. t3

FACILITY - LAEIEltCE BERltELEY LAHNATOBT ORGAltIZATIORAL HIT - DIRECTOR'S OFFICE
LAHBATOIIY COUNSEL

JOlt at , TOTAL _ • • at I II • It I T I E S ,
CLASS | , SALARY ltABGE • • EMPLOYEES • • at E n • • WOMEN •
CODE R JOB CLASSIFICATIOIt • MXB iX • gEE HOMEB ALL BLE ASI AI NIS BLE ASX AI NIS

;;;-; .........................................................• AOM][IIISTItATIVE SERVICES • 194S.92 2818.90 • 1 1 0 • • 0 • • • 0
SI|.S • ADMBISTltATIVE SERVICES S 2120.02 $1S1.14 0 I I 0 0 0 0 0 I • •
280.$ PATEltT ADVISOR ZZI .1B72.00 7241.00 • | I 0 • • • 0 0 • 0
200.| • PATENT ADVISOR Ill Sit72.00 T244.00 • 1 1 • • • • • • • •
lAB.2 IBAOENENT II S606. O0 O40O. O0 1 1 2 • 0 • • 0 0 • •
liB.9 • iRAOENEltT IZI J44J.O0 |S70.O0 t • 1 • 0 • • • • • 0

TOTALS IIITNIB OHABIZATIOBAL UBIT
2 S T • • • 0 • 1 • •

ETNItI¢ ltEYS: ILl - ILAClt ASI - ASlaNt N PACIFXC ISLAIOEt iI - ilEtZCaIt INOIAB N ALAllit ItATIVE gX$ - IISPANIC

• INDICATES SUPERVISORY STATUS



EEO NOn FORCE ANALYSIS PI_E 21
ON 11SOS/B3

mONK FORCE ARRAY PtOCEOVIE UED: PtSFOJSO
(BY JOB TITLE WITNII ORGANIZATIONAL UNITS/AO.2.11(A)) AS OF _PTEIIBEN 90. 99

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - DINECTOiI*S OFFICE
BOll| FORCE DIVER OFC

JOB B , TOTAL , , , g Z g 0 t Z T Z E S ,
CLASS | , SALARY BAH[ o , EMPLOYEES • , M E g • • BHEN •
¢OK l JOB CLASSIFICATION • ME iX • MEN WOMEN ALL BLK ASI AZ NIS BLK ASI AX HIS

• ADH_NZSTRATIYE SPECIALIST | 2328.02 S151.14 O 1 1 • • 0 • • 1 • •
Iii.S ADMINISTRATIVE SPECIALIST S SOTU.OO $842.00 • I I • • • • • • • •
liI.2 • IBAOEIIT IX IlOl.OO 1401.00 1 O 1 1 O t • • I O •

TOTALS WITHIN ORGANIZATIONAL UNIT

1 2 I I 0 • O • 1 0 O

ETHNIC KEYS: ELK - ILtCl iSI - ASIAN ON PACIFIC ISLANDER AI - ilEtXCAl INDIAN ON ALiSlAI NATIVE NIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAAE 22
EEO_I FORCE AIALYSIS OR 11/09/93
_RI F_CE AIIAY _EDURE USED: _FOJSO
(BY JOB TITLE WITHIN ORGANIZATIONAL URITS/$O.2.11(A)) AS OF SEPTEIER SO. 95

FACILITY - LA_ENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - EARTH SCIENCE DIVISION

JOB M • TOTAL • • • M Z g 0 R I T Z E S ,
CLASS O • SALARY RANGE • • E_OYEES • • M E g • • _g •
CODE R JOB CLASSIFICATION • MXH MAX • HEM _e ALL |LH ADZ AS HiS OIL.J[_X AI HIS

610.4 ADIIZgISYRATIVE SEIVICES • leAS.J2 2O:S.OO 0 4 4 0 0 0 0 1 • 0 0
7t5.1 RESEARCH TECHNICIAN lOST.44 S041.S2 1 O 1 • • • • • O • •
SlO.S ADJHNISTRATIVE SERVICES S 2120.02 1161.14 0 1 1 0 • • 0 0 0 0 0
SIS.S • ADiUNISTRATIVE SERVICES S 2120.02 SISI.14 0 1 1 0 • • • • • 0 @
881.1 RESEARCH ASSOCIATE 2100.00 SSOO.O0 • 0 4 0 0 0 • 0 • 0 •
TJS.2 RESEARCH TECHNICIAN. SENIOR 2105.40 $Sr2.22 • 1 1 • • • • 0 • • •
167.2 ADMINISTRATOR 2 2SSO.O0 9028.00 1 0 1 1 0 0 0 0 0 0 0
16T.2 • ADMINISTRATOR 2 2SSO.O0 JJ2i.OO 0 1 1 • • • • • • • •
124.1 CIV!L EiGt POST DOC FELLOW 1940.00 SODS.00 0 1 1 • 0 • • • • • 0
141Vl VISITING POST DOCTORAL FELLOg IB40.00 9OSS.O0 0 1 1 0 • • • 0 1 • O
144.1 OEOL ERON POST DOC FELLO lJ4O.O0 $OiS.O0 1 0 1 1 0 0 0 0 0 0 0
14S.1 GEOL_IST POST _ FELON 1940.00 |SSS._ 1 • 1 O • • • • • • •
101.2 SENIOR RESEARCH ASSOCIATE 2SS0.00 4000.00 T 4 11 0 • • 0 • 1 • •
111.1 CHEMIST STAFF $CI 1 2180.00 4020.00 | 0 1 0 1 0 0 O 0 0 0
14S.1 GEOLOGIST STAFF sex I 2800.00 4000.00 1 1 2 • • • • • • • •
101.1 PRINCIPAL tESEARCN ASSOCIATE 104|.O0 4O/S.O0 1 • 1 0 • • • • • • 0
187.4 ADMINISTRATOR • JJTJ.O0 JOSJ.O0 0 1 1 0 0 0 0 0 • 0 0
IIO.t SCZENTIFIC/EROIO 4SSOC 943|.00 SISS.O0 1 0 1 O • O I • 0 • 0
111.4 CHEMIST STAFF SCI 2 1410.00 SSSS.O0 1 2 S • 1 • • • 1 • •
111.4 IMTN STAFF SCI 2 9410.00 AISS.O0 1 1 2 • 1 0 • 0 • • •
117.4 STAT STAFF SCI 2 8490.00 JIIS.O0 1 0 1 0 0 • • • • 0 0
122.4 NECK E|Gt STAFF SOl 2 9490.00 JtJS.O0 1 O 1 0 0 O • • •. • O

ETHNIC KEYS: RLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER iI - A_IICAB INDIAN OR AL_HAN BATI_ HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



EEO HONK FORCE ANALYSIS PAGE 25
OR 11/os/es

I(ORK FORCE ARRAY PrOCEDUrE USED: PItSF03SO
(BY JOG TITLE WITHIN ORGANIZATIONAL UKITS/SO.2.II(A)) AS OF SEPTEMBER $0. 93

FACILITY - LAWRENCE BERKELEY LABORATORY OROAEIZATIONAL UNIT - EARTH SCIENCE DIVISION

JOB m • TOTAL • • • M Z N 0 R I T I E S •
CLASS O • SALARY RANGE e e EMPLOYEES • • m E g • • IIOHER e
CODE N JOB CLASSIFICATIO| • BIB OMK • Ig IgOIg ALL RLR ASI AI HIS ILK ASI AI HIS
ommo_

124.4 CIVIL ENGR STAFF SCI 2 3410.OO SSSS.O0 1 1 2 0 0 0 0 O 1 O O
12|.4 PETR ENOR STAFF SCI 2 3410.00 JgSS.O0 2 0 2 0 I 0 1 0 0 • 0
141.4 HYDROLOGIST STAFF SCI 2 3430.00 S9|S.O0 S 0 S 0 2 • • 0 0 0 0
142.4 GEOPH STAFF SCI 2 1450.00 696S.00 I 0 | • 0 0 0 0 • • 0
14S.4 GEOLOGIST STAFF SCI 2 8480.00 JJSS.O0 2 0 2 0 0 0 0 0 0 0 0
]41.4 GEOCHERIST STAFF sex 2 9430.00 IJiS.O0 ] 0 1 0 • O 0 0 0 0 0
lJ].S • CHEMIST STAFF SCI | 4SJO.O0 8460.00 | O 1 • O 0 O O • 0 O
I|S.S PHYSICIST STAFF SCI S 4390.00 8460.00 1 1 2 0 1 0 O 0 1 0 0
124.5 CIVIL EROR STAFF SCI $ 49|0.00 84S0.00 | 0 ] 0 0 0 0 0 0 0 0
141.S HYDROLOGIST STAFF SCI $ 4$JO.O0 N450.00 | • | 0 0 0 • 0 0 • O
142.S GEOPH STAFF SCI | 4990.00 8410.00 ] 0 S 0 0 0 0 0 0 0 •
142.S • OEOPN STAFF SCI | 4890.00 O4SO.O0 1 0 | 0 0 0 0 O 0 0 0
141.S • POg gOT E/S STAFF SCI S 4990.00 8480.00 1 0 1 0 • • 0 • O 0 •
144.5 • GEOL E|GR STAFF SCI S 4SlO.O0 8460.00 O 1 1 0 0 • 0 0 0 0 O
14LS GEOLOGIST STAFF SCI S 4990.00 8460.00 2 0 2 0 I 0 0 0 • 0 •
I4S.S • GEOLOGIST STAFF SCI | 4890.00 8440.00 1 0 I 0 0 0 O 0 0 • 0
111.6 • SR CHEMIST I S|SS.OO 8TRS.OO 2 0 2 • 0 0 • • O 0 0
115.| e SR PHYSICIST I SNSS.OO 8705.00 2 0 2 0 0 0 0 0 0 0 0
144.8 • SN GEOLOGICAL EgG I SSSS.O0 8TSS.O0 1 0 1 0 O O 0 O 0 0 0
14S.6 • SR GEOLOGIST I SSSS.O0 078S.00 ! 0 1 0 • 0 0 0 • 0 0
115.7 • SN PHYSICIST II IOSS.O0 ]O|OS.O0 1 0 l 0 | 0 0 • 0 0 •
19|.1 • OIVISIOR DIRECTOR 7606.00 11790.00 0 1 1 0 0 0 0 • 0 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER A] - AMERICAN INDIAN ON ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 24
EEO WORK FORCE ANALYSIS OB 11/09/93
MORN FORCE ARRAY PROCEDURE USEO: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/60.2.11(A)) AS OF SEPTEMBER 30. 13

FACILITY - LAWRENCE BERKELEY LABORATORY OROANIZATZOMAL UNIT - EARTH SCIENCE DIVISION

JOB M • TOTAL • • • M Z g 0 R Z T I E S •
CLASS O • SALARY RANGE • • EMPLOYEES , • M E g • • WOEEB •
CODE R JOB CLASSIFICATION e HIM MAX • MEg HOMER ALL ELK ASX AX HIS RLN ADZ AS HIS
o_oQe

190.2 • DIVISION DIRECTOR. FACULTY APPROVED BY DOE 1 O 1 0 O O 0 O • 0 0

TOTALS gXTHXN OROABIZATIOBAL UNIT
SS 2J 76 2 J 0 2 1 S 0 •

ETH|I¢ KEYS: RLK - BLACK ASI -ASIAi O! PACIFIC ISLANDEr A! Q AEIICAi INDIAN ON ALASKAi NATXVE NIS" HISPANIC

• INDICATES SUPERVISORY. STATUS



PAGE 2S

EEO WORK FORCE ANALYSIS ON 11/09/BS
BORN FORCE ARRAY PROCEDURE USED: PRSFO|SO
(BY JOB TITLE WITHIN OROANIZATXONAL UNITS/|O.2.1](A)) AS OF SEPTEMBER $0. 9S

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ENERGY AiD ENVIRONMENT DIVISION

JOB g TOTAL e , g I g 0 R Z T Z E S ,
CLASS 0 , SALARY RANGE , , EMPLOYEES , , M E g • • WOMEN •
CODE R JOB CLASSIFICATION • BIN MAX • MEN WOMEN ALL iLK ADZ AI HIS NLK ADZ AZ HIS

110_8 " ;ONI;ISTRATIVE SERVICES D "1;;1_00 .... 2;;;_;0 .... ;'--6 .... ; 0 0 0 0 2 1 0 211,., ,,ZnZSTR,TXVESE,ZC,, 1,41., ,,e.. 1 ,, ,' , 0 0 0 _ 0 0S,,., ,,_mXS*t*TXWS_,VXC,S, ,,,.0, ,,,_.,4 0 , , 0 0 0 0 0 0 0 0.,., ,EsE,,c,,SSO¢_,Tf _,00.00 ,00.00 , , ,0 0 , 0 , 0 0 0 0,,,.2 n_sE,nc,TEC,,Zcz,.snzon _,o,.4o ,,,_., 1 o , o o o o o o o o
1'T.2 ADMINISTRATOR 2 2SSO.O0 $82'.00 0 1 1 O 0 0 0 0 0 0 0,,,.2 . ,o,lmXSTm,TO,2 2,,o.oo ,,.oo o , , o o o o o o o o,,,., C,_e_ST,OSTOOC,_L_O, ,,40.00 ,,S.O0 , 0 , 0 0 0 0 0 0 0 0,,,., ,,VS_CX_T,OSTOOCFE_LO, ,,40.00 ,,,.00 S , , 0 0 0 0 0 0 0 0,,., c,, END,,OST,c FtLLO, ,,40.00 ,,S.O0 , 0 , 0 , 0 0 0 0 0 0
127.| INDUS EHGR POST DOC FELLOW 1940.00 SOSS.O0 1 0 1 0 1 0 O 0 0 0 0
182.1 MIRING ENOR POST DO¢ FELLOW 1940.00 $08S.00 1 0 I 0 O O • 0 O O O
14i.I EBG/ERV P.A. POST DOC FELLOW 1140.00 DOgS.DO 2 0 2 1 0 0 0 0 0 0 0
lSO.l ECOLOGIST POST DOC FELLOW 1t40.00 SOiS.O0 1 0 1 0 0 0 0 0 0 0 0
101.2 SENIOR RE_EARCH ASSOCIATE 26S0.00 4000.00 tB | 22 0 2 0 • 0 0 0 0
710.2 ASSISTANT TECH COORDINATOR 2410.$4 4021.14 I O I 0 0 0 • 0 • 0 O
187.1 ADMINISTRATOR B 2806.00 4200.00 0 2 2 0 0 0 0 0 O 0 0
167.8 e ADMINISTRATOR 9 2006.00 4200.00 0 9 $ 0 0 0 0 1 0 0 0
110.1 ADMINISTRATIVE SPECIALIST S 2001.00 4200.00 0 1 1 0 O 0 0 0 O 0 O
lse.I , AOMINISTRATIVE SPECIALIST I 2IOI.O0 4200.00 • 1 1 0 0 0 0 O 0 • 1
111.2 TECHNICAL EDITOR AND WRITER ZI 2900.00 42S2.00 1 0 1 0 O 0 0 0 0 O O
702.9 ELECT ENG TECHNOL IZI 2971.02 44ST.00 1 0 1 0 1 0 0 0 0 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OH PACIFIC ISLANDER AI - AMERICAH INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 26

EEO WORK FORCE ANALYSIS OR 11/0t/13
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UHZTS/60.2.]](A)) AS OF SEPTEMBER SO. g9

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ENERGY AND ENVIRONMENT DIVISION

JOB M , TOTAL , , , M Z g 0 R Z T Z E S ,
CLASS O • SALARY RANGE • • EMPLOYEES • • M E g • • WOMEN •
CODE R JOB CLASSIFICATION • MIN MAX • MEN WOMEN ALL |LK ASX AZ HIS |LK ASX AZ HIS
_mmmm

110.3 CS/M PROG STAFF SCZ ] 2680.00 4820.00 1 0 1 0 1 0 0 0 0 0 0
140.3 METL STAFF sex ] 2680.00 4820.00 ] 0 1 O 1 0 0 O 0 0 0
140.S ENG/ENV P.A. STF SCI 1 2|SO.O0 4820.00 I 0 1 0 0 0 0 0 0 0 0
SOl.a PRINCIPAL RESEARCH ASSOCIATE S045.OO 4OTS.O0 1S S 20 0 | 0 I 0 1 0 0
SOl.S e PRINCIPAL RESEARCH ASSOCIATE $04S.00 4875.00 1 0 1 0 0 0 0 0 0 0 0
lJl.S TECH EDITOR AND WRITER SIX 2830.00 4986.00 | $ 4 0 1 0 0 0 0 0 0
]48.4 ADMINISTRATIVE SPECIALIST 4 3378.00 50S9.00 2 1 $ 0 0 0 0 0 O 0 0
$10.1 SCIENTIFIC/ENGRG ASSOC S458.00 ]1]].GO S O S 0 0 0 0 0 0 O 0
||0.2 SCZERTIFZC/ERGRO ASSOC, SR SS81.OO 5972.00 2 I $ 0 0 0 0 0 0 0 0
lJl.l MANAGEMENT I 4642.00 6962.00 0 1 ! 0 0 0 0 0 1 0 0
105.4 BIOLOGIST STAFF SCZ 2 ]4SO.GO SSiS.OO 1 O 1 0 0 O 0 0 0 0 0
111._ CHEMIST STAFF SCI 2 S4SO.O0 696S.OO S 1 S 0 S • 0 0 0 0 0
118.4 PHYSICIST STAFF SCI 2 S4SO.O0 SSSS.O0 1 0 1 0 0 0 0 0 0 0 0
11S.4 • PHYSICIST STAFF SCI 2 94S0.00 |SgS.O0 2 0 2 0 0 0 0 0 0 0 0
118.4 CS/M PROO STAFF SCl 2 8490.00 iSiS.DO 1 0 1 0 0 0 0 0 0 0 0
118.4 • CS/M PNOO STAFF SCI 2 S430.00 tJiS.O0 1 0 1 0 0 0 • 0 0 0 0
122.4 MECR EROR STAFF SCI 2 3430.00 ISiS.O0 S O $ 0 0 0 1 0 0 0 0
122.4 , MECH ENGR STAFF SCI 2 $490.00 6JiS.O0 2 0 2 0 0 0 0 0 0 0 0
129.4 CHEM EROR STAFF SCI 2 9490.00 ItSS.O0 0 1 1 0 0 0 0 0 0 0 0
]SS.4 ARCHITECT STAFF SCl 2 S430.OO lii3.O0 2 0 2 0 0 0 0 0 0 0 0
147.4 • ECONOMIST STAFF SCI 2 3430.00 6SiS.O0 1 0 1 0 0 0 0 0 0 0 0
148.4 EHG/ERV P.A. STF SCX 2 3430.00 696S.00 ? 2 S 0 2 0 0 0 1 0 0

ETR_|C KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 27

EEO WORK FORCE ANALYSIS ON 11/09/93
WORK FORCE ARRAY PROCEDURE USED: PRSFOS§O
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/BO.2.]I(A)) AS OF SEPTEMBER $0. 93

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ENERGY AND ENVIRONMENT DIVISION

I

JOB M • TOTAL • • • M I N 0 R I T I E S •
CLASS 0 • SALARY RANGE e e EMPLOYEES e • M E | e e WOMEN •
CODE fl JOB CLASSIFICATION e BIB MAX e MEN WOMEN ALL BLK ASZ AI HIS BLK ASI AZ HIS
om_mo

146.4 e ENG/ENV P.A. STF SCI 2 S4SO.O0 696S.00 1 O 1 O O 0 0 0 0 O O
lS0.4 • ECOLOGIST STAFF SCI 2 9430.00 SgBS.O0 0 1 1 0 0 0 0 0 0 0 0
IOS.S BIOCHEMIST STAFF SCI 3 4390.00 8450.00 1 O 1 0 0 O 0 0 0 0 O
IOT.S BIOPHY STAFF SCI S 4390.00 84|0.00 1 0 1 0 0 0 O 0 0 0 0
111.6 CHEMIST STAFF SCI 8 4990.00 8460.00 | 1 4 0 0 0 0 0 0 0 0
111.5 • CHEMIST STAFF SCZ $ 49|0.00 8460.00 2 0 2 0 0 0 0 0 0 0 0
IIS.S PHYSICIST STAFF SCI B 4590.00 8440.00 | 0 $ 0 1 0 0 0 0 O 0
115.5 • PHYSICIST STAFF SCI $ 4390.00 8460.00 8 O 8 O O O 0 O O O O
122.S MECH ENGR STAFF SCI S 43|0.00 0480.00 1 0 1 0 0 0 0 0 0 0 0
122.S • MECH EHGR STAFF SCI 8 4990.00 8460.00 2 O 2 0 1 0 0 0 0 0 0
12|.5 • CHEM EHGR STAFF SCI S 4990.00 84|0.00 2 0 2 0 1 0 0 0 0 0 0
lSB.S • ARCHITECT STAFF SCI $ 4390.00 8460.00 1 0 1 0 0 0 0 0 0 0 O
140.S METL STAFF SCI S 4890.00 0460.00 1 O 1 0 0 0 O 0 0 0 0
148.5 ENO/ENV P.A. STF SCI $ 4390.00 8460.00 $ 0 $ 0 0 0 0 O 0 0 0
140.6 • ENO/ENV P.A. STF SCI S 4990.00 0460.00 S 0 S 0 1 0 0 0 0 0 O
111.8 • SR CHEMIST I SSSS.O0 8786.00 1 2 S 0 1 0 0 0 • O 0
119.6 • SR PHYSICIST Z 5955.00 BTOS.O0 1 0 1 0 0 0 0 0 0 O •
140.6 e SR ENRGYIEHV POLICY AflLYST I SBSS.OO 8?OS.OO 2 O 2 0 0 0 0 O O 0 O
119.7 • SR PHYSICIST IX SOBS.GO 1060$.00 2 O 2 O O O O O 0 O O
170.4 • DEPUTY ASSOCIASSXST DIRECTOR APPROVED BY DOE 1 0 1 0 0 0 0 0 0 0 0
198.2 • DIVISION DIRECTOR. FACULTY APPROVED BY DOE 1 O 1 O O O O O O O O

TOTALS WITHIN ORGANIZATIONAL UNIT
lS8 64 202 2 21 0 S S 4 0 S

ETHNIC KEYS: OLK - BLACK ASI - ASIAN ON PACIFIC ISLANDER AN - AiERICAi IIOIAI OR ALASKAN NATIVE HiS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 20
EEO WORK FORCE ANALYSIS ON 11/09/J3
WORK FORCE ARRAY PROCEDURE USED: PRSFOS50
(BY JOB TITLE WITHIN ORGANIZATIONAL UNXTS/60.2.II(A)) AS OF SEPTEMBER SO. 93

FACILITY - LAWRENCE BERKELEY LABORATORY OROAMIZATIOBAL UNIT - ENGINEERING
ADIIN & CLERICAL

JOB M • TOTAL • • • M Z g 0 R Z T I E S •
CLASS O e SALARY RANGE • • EMPLOYEES e e M E N • • WOMEN e
CODE R JOB CLASSIFICATION " • MXK MAX • MEg WOMEN ALL ILK ASI AI HIS DLK ASX AI HIS
mim_m

Sl8.S ADMINISTRATIVE SERVICES S 2128.02 IlSl.14 O 1 1 O O O O 0 O O O

TOTALS WITHIN ORGANIZATIONAL UNIT
0 1 1 0 0 0 0 0 0 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AIIERICAB INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAOE 29

EEO WORK FORCE ANALYSIS OR 11/09/93
WORK FORCE ARRAY PROCEDURE USED: PflSFOSSO
(BY JOB TITLE WITHIN OROANZZATIOMAL UNITS/60.2.|I(A)) AS OF SEPTEMBER SO. 99

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - EBOZlEERIlO
ELECTRONICS EROR

JOB M , TOTAL t • • M Z E 0 R Z T Z E S ,
CLASS O e SALARY RAHOE • e EMPLOYEES • • M E B • • I/OMEN •
CODE R JOB CLASSIFICATION • MZR MAX e MEg WOMEN ALL SLK ASI AX HIS ELK ASX AX HIS

160.S ADMINISTRATIVE SPECIALIST $ 2806.00 4200.00 l 0 I 0 0 0 0 0 0 0 0
11S.3 PHYSICIST STAFF SCZ 1 2600.00 4020.00 1 0 ] 0 0 0 ] • 0 0 0
]]O.S CS/M PROO STAFF SCZ 1 2600.00 4020.00 4 0 4 0 1 0 0 • 0 0 •
|20.S ELCTNM EgG STAFF sex I 2600.00 4020.00 4 2 I 1 0 0 0 0 1 0 0
122.S ME¢H EH6R STAFF SCX I 2600.00 4020.00 $ 1 4 O 2 0 0 0 0 0 0
16T.4 • ADMINISTRATOR 4 $STS.O0 SOSS.O0 0 1 1 O O 0 0 0 0 0 0
li0.4 ADMINISTRATIVE SPECIALIST 4 9579.00 SOS|.O0 0 | 1 0 0 0 0 0 0 0 0
902.1 ELECTRONICS EMORNO ASSOCIATE S49|.00 SlSN.O0 27 0 2T 1 2 0 1 0 • 0 0
802.1 e ELECTRONICS ERGRRO ASSOCIATE S490.00 SlSJ.O0 1 1 2 _ 0 1 0 0 0 1 0 0
806.1 MECHANICAL ENORO ASSOCIATE $4SO.O0 SlS9.O0 94 0 94 0 4 0 • 0 0 0 0
90i.1 e NECHAEICAL ENORO ASSOCIATE s43e.00 SlS9.O0 2 0 2 0 0 O 0 0 • 0 O
810.1 SCXENTIFIC/ENGflO ASSOC 9430.00 SlS|.O0 O 1 1 0 0 0 0 0 0 0 0
|$0.1 TECHNICAL SUPERVISOR 9490.00 SISN.O0 4 O 4 0 O 0 0 0 0 0 0
990.1 • TECHNICAL SUPERVISOR 9498.00 5159.00 13 0 19 0 0 • 1 0 0 0 0
ISO.S e ADMINISTRATIVE SPECIALIST S $070.00 SO42.00 0 I t 0 • • 0 0 0 0 0
902.2 ELECTRONICS NEGRO ASSOC. SR 9981.00 SIT2.00 11 0 II 0 1 0 0 0 0 0 •
302.2 • ELECTRONICS ElORO ASSO¢, SR 8901.00 SST2.00 1 0 1 0 0 0 0 0 0 O 0
SOS.2 MECHANICAL ERURO ASSOC. SR 3901.00 5972.00 10 0 10 0 2 0 0 0 0 0 0
908.2 • MECHANICAL EBORO ASSOC. SR SSOl.00 SST2.00 S 0 S 0 1 0 0 0 0 0 0
910.2 SCXENTIFICIEBORO ASSOC, SR 9981.00 SDT2.00 1 • 1 0 • 0 0 0 • • •
990.2 • TECHNICAL SUPERINTENDENT $901.00 SET2.00 4 0 4 0 1 0 0 0 0 0 0
390.9 TECHNICAL NANAOEN 4642.00 |N|2.00 1 0 | 0 0 0 0 0 0 0 0

ETHNIC KEYS: SLK - BLACK ASZ - ASIAN OR PACIFIC ISLANDER AN - AMERICAN INDIAN OR ALASKAN NATIVE HiS - HISPANIC

e INDICATES SUPERVISORY STATUS



PAQE 30
EEO WORK FORCE ANALYSTS og 11/09/IS
WORK FORCE ARRAY PROCEDURE USED: PRSF03SO
(BY JOB TITLE gITHZN ORGANIZATIONAL UNZTS/60.2.11(A)) AS OF SEPTEMBER 90. J3

FACXLXTY - LAWRENCE BERKELEY LABORATORY ORGANZZATXONAL UNIT - EBGXREERXNG
ELECTRO|ICS E|GB

JOB M • TOTAL • • • N X | 0 B Z T X E S •
CLASS O • SALARY RANGE • • EMPLOYEES • • M E g • • WOMEN •
CODE R JOB CLASSZFXCATZOR • MXN MAX • MEg WOMEN ALL BLK ASI AI HIS BLK ASI AI HXS

o

;;0_; • TECHNICAL MANAGER 4S42.00 4962.00 1 O 1 O O O ,O 0 O O O,1,., c,_,xsTsT,, scz2 ,4,o.oo I,..oo o 1 I o o o • o o o o
,.., cs,, .oo .,,scI 2 ...oo ,,,,.oo , , ,I • I o o • • • o
120.4 ELCTRR ERG STAFF SCI 2 $430.00 S'SS.OO 22 | 23 O 2 0 0 1 0 0 0
12o.4, SLOT,,.o ST,FSCZ2 ,,,0.00 ,,..00 2 1 S 0 0 0 0 0 I 0 •
122.4 MECH ENGR STAFF SCI 2 3430.00 |963.00 1S 1 17 • S 0 • • 0 0 •
122.4 • MECH ENGR STAFF SCI 2 9490.00 lii3.OO $ O $ 0 0 0 0 0 0 O 0
149.4 PGMMOT E/S STAFF SCZ 2 S4SO.O0 69S3.00 1 0 1 0 0 O 0 0 0 0 0
111.S CHEMIST STAFF sex 3 4990.00 0460.00 1 0 ] 0 0 0 0 0 0 0 0
119.S PHYSZCIST STAFF sex | 4SJO.O0 8440.00 S 0 3 0 • 0 • • • 0 0
110.3 CS/M PROG STAFF sex S 49SO.DO O4SO.O0 O 0 O 0 0 0 0 0 0 0 O
11B.S • CS/M PROG STAFF SCI 3 4390.00 0450.00 1 O 1 0 0 0 O • 0 O •
120.S ELCTRR EgG STAFF SCZ B 4S90.00 B4SO.O0 21 0 21 1 B 0 0 0 • 0 0
12G.S • ELCTRR EgG STAFF SCI S 4390.00 3460.00 | 0 J 0 0 0 0 0 0 0 0
122.S MECH EROR STAFF SCI B 4390.00 B450.00 12 O 12 O 1 0 0 • 0 • •
122.3 • MECH ENGR STAFF SCI 3 4390.00 B4SO.O0 S 0 S 0 O 0 0 • • • O
128.S RLTH/SFT ENOISCZ STF SCX 3 4310.00 8460.00 1 O 1 0 0 0 0 0 0 0 0
127.5 • IflDUS ENGR STAFF SCI 3 43|0.00 8480.00 1 0 1 0 0 0 0 • 0 0 •
140.S METL STAFF SCI B 43|0.00 8480.00 1 0 1 0 • 0 0 0 0 0 •
14S.S , PGM MOT E/S STAFF SCI $ 4590.00 O4JO.O0 1 0 1 • • 0 0 0 0 O O
110.6 • SR COMPUTER SCI/IMTN PRO6 X SSSS.O0 878$.00 2 0 2 0 1 0 0 0 0 0 0
120.4 SR ELECTRONIC E|G I SSSS.O0 B783.OO 3 0 3 0 1 0 0 0 0 • •

ETHNIC KEYS: BLK - BLACK ASX - ASIAN OR PACIFIC ISLANDER AN - AMERICAN INDIAN OR ALASKAN BATIVE HiS - HISPANIC

• INDZCATES SUPERVXSORY STATUS



PAGE 31
EEO WORK FORCE ANALYSIS OI 1]/09/93
mORN FORCE ARRAY PROCEDURE USED: PmSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNXTS/60.2.]1(A)) AS OF SEPTEMBER SO, 93

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ENGINEERING
ELECTRONICS ERGR

JOB i e TOTAL , e , M : I 0 R Z T I E S ,
CLASS O • SALARY RANGE • • EMPLOYEES • • I E | • • WODEN •
CODE R JOB CLASSIFICATION • BIN MAX • NEE BOILER ALL BLK ASZ AX HIS ILK ASX AI HiS

m _o_oomoo_om_o_m

_]_ . sn_t_CT,O,ZCE,oz ,,IS.GO ,,,.oo : o : o o o o • o o o,,., s, EC,,,C,LHOZ ,,S.O0 O,,.O0 , 0 , 0 • 0 • • 0 0 •,,., . StEc.,,zc,L_,oz ,,.oo ,,,.oo , o , o o o o • o o •,,,., • s, c,E,ISTzz .,.oo ,o,o,.oo , o , o • • • o o • o,,,., . st com,uTERscz,,,,, ,GOZz .,.oo ,o.s.oo S o 1 o 0 0 0 o o o 0,o., s, _LEc,o,zcE,ozz .IS.GO ,o,s.oo 2 o , o o o o o • o o
,,., . su_LEc,o,zc_,ozz .,,.oo so,o,.oo s o s o o o o o o o o,,., st ,Ec.,.zc.Ls,ozz .iS.GO ,o,o,.oo , o , • , o • .o o o •,,., . s, ,sc,,,zc,LE,ozz .,,.oo ,GIGS.GO = o 2 o o o o o o o o,,o.s , ozvzszowoZ,CTOm ,,.oo ,s,,o.oo I o s o o o o o o o o

TOT,LS,ZT.ZUO,O,,ZZ.ZO,,LU,ZT
287 18 _8S $ 28 0 $ 1 | 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN ON PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HiS - NISPANZ¢

• INDICATES SUPERVISORY STATUS



PAGE 82
EEO WORK FORCE ANALYSIS Og 11/09/J3
WORK FORCE ARRAY PtOCEDUItE USED: PIISFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL URXTS/60.2.11(A)) AS OF SEPTEMBER 80. 9a

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - EBGZREERIRG
EgG. ADMISISTRATXOB

JOB M , TOTAL , • • M Z g 0 R Z T Z E S •
CLASS G , SALARY RANGE e • EMPLOYEES • • m E g • • WOMEN •
CODE R JOB CLASSIFICATION • RIg MAX • lIEN WOMENALL SLK a$I AI HIS SLE ASI AI HiS

;;;_; - AD|IZNISTRATIVE SERVICES $ 1726.0B 244D.1D 0 S S 0 0 0 0 S 0 0 0
S10.4 ADM|ISTRATIVE SERVICES 4 194S.92 2818.80 0 7 7 0 0 0 0 0 1 0 2
SIB.S ADILTRISTRATIVE SERVICES S 212S.02 91S1.14 • 2 2 0 • S • 0 1 S •
167.2 ADMINISTRATOR 2 2SS0.00 3026.00 • 1 1 • • • • • • • •
16J.2 SUPERVISOR ADMXB SERVICES 2 2SSO.OO 3828.00 0 $ $ S 0 S 0 0 • S •
18T.3 ADMINISTRATOR 3 2DOS.GO 420S.00 0 | 1 0 0 0 O S S S •

TOTALS WITHIN ORGANIZATIONAL UNIT
O 19 10 O 0 • 0 S 2 • 2

ETHNIC KEYS: OLD - SLACK asz - ASIAN OR PACIFIC ISLANDER al - AMEMICAR INDIAN OIt ALASKa| DATIVE HIS - MISPAB|C

• INDICATES SUPERVISORY STATUS



PAGE S8
EEO IIOItK FORCE ANALYSIS O0 11/Oe/|l
WORK FORCE ARRAY PItOCED_ iMEI): I_dF08SO
(BY JOB TITLE ffZTHIN ORGANIZATIONAL UNITS/SO.2.]I(A)) AS OF SEPTEINH INN. J|

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - EROXREERIRO
INCH FA| LEVEL 2

JOE g • TOTAL • • • M I g 0 R I T Z E S •
CLASS O e SALARY RANGE e • ENPLOYEES • • M E i • • IIDNEII •
CODE R JOB CLASSIFICATION • Olin iX • lIEN IN)MEg ALL 8LK ASI AS HIS iLK AS1 At HIS

TO$.S NECK EgG TECNNOL IZI 2JTI.J2 44ST.88 1 0 1 0 • 0 • • 0 • 0

TOTALS ffITHZg ONOANIZATIONAL UNIT
I • 1 • • • 0 • • • •

ETHNIC KEYS: RLK ° BLACK ASI - ASIAN OR PACIFIC ISLANDER il - AilE|I¢AN INDIA| g ALASRAR NATIVE HIS - RISPA|I¢

e INDICATES SUPERVISORY STATUS



PlAN N
EEO WORK FORCE AliALYSIS OU l I/OR/DR
WORK FORCE ARRAY PIIOCEINBRE lIKED: PUSFOJSO
(BY JOB TITLE WITHIli OIIOABIZATIORAL UliZTS/$O.2.11(A)) AS OF SEPTEMBtEIt $0. i)

FACILITY - LAWlIEliCE BERKELEY LABORATORY ORGAIIIZATIOBAL UP_T - EBOIREERIBAI
IIECllABICAL ElM

JOB M , TOTAL , , , M III 0 | I T I E S ,
CLASS • • SALARY RABGE • • EMPLOYEE• • • M E U • • IIOUE| •
CODE R JOB CLAS•IFICATIOB • IlZli iX • lIEN _B ALL ALE ASI iX El• ALE A•X AI El•

noomomo

784.1 PRIliT ROOM OPERATOR 1479.00 229|.00 1 • | • • • • • • • •
730.0 EliGIBEERIBO ASSISTANT 1837.44 9041.S2 2 2 4 • 0 O • 0 • O •
79S.1 RESEARCli TECliliICXAB 1897.44 •041.12 0 1 1 0 • 0 O • 0 • •
704.8 PRINT BLOOMOPERATOR, PRIliC 2044.S0 |lSJ.O4 • 1 1 • • • • • • • •
700.1 DRAFTER I 2211.78 •92S.14 1 0 I 0 • • • 0 • • 0
702.1 ELECT EBB TECliBOL I 221|.7| 332S.14 I 2 O 1 1 0 0 1 1 • •
706.1 MECU EliO TECliBOL I 2216.7J $D2S.14 • O • O • • I O • • •
707.1 IIECli EgG IMCli ASST I 2216.78 $B2S.14 S O S 1 • • O • 0 • •
790.1 EliOZliEERZgo ASSISTABT. •EliIOt 210S.40 3S72.22 0 1 1 0 0 • • • 0 • •
759.2 COIIPUTIB6 TECliBICXAB. SENIOR 210S.40 3S12.22 1 0 1 • • • 0 • • O •
S60.J PAIBTER 9742.74 8742.74 1 0 1 • • 0 • • • 0 •
700.2 DESIOEE/DliAFTEIt II 2S$S.S0 S|48.|0 S 1 $ I 1 O • • 1 • •
T02.2 ELECT Eli6 TECliliOL IX 2S$8.S0 8840.li8 8J 8 88 i 4 • • • 1 • •
706.2 ME¢li EliG TECNliOL IX 2All. SO 9940.88 2D 2 28 0 1 • S • 1 • •
TOT.2 BECK EgG iCliIgIST IX 2S6|.S0 9840.80 J 0 J • O 0 0 • 0 O •
SOl.3 WELDER 3JSS.8l BASS.SO i • J • • • 2 • • • l
790.2 ASSISTANT TECH COOJtDIBATO| 24|0.$4 4021.14 J 1 4 1 • 0 • 1 • • 0
?SJ.$ COBPUTIRO TECliBICIAN, PRIg(: 24S0.64 4021.14 1 • 1 0 0 0 1 0 • 0 •
7JS.J RESEANCli TECliliXCZJl, PRII¢ 2498.84 4021.14 1 O t 0 • O O • 0 • •
J02.J SHEET METAL WOliKER 4191.$$ 4191.66 T • T • • • 1 • • • •
TO0.• DESIGliER IZI 2171.92 44ST.80 14 1 1S 1 S • • 0 • • 0
?02.9 ELECT Ego TECll|OL ZXZ 2171.12 44S7.88 l? O $7 1 | 0 • • @ 0 •

ETHBIC KEYS: DLK - BLACK ASI - ASIAli OR PACIFIC I•LABDER AN - AIIEIIICAB IEDIAII 00 ALASA[Idi liATIVE UIS - liISPAUIC

• INDICATES SUPERVISORY STATUS



Page JS
EEO WORK FOBCE ANALYSIS g 11/09193
gORE FORCE ANNAT PmOCEBONE USED: PESFOaSO
(BY JOB TITLE BITNI| ORGANIZATIONAL UNITS/$O.2.11(A)) AS OF SEPTEBN lB. l|

FACILITY - LAWRENCE BERKELEY LABORATORY OBOAKIZATIORAL UNIT - EHXBEENXBO
BECNANXCAL EgO

JOB M • TOTAL , , , M Z g 0 m I T I E $ ,
CLASS 6 e SALAIY EANOE , , EBPLOTEES • • m E g • , lINEN ,
CODE N JOi CLASSIFICATION , BIN iX • BEN mIEN ALL OLD ADZ 4X NID OLD ASS 4I HiS
_O_IBHi) O se_e_eee_e_eeoeei_e_e_ei_le _me_o_m_e_eHe_o _H__m mH_4111_ADl,_HH _ HIll41k

TOi.S BECK Ego TECNNOL Ill 2tT1.t2 44IT.D0 40 g 40 S l g 4 O • • •
70T.$ MECN Ego aACNXNIST tit 2971.92 44S7.0| 27 • 27 2 S • 2 • • • •
720.0 LEAD TECHNOLOGIST S119.82 4677.12 21 I 22 • • • • • • • •
T$O.J ASST TECR COORDINATOR. SENIOR 2072.74 4791.08 $ • | • O • • • O • •

TOTALS WITHIN OflANIZATIONAL UNIT
247 IS 26| 14 24 • 17 2 4 O 0

ETNNIC KEYS: BLK - BLACK All - ASIAN ON PACIFIC IILAIOEI iX - AmEriCAN INDIAN ON 4LAKEAE NATIVE NXS - NISP&NI¢

• INDICATES SUPENVISONT STATUS



PAA[ 14;
EEO gONK FORCE ANALYSIS Og 1|/09/9J
WORK FORCE ARRAY PNOCEJO_ gSEO: PBSFO$SO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/iO.2.I|(A)) tS OF SEPTEEIEI SO. il

FACILITY - LAIRENCE BERKELEY LABORATORY ORGAniZATIONAL UNIT - ESGISEENIIG
POSTDOCTIIL FELLml

JOB I • TOTAL • • • I I I 0 i I T l E S •
CLASS O • SALARY RANGE • • [IPLOY[[i • • I £ N • • IOIJ •
CODE R JOB CLASSIFICATION • MN IX • EN WORN l_ _ _z At UlS _n _I lz sis

120.1 [LCTNNC ENON POST DOC FELLOI 1140.00 IOIS.O0 1 O 1 O 1 O O O O • O

TOTALS WITHIN ONOANIZATXONAL UNIT
l 0 1 • 1 • • • 0 • •

ETNNIC KEYS: NLI - SLACK All - ASIAn ON PACIFIC ISLAm|Ell IX - AIIICAS ISSIAI 09 ALASSAN NATIVE NIS - NXiPAII¢

• INDICATES SUPERVISORY STATUS



EEO WORK FORCE ANALYSIS PAGE ST
O| 11/_/SS

WORK FORCE ARRAY PIK_UH USED: P_FOS_
(BY JOg TITLE WITHIN ONOA|IZATIOHAL UKZTS/SO.2.]I(A)) AS OF SEPTENEN SO. SS

FACILITY - LAIIRERCE BERKELEY LABORATORY ONOAKIZATIORAL URIT - EHYIRO|IIERT HEALTH & SAFETY DIVISION
ANALYTICAL SERVICES

JOB M • TOTAL • • • M Z g 0 R I T I E S •
CLASS O • SALARY RANGE • • E_LOYEES • • M E B • • WOMEN •
CODE R JOB CLASSIFICATION e Olin iX • MEg _MEB ALL DLK ASS At HiS OLK ASS AI HiS

_;_] - ..,,cN TEc.zcZ..s.zot 21os.,o .,.. o l 1 o o o 0 o o • o,,o.s tAoz,zo,s,,_,, ,tc,..ztc _,,o.,4 ,o..,, o I t o o o • • o • •,,,., .sE.cmT_cm,xcz,,.,.,c 2,,,.o4 ,.t.,4 , o t I • • • • • • o
910.1 SCIEBTIFIC/ERORO ASSOC 9490.00 StSJ.O0 1 0 1 0 0 • 0 • 0 0 0
126.4 • HLTR/SFT ENOlSCI STF SCI 2 $490.00 S|SS.O0 0 1 1 0 0 0 0 0 0 0 01..s ,LT,,s, .o,sczs, scz, .,o.oo o,,o.oo t o 1 o o o • o • o •

TOT,LS,IT,Z,OtO,.Z,.O,,LUS.
$ S 8 1 • 0 • 0 0 0 •

ETNRI¢ KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC IRLABDEL AI * AMERICAN INDIAN Oft ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE SO
EEO WORK FORCE ANALYSIS OH 11/09/93
WORK FORCE ARRAY PROCEDURE USER: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL URZTS/|O.2.]I(A)) AS OF SEPTEMBER SO, iS

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UIXT - ENVIRONMENT HEALTH & SAFETY DIVISION
DIVISION OFFICE

JOB M • TOTAL • • • M Z H 0 R I T Z E S •
CLASS O e SALARY RANGE _ • EMPLOYEES • • g E g • • WOMEN •
CODE R JOB CLASSIFICATION • IIZ| IMX • BEN BOilER ALL DLN ASI 4I HiS OLm ASI AI HiS

booooo

_;_ - ,o,x,zsT,,Tzvf.,vzc., l,,s.. .,,.,o o , 1 o o o o o o o os,,., ,Om.Tt,.. SH.C. S 2,..O2 Sl..I, I I 2 0 1 0 0 1 • 0 01,1._ ,Om..,,O, _ ...00 ...00 0 I 1 0 0 0 0 0 0 0 •
IST,S • ADMINISTRATOR S $878.00 SS4=.O0 1 0 I 0 | • • • 0 0 0
14'.S • OEOCNEMIST STAFF SCI $ 4B'O.O0 SASO.O0 ] 0 l 0 0 0 0 0 0 O O
190.1 • DIVISION DIRECTOR 'SOS.DO 11730.00 1 • 1 • • 0 0 • • 0 •

TOTALS WITHIN ORGAHIZATIONAL UNIT
4 S T • 2 0 0 1 0 0 •

ETNRI¢ KEYS: NLN - BLACK ASI - ASIAN OH PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASN&| NATIVE NIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 99
EEO WORK FORCE ANALYSIS OK 11/09/9S
WORK FORCE ARRAY PROCEDURE USED: PflSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/|O.2.11(A)) AS OF S[PTEMBER aO, |$

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ENVIRONMENT HEALTH • SAFETY DIVISION
• EMERGENCY PREP

JOB M • TOTAL • • • M Z g 0 R Z T X E S •
CLASS G • SALARY RANGE • • EMPLOYEES • • M E g • • WOMEN •
CODE H JOB CLASSIFICATION • Big HAX • MEN WOMEN ALL BLK ASI AI HIS BLK ASX AX HIS

S18.4 ADMINISTRATIVE SERVICES 4 194S.$2 2018.80 1 0 | 0 0 0 0 0 0 0 0
310.2 • SCIENTIFIC/ENGRG ASSOC, SB $|81.00 SJ72.00 1 0 I 0 0 0 0 0 0 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT
2 O 2 O O O 0 O O O O

ETHHI¢ KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 40
EEO WORK FORCE ANALYSIS ON 11/0S/98
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/60.2.I|(A)) AS OF SEPTEMBER 30. 93

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ENVIRONMENT HEALTH & SAFETY DIVISION
ERVIRRMRTL PROTECT

JOB M • TOTAL • • • m Z N 0 R Z T Z E S •
CLASS O • SALARY RANGE • • EMPLOYEES • • M E g • • WOMEN •co. R _oecL,ssx.c.xo. . .x. .,x . ...o.E. ,LL aLx,...Is ILx,...Is
;;;_; - ADMINISTRATIVE SERVICES 4 1945.92 2018.80 1 O 1 O 0 O 0 O O O O,4,., ,,LT,,s,,, ,Ec,,z,czv,L 2,..,, ,o2,.,, _ o 2 o I o o o o o o,2,., ,_,,,s, E,o,s¢IsT,,ci , ,,.oo ,,o.oo , o , o o o o o o o o,,., ,L,,,s, ,o,scz,, scz_ ,4,o.oo ,,s.oo , 2 , I o o o o o o o1,., . ,LT,,s, ,o,scxs,Fsex2 ,4,o.oo ,,,s.oo , o , o 1 o o o o o o,,.s . ,LT,/S, ,O,SClS,, SeX, ,,,0.00 ,,.00 , 0 1 0 0 0 0 0 0 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT

SO 2 12 1 2 O O O O O O

ETHNIC KEYS: DLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 41
EEO WORK FORCE ANALYSIS OH l]/Ot/ia
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHZN ORGANIZATIONAL URXTS/60.2.]I(A)) AS OF SEPTEMBER 30. IS

FACZLITY - LAWRENCE BERKELEY LABORATORY ORGANZZATZOHAL UNIT - ENVIRONMENT HEALTH & SAFETY DXVXSZON
ERVXflHM|TL RESTOR

JOB M • TOTAL • • • M Z | 0 R I T Z E S •
CLASS O • SALARY RANGE , • EMPLOYEES , • M E N • • WOMEN •
co. R _oac_,ssz.c,zo, , m mx , E, ,ou ,LL ILx ,sz ,z nzS iLK,SZ ,Z MIS
_ - ,O,Z,ZS,,.Vt SE.ZC., ,,,,.. .,,.,0 0 1 1 0 0 0 0 0 1 0 07,1.2 ,E,L,,,S,E. TEC,St.O, 210S.,0 SS,._2 I 1 2 0 0 0 0 0 0 0 0
168.$ ADMXNZSTRATXVE SPECXAL|ST S 2006.00 42DO.D0 O I ] O 0 0 0 0 O O O,,o., ,oml.ST,,Ivf SPECZ,LZST, .,.00 ,0..00 I 0 I 0 0 0 0 0 0 0 0
,.., ° nLTH,S,E,O,SCXS. SCZ2 ,,,0.00 8.S.O0 0 I 1 0 0 0 0 I 0 0 0

TOT,LSwzTnzmouo,.z,zom,Lu.T
2 4 6 0 O 0 O ] | O O

ETHNZC KEYS: BLK - BLACK ASZ - ASZAH OR PACXFX¢ _AHDEH _X - AMEHZCA| X|DXAB OR ALASKAN |ATXVE HXS - HXSPAHIC

• ZRDZCATES SUPERVISORY STATUS



PAOE 42
EEO WORK FORCE ANALYSIS ON 11/09/93
WORK FORCE ARRAY PROCEDURE USED: PRSF03SO
(BY JOB TITLE WITHIN OROARIZATXONAL UNXTS/OO.2.11(A)) AS OF SEPTEMBER 30, 99

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ENVIRONMENT HEALTH • SAFETY DIVISION
ENVIRONMENT DEPT OFC

JOB M • TOTAL • • • M Z g 0 R Z T Z E S •
CLASS O e SALARY RANOE • e EMPLOYEES • • M E g • e HOLIER •
CODE R JOB CLASSIFICATION • MIK MAX • MEg WOMEN ALL BLK ASZ AX HIS BLK ASZ AI HIS
mm_om

167.S • ADMINISTRATOR $ 2806.00 4208.00 0 1 1 0 0 0 0 0 0 0 0
126.4 • HLTH/SFT ENO/SCX STF SCX 2 9430.00 6965.00 1 0 1 0 0 0 0 0 0 0 0
126.S e HLTH/SFT ENO/SCZ STF SCI S 4590.00 B4SO.O0 1 0 1 0 1 0 0 0 0 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT
2 1 9 0 1 O O 0 0 O 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIA| OR ALASKAN RATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAOE 49
EEO WORK FORCE ANALYSIS ON 11/01/19
WORK FORCE ARRAY PROCEDURE USED: PRSFOBSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/SO.2.11(A)) AS OF SEPTEMBER SO. 99

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ENVIRORIIENT HEALTH • SAFETY DIVISION
FIRE DEPARTMENT

JOB M • TOTAL • • • M I g 0 R I T I E S •
CLASS O • SALARY RANGE • • EMPLOYEES • • M E R e • HOMER e
CODE R JOB CLASSIFICATION • BIB NAX e MEN WOMEN ALL BLK ASI AI HIS BLK ASI AI HIS
ooo_o m

644.0 FIREFIGHTER 2151.S0 2770.00 18 1 14 1 0 0 0 O 0 0 0
642.0 DISPATCHER.EMRGENCY COMM 1739.04 2900.50 0 I 1 0 0 0 0 0 0 0 0
$44.1 • FIRE CAPTAIN 2451.66 $1SS.J4 S 0 J 0 0 0 0 0 0 0 0
741.4 HEALTH/SAFETY TECH SPECIALIST 2BT2.T4 4731.06 1 0 1 0 0 • 0 0 0 0 0
$4S.0 • ASSISTANT FIRE CHIEF $20S.00 SSJS.O0 2 0 2 0 0 0 1 0 0 0 0
S4S.1 • FIRE CHIEF 3895.00 6717.00 1 0 1 0 0 1 0 0 0 0 0
128.4 HLTH/SFT ENG/SCI STF SCI 2 9490.00 SJiS.O0 1 0 1 0 1 0 0 0 0 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT
21 2 29 1 1 1 1 0 0 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANI_

• INDICATES SUPERVISORY STATUS



PAGE 44
EEO WORK FORCE ANALYSXS ON 11/09/g3
WORK FORCE ARRAY PROCEDURE USED: PRSF03SO
(BY JOB TXTLE WITHIN ORGANXZATXOflAL UNZTS/60.2.11(A)) AS OF SEPTEMBER SO. 19

FACILXTY - LAWRENCE BERKELEY LABORATORY ORGANIZATXONAL UNIT - ENVIRONMENT HEALTH • SAFETY DXVXSION
HAZARD MOT UNXT

JOB M • TOTAL • • • M Z g 0 R X T Z E S •
CLASS 0 • SALARY RANGE • • EMPLOYEES • • M E N • • WOMEN •
COOE R JOB CLASSXFXCATXON • gIN MAX • MEN WOMEN ALL BLK ASZ AX HXS |LK ASX AI HXS

m Dn_o_m_omomo_o_o

126.4 HLTH/SFT ENG/SCX STF SCZ 2 9490.00 6965.00 1 0 1 0 0 O 0 0 0 0 0
126.5 HLTH/SFT EHG/SCX STF SCX $ 4390.00 8460.00 1 0 1 0 0 0 0 0 0 0 0

TOTALS WITHXN ORGANXZATXONAL UNXT
2 O 2 O 0 0 0 O 0 0 •

ETHRZC KEYS: BLK - BLACK ASX - ASXAR OR PACIFIC XSLANDER AS - AMERICAN XNDIAM OR ALASKAN BATXVE HIS - HISPANIC

t INDXCATES SUPERVXSORY STATUS



EEO WORK FORCE ANALYSIS PAOE 4S
ON 1]/09/13

HONK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN OROANIZATIONAL UNITS/60.2.1](A)) AS OF SEPTEMBER aO. 93

FACILITY - LAWRENCE BERKELEY LABORATORY OROANIZATIONAL UNIT - ENVIRONMENT HEALTH & SAFETY DIVISION
HEALTH DEPARTMEKT

JOB l • TOTAL • • • I Z B 0 R Z T Z E S •
CLASS O • SALARY RANOE • • EMPLOYEES • e M E N • • gONER •
CODE R JOB CLASSIFICATION • WIN WAX • BEN HONER ALL NLK ASZ AI HIS ILK ASK AI HIS

;;_; • ,o,z,ZST,,TO,, ,o+.oo ,2..oo o I I o o o o o o o o
109.5 • BIOCHEMIST STAFF SCI $ 43+0.00 8460.00 I 0 1 0 0 0 0 0 0 0 0
128.5 • HLTH/SFT EmO/SCI STF SCZ S 4990.00 8460.00 1 0 1 0 0 0 0 • 0 0 •

TOTALS WITHIN OROANIZATIOIAL UNIT

2 1 9 0 0 0 0 0 0 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN ON ALASKAN IATIYE HIS - HISPANIC
• INDICATES SUPERVISORY STATUS



PAGE 4J
EEO WORK FORCE ANALYSIS ON 1]/09/98
WORK FORCE ARRAY PROCEDURE USED: PRSFO$SO
(OY JOB TITLE WITHIN ORGANIZATIONAL UNXTS/SO.2.11(A)) AS OF SEPTEMBER $0, 93

FACILITY - LAWRENCE BERKELEY _ABORATORY ORGANIZATIONAL UNIT - ENVIRONMENT HEALTH • SAFETY DIVISION
INDUSTRIAL HYGIENE

JOB M • TOTAL • • • M I g 0 R I T I E S •
CLASS O • SALARY RANGE e e EMPLOYEES • • M E g • e WOMEN •
CODE R JOB CLASSIFICATION • lYfN MAX • MEN WOMEN ALL BLK ASS AI HIS BLK ASI AI HIS

741.4 HEALTH/SAFETY TECH SPECIALIST 2072.74 475|.04 2 0 2 0 • • 0 0 • 0 0
126.9 HLTH/SFT ENO/SCI STF sex 1 2S80.00 4020.00 1 0 ] 0 0 0 0 0 0 0 0
121,4 HLTH/SFT ENO/SCI STF SCI 2 34S0.00 |JIS.O0 2 1 J O • 0 O 0 • 0 •
126.4 • HLTH/SFT ENG/SCI STF SCI 2 S4SO.O0 696S.00 1 0 1 0 0 0 0 O • • 0

TOTALS WITHIN ORGANIZATIONAL UNIT
6 l T 0 O 0 0 0 0 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN ON PACIFIC ISLANDER AI - AMERICA• INDIAN OR ALASKAN NATIVE HiS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 47
EEO WORK FORCE ANALYSIS Oil 11/018119
MONK FORCE ARRAY PNOCEDUNE USED: PtSFO$SO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/60.2.11(A)) AS OF SEPTEM|ER SO. 93

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ENVIRONMENT HEALTH • SAFETY DIVISION
MEDICAL SERVICES

JOB M * TOTAL , * • M Z g 0 R Z T Z E S •
CLASS 0 • SALARY RAEOE • • EMPLOYEES • • M E g • • WOMEN e
CODE R JOB CLASSIFICATION e OlIN MAX • MEg WOMEN ALL BLK ASI AX HIS RLK ASX AI NIS
_moom o o_o_moo

S18.| ADMINISTRATIVE SERVICES | 1728.0R 2448.10 0 2 2 • 0 O 0 1 • 0 •
518.4 ADMINISTRATIVE SERVICES 4 1|45.92 2811.80 • I I 0 • O • • O • •
SlO.S ADMINISTRATIVE SERVICES S 2120.02 91S1.14 0 1 1 0 0 0 • • • 0 •
IOO.1 OCCUPATIONAL HEALTH NURSE I 2744.00 4148.00 • J J • • • • 0 • • •
791.1 lED LAB TECHNOLOGIST Z 2618.70 4278.92 0 2 2 • • 0 • 0 1 • •
167.4 • ADMINISTRATOR 4 S$T$.00 SOS|.O0 0 1 1 0 0 0 0 0 0 0 0
188.4 e ADMINISTRATIVE SPECIALIST 4 9979.00 SOSJ.O0 0 1 1 0 0 0 0 0 0 0 0
180.9 • OCCUPATIONAL HEALTH NURSE IZI 9490.00 61S9.00 0 2 2 • • 0 • • • • 0
lOl.S PHYSICIAN STAFF SCI S 4990.00 8460.00 0 1 1 O • O 0 • 0 • 0
101.7 • SR PHYSXCXAG IX SOSS.O0 lOSOS.O0 1 0 1 0 0 • 0 • • • •

TOTALS WITHIN ORGANIZATIONAL UNIT

1 14 lS 0 0 0 • 1 1 0 •

ETHNIC KEYS: ELK o BLACK ASI - ASIAN OR PACIFIC ISLANDER AN - AMEMI¢A| IBDIA| ON ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 40
EEO gONK FORCE ANALYSIS Om 11/01/J3
HONK FORCE ARRAY PROCEDUOE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/SO.2.11(A)) AS OF SEPTEMBER SO. 83

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - EBVIROBME|T NEALTN & SAFETY BXVXSXN
_C_ATIONAL SAFETY

JOB M • TOTAL • • • M Z | 0 B I T Z E S •
CLASS 0 • SALARY BARON , , EIPLOVEES o • t E l i • IOIEN ,
CODE R JOB CLASSIFICATION • BIB MAX • BEE HOB ALL ILK ASS il NIS ILK ASS AX NIl

$18.• ADMINISTRATIVE SERVICES • 19•S.12 SOlO.B0 0 1 1 O 0 0 0 0 O 0 0
T41.1 NEALTN/SAFETY TECHNICIAN 1837.•• 8041.5_ • 1 1 • 0 0 • 1 • • 8
128.$ RLTH/SFT ENO/SCI STF SCX 1 2680.00 4820.00 1 O 1 1 • 0 • • • • •
128.| • NLTN/SFT ENG/SCI STF _CX 1 2680.00 •820.00 O J 1 0 O 0 • 0 • • •
125.4 NLTN/SFT Eg0/KI STF SCI 2 9480.00 SJJS.00 2 I | • • • 0 1 • • •
126.4 • HLTN/SFT ENG/SCI STF SCI 2 9490.00 698S.00 1 O 1 I • • 0 • 0 0 •
128.S NLTN/SFT EN6/SCI STF SOl $ •990.00 8•80.00 2 • 2 0 2 • • • • • •

TOTALS WITHIN ORGANIZATIONAL UNIT
J • 10 2 2 • • 2 • • •

ETHNIC KEYS: 8LK - BLACK ASK - ASIAN OR PACIFIC ISLANDER &X - iBlCll IBOIAI Ot ll.trAtl NATIVE Nil o 8ISFAII¢

• INDICATES SUPERVISORY STATUS



PAAtE 49
EEO IIORI( FORCE ANALYSXS ON S|/OSIRS
liONS( FORCE ARRAY PIIOCEJOI_ USED: PilSFOJISO
(BY JOB TITLE NITHZN ORGANXZATZONAL UBZTS/|O.2.]I(A)) AS OF SEPTEMBER 80, 9S

FACZLZTY - LAWRENCE BERI(ELEY LABORATORY OROANZZATZORAL UN|T - ENV][ItOBINEST NEALTfl & SAFETY DIYXSZOII
OPEBATZOIIS

JOB U , TOTAL , , • I Z g 0 B X T X E S •
CLASS O • SALARY RAN|E , , EMPLOYEES • e U E I • • IPOBIEB •
CODE R JOB CLASSXFZCATXON • NIXN IMX • glEN iSlINg ALL Ks( ASS AX NXS OLi( ASX AX NXS

SIB.4 ADMXNISTRATIVE SERVICES 4 1141.12 2011.00 l 1 $ • • O • • • • •
IST.S • ADnlXRXSTNATON $ 200|.00 _200.00 0 l 1 • • 0 • • • • 0
lIS.l ADNXNXSTRATZVE SPECZALZST $ 21101.00 4200.00 | • | • • • • • • • •
150.4 ADI_NZSTRATZVE SPECXALXST 4 B$75.00 1011.00 1 0 I 0 • • 0 • • • •

TOTALS WZTHXR OROANXZATXO|AL UNZT

4 2 $ 0 0 0 0 • 0 0 •

ETNNXC I(EYS: BLI( - iLACi( AS! - ASZAi ON PACIFIC XSLAUBER AX ° ABEBXCAB ZBOXA| OB ALASEAB BATXVE UXS ° UXSPABXC

• XNDICATES SUPEBVZSORY STATUS



PaGE SO
EEO WORK FORCE AHALYSIS ON 11/01/|9
_RK FORCE ARRAY PROCEDURE USED: PR_oFOBSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UiZTS/iO.2.L1(A)) AS OF SEPTEMBER |0, J$

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UBIT - ENVIRONMENT NEALTN& SAFETY DIVISION
RADIATION ASSESSMENT

JOB I • TOTAL e t e M I I 0 R : T I E S •
CLASS 0 e SALARY RANGE • • EMPLOYEES • • M E g • • NOnEI •
CODE R JOB CLASSIFICATIOH • me iX • _ _g ALL _R ASI AI HIS _E ASI AI HIS

740.2 RADIATIOB SAFETY TECH, SEBION 210S.40 $5T2.22 O I ] • 0 • • 1 0 • 0
T40.S RADIATION SAFETY TECN, PRIHC 2498.14 4021.14 2 0 2 0 • • | 0 • • •
T41.$ HEALTH/SAFETY TECN PRIBCIPAL 2498.S4 402S.14 4 0 4 • • • 0 • • • 0
720.0 LEAD TECHNOLOGIST 3110.82 4477.12 0 I I 0 • • O 1 0 0 0
741.4 HEALTH/SAFETY TECN SPECIALIST 28TR.T4 4TlI.O4 2 I J 0 0 0 0 ] 0 • •
741.4 • HEALTH/SAFETY TECN SPECIALIST 2872.74 47SI.OD I 0 I • 0 0 • • • • •
124.4 HLTH/SFT EB6/SCI STF SCI 2 $450.00 |JIB.B0 8 • t ] 0 0 • • • 0 •
121.4 , HLTH/SFT ElO/SCI STF SeX 2 14]0.00 iIiS.O0 2 1 I • • • • • • 0 i
120.S ELCTRB EBO STAFF SCI S 4llO.O0 iliO.O0 I 0 I 0 1 • 0 • 0 • •
]2S.S • HLTH/SFT EHO/SCI STF SCI $ 49J0.00 R450.00 2 0 2 0 0 • O 0 0 • •

TOTALS gITHI| OROANIZATIOBAL UBIT
20 4 24 1 I 0 1 S • 0 •

ETNHIC KEYS: DLK - BLACK ASl - ASIAI ON PACIFIC ISLANDER AX - AlEtZCAi IliXAl ON ALASKAN IATIV[ HiS - NISPASI¢

• IBDICATES SUPERVISORY STATUS



PMUE St
EEO HONK FORCE ANALYSIS OR 11/09/|3
WORK FORCE ARRAY PtOCEOUtE USED: PNSFOSSO
(BY JOB TITLE WJ[TNZR ORGANIZATIONAL UNZTS/SO.2.11(A)) AS OF SEPTEMBER 80o 99

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - EIVXROIINEHT HEALTH A SAFETY OXVZSXOll
SAFETY SEPT OFFICE

JOB I • TOTAL • • • I I I 0 R I T I E S •
CLASS O • SALARY RANGE • • EMPLOYEES • e M E I • • milER e
CODE R JOB CLASSIFICATION • MS MAX • MEg HOMES ALL DLR ASI AI HIS SLK ASH AI HIS

]ST.S • ADMISISTRATOR S 2006.00 420S.O0 0 1 ] 0 0 0 0 l 0 0 0

TOTALS WITHIN ORGANIZATIONAL USIT

• 1 1 • 0 0 • 1 • • •

ETHNIC KEYS: DLK - BLACK ADZ - ASIAN ON PACIFIC ISLANDER AI - AMERICAS IRDIAS OR ALASKAN NATIVE HIS - iISPAIIC

• INDICATES SUPERVISORY STATUS



PAGE S2
EEO WORK FORCE ANALYSIS ON ]]/OR/JR
BERN FORCE ARRAY PROCEOUSE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/GO.2.II(A)) AS OF SEPTEMBER SO. B3

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ENVIRONMENT HEALTH & SAFETY DIVISION
TRAIIIIG

JOB l , TOTAL • • • M X N O | X T X E S •
CLASS O • SALARY RANGE • • EMPLOYEES • • U E I • • B)IEI •
CODE R JOB CLASSIFICATION • 01IN MAX • leg BOle| ALL |LN ASZ AZ HIS |LK ASZ AZ HiS

]60.4 ADMINISTRATIVE SPECIALIST 4 S$75.00 ROAR.DO O 2 2 • 0 • • 0 0 • 0
110.4 • ADMINISTRATIVE SPECIALIST 4 SBTB.OO SOS9.O0 0 1 2 0 0 0 0 0 0 0 0

TOTALS MITHXB ORGANIZATIONAL UNIT
O $ S O O O O • O • O

ETMDIC KEYS: BLK - SLACK AS| - ASIAN ON PACIFIC ISLANDER AI - AIEtlCal II|lal Ot KiSIU liTIV[ DIS - NISPAII¢

• INDICATES SUPERVISORY STATUS



PAGE SS
EEO WORK FORCE ANALYSIS ON 11/09/18
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNXTS/60.2.1](A)) AS OF SEPTEMBER SO. |3

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - ENVIRONMENT HEALTH • SAFETY DIVISION
WASTE MANAGEMENT

JOB M e TOTAL e • • M Z N 0 R Z T I E S •
CLASS O e SALARY RANGE • • EMPLOYEES • • M E N • • WOMEN •
CODE R JOB CLASSIFICATION • WIN MAX • MEN WOMEN ALL BLK ASI AI HIS BLK ASX AI HIS
mom_ m .o

510.9 ADMINISTRATIVE SERVICES a 1726.08 2448.10 0 1 ! 0 0 0 0 1 0 0 0
s18.4 ADMINISTRATIVE SERVICES 4 194S.32 2010.00 0 S $ 0 0 0 0 0 0 0 0
741.2 HEALTH/SAFETY YECH SENIOR 210S.40 9672.22 4 0 4 0 1 0 0 0 0 0 0
741.9 HEALTH/SAFETY TECH PRINCIPAL 2498.64 4021.14 2 0 2 2 0 0 0 0 0 0 0
741.8 • HEALTH/SAFETY TECH PRImCIPAL 2498.84 4021.14 I 0 I I 0 0 0 0 0 0 0
lgO.S ADMINISTRATIVE SPECIALIST S 2806.00 4200.00 0 I 1 0 0 0 0 0 I 0 0
125.$ HLTH/SFT ENO/SCZ STF SCI I 2600.00 4020.00 | $ 4 0 0 0 0 0 0 0 O
12|.8 e HLTH/SFT ENO/SCI STF SCI I 2680.00 4820.00 0 I 1 0 0 0 0 0 0 0 0
|25.4 HLTH/SFT ENG/SCI STF SCX 2 9480.00 ISiS.O0 0 1 1 0 0 0 0 0 0 0 0
126.4 • HLTH/SFT ERG/SCI STF sex 2 9430.00 t$SS.O0 | 0 | 0 0 0 0 0 0 0 0
12|.6 HLTH/SFT ERO/SCX STF SCI S 4390.00 8410.00 | 0 1 0 1 0 0 0 0 0 0
12S.B • HLTH/SFT ENO/SCI STF SCI $ 4990.00 84S0.00 1 0 1 0 1 0 0 0 0 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT
11 SO 21 a $ 0 0 1 I 0 0

ETHNIC KEYS: BLK - BLACK ASZ m ASIAN OR PACIFIC ISLANDER AI -- AIERICAB INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 54
EEO WORK FORCE ANALYSIS ON 11/091iS
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/60.2.11(A)) AS OF SEPTEMBER SO. 93

FACILITY _ LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - FACILITIES DEPARTMENT
COMSTR Ago MAINT

JOB M • TOTAL • e • M X N 0 R Z T Z E S •
CLASS O e SALARY RANGE • • EMPLOYEES • • M E g • • WOMEN •
CODE R JOB CLASSIFICATION • MXH MAX • MEg WOMEN ALL BLK ASX AX HIS BLK ASX AS HIS

618.2 ADMINISTRATIVE SERVICES 2 1645.86 2198.46 0 1 1 0 0 0 0 1 0 0 0
SI8.S ADMINISTRATIVE SERVICES $ 1726.08 2448.18 1 0 I 0 0 0 0 0 0 0 0
S30.1 CUSTODIAN 1681.70 2467.92 21 12 89 4 S 0 7 2 2 0 S
630.2 SENIOR CUSTODIAN 1818.90 2710.92 1 1 2 0 0 0 0 1 0 0 0
610.4 ADMIHZSTRATXVE SERVICES 4 1946.62 2818.80 0 2 2 0 0 0 0 1 0 0 0
791.1 PLANT ASSISTANT I 1827.00 2977.14 4 0 4 1 1 0 2 0 0 0 0
910.2 PLANT MAINTENANCE TECH, SR 311B.08 9110.00 11 0 11 1 0 O 1 0 0 0 O
610.6 ADMINISTRATIVE SERVICES 6 2120.02 8161.14 0 1 I 0 O © 0 0 0 0 O
746.1 TRUCK DRIVER, LIGHT 2218.50 3904.26 1 0 1 O O O 1 0 O 0 0
791.2 PLANT ASSISTANT II 21|2.40 S497.40 S 1 S 1 0 0 1 0 0 0 0
910.8 PLANT MAINTENANCE TECH, PRIg SSO0.92 SSO0.J2 14 0 14 2 2 1 1 0 0 O 0
J60.S PAINTER 9742.74 9742.74 4 0 4 0 0 0 0 0 0 0 0
910.4 PLANT MAINTENANCE TECH SPEC 9821.04 8821.04 S 0 S 0 0 1 0 0 0 0 0
160.2 ADMINISTRATIVE SPECIALIST 2 2SSO.OO 9826.00 0 1 1 0 0 0 O 1 0 0 0
990.9 CARPENTER 9866.84 9065.84 12 0 12 1 0 1 I 0 0 0 0
790.2 ASSISTANT TECH COORDINATOR 2490.64 4021.14 1 0 1 0 0 0 0 0 O 0 0
780.2 • ASSISTANT TECH COORDINATOR 2498.64 4021.14 1 1 2 0 0 0 1 0 0 0 0
769.9 COMPUTING TECHNICIAN, PNIRC 2498.64 4021.14 0 1 1 0 0 0 0 0 0 1 0
7JS.$ RESEARCH TECHNICIAN, PRINC 2498.84 4021.14 S 0 S 0 0 0 2 0 0 0 0
960.S LEAD PAINTER 4022.00 4022.00 I 0 1 0 0 0 1 0 0 0 0
910.S LEAD PLANT MAINTEmANCE TECH 4108.14 4100.14 S 0 S 0 0 0 1 0 0 0 0
990.5 LEAD CARPENTER 4144.68 4144.60 4 O 4 1 0 0 0 0 0 0 0

ETHNIC KEYS: BLK - BLACK ASX - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE SS
EEO WORK FORCE ANALYSIS ON 11/09/|$
WORK FORCE ARRAY PROCEDURE USE9: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/GO.2.11(A)) AS OF SEPTEMBER DO. JS

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - FACILITIES 9EPARTDERT
CONSTR AND MAINT

JOB M • TOTAL • • • M I g 0 R Z T Z E S •
CLASS O • SALARY RANGE e • EMPLOYEES • • M E N • • HONER e
CODE R JOB CLASSIFICATION • gIN MAX • MEN WOMEN ALL BLK ASX AI HIS BLK ASX AI HIS

oa_m_ooo_--_oo

940.9 ELECTRICIAN 4191.66 4191.66 23 O 2B $ 2 0 $ O 0 O 0
950.9 PLUMBER/FITTER 4191.66 4191.68 g 0 O I 0 0 0 0 0 0 0
]67.$ ADMINISTRATOR S 2806.00 4208.00 0 1 1 0 0 0 0 0 0 0 0
]67.8 • ADMINISTRATOR $ 2DOS.G0 4200.00 0 I 1 0 0 0 0 • 0 0 O
9S2.8 AIR CONDIREFRXG MECHANIC 4270.66 427B.li I 0 I 0 0 0 0 0 0 0 0
930.6 PLANNER ESTIMATOR 4010.70 4400.46 ] 0 1 1 0 0 0 0 • 0 0
942.B ELEVATOR MECHANIC 4400.46 4400.4| 1 0 1 0 0 0 0 0 0 0 0
700.3 DESIGNER IZI 2971.J2 4457.88 l 0 1 0 0 0 0 0 0 0 0
940.S LEAD ELECTRICIAN 4505.|0 4S06.60 S 0 S 0 0 0 0 0 0 0 0
9SO.S LEAD PLUMBER/FITTER 4S06.60 4S06.60 1 0 1 0 0 0 0 0 0 0 0
795.4 RESEARCH SPECIALIST 2872.74 4TBl.O8 2 0 2 1 0 0 0 0 O 0 0
300.1 PLNT/FAC ENORG ASSOC 3438.00 5159.00 1 0 1 0 0 0 0 0 0 0 0
808.1 • PLNT/FAC ENGflG ASSOC $4BB.O0 S161.00 1 0 1 0 0 0 0 0 0 0 0
330.1 TECHNICAL SUPERVISOR 8438.00 5159.00 1 0 1 1 0 0 0 0 0 0 0
SSO.] • TECHNICAL SUPERVISOR S4$B.O0 S]SJ.OO 11 1 12 2 0 0 0 0 • 0 0
1SO.S • AOMXRISTRATZVE SPECIALIST 6 SaY8.O0 SO42.00 I 0 ] 0 1 0 0 0 0 0 0
$$0.2 TECHNICAL SUPERINTENDENT 3981.00 5972.00 ] 0 1 0 0 0 0 0 0 0 0
330.2 e TECHNICAL SUPERINTENDENT SSOl.O0 SIT2.00 2 0 2 0 0 0 0 0 0 0 0
$BO.S • TECHNICAL MANAGER 4642.00 ||$2.00 2 0 2 0 0 0 0 0 0 0 0
122.4 MECH ENOR STAFF SeX 2 S450.00 $965.00 2 0 2 0 0 0 0 0 0 0 0
199.2 • MANAGEMENT IX SSO6.OO 8408.00 1 O 1 0 O 0 O 0 0 O 0
127.5 • INDUS ENGR STAFF SCI a 4390.00 8460.00 l 0 l 1 0 0 0 O 0 0 0
e

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANGGfl AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

, e INDICATES SUPERVISORY STATUS



PAGE S4
EEO WORK FORCE ANALYSIS ON ll/Ot/J9
WORK FORCE ARRAY PROCEDURE USED: PRSFO$SO
(9Y JOB TITLE WITHIN ORGANIZATIONAL UNZTS/60.2.11(A)) AS OF SEPTEUER 90. S3

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - FACILITIES DEPARTMENT
COMSTR AND MAINT

JOB M e TOTAL • • • M X N 0 R X T X E S •
CLASS G • SALARY RANGE • • EMPLOYEES • • M E g • • WOMEN •
CODE R JOB CLASSIFICATION • MXN MAX • MEg WOMEN ALL BLK ASX AZ HIS BLK ASI AX HIS
m_mo

TOTALS WITHIN ORGAKXZATXONAL UNIT
168 24 190 21 11 $ 22 6 2 I 3

ETHNIC KEYS: BLK - BLACK AS! - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS m HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE ST

EEO WORK FORCE ANALYSIS OR 11/09/99
WORK FORCE ARRAY PROCEDURE USED: PRSFO$SO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNXTS/60.2.11(A)) AS OF SEPTEMBER 80, 98

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - FACILITIES DEPARTMENT
PLANT ENGINEERING

JOB M • TOTAL • • • M X N 0 R X T Z E S •
CLASS O e SALARY RANGE • e EMPLOYEES e 0 M E N • • WOMEN •
CODE R JOB CLASSIFICATION • gin MAX • lEg WOMEN ALL BLK ASI AX HIS BLK ASX AX HIS
mmmom

S18.8 ADMINISTRATIVE SERVICES $ 1726.08 2448.18 1 0 1 0 0 0 1 0 0 O O
510.4 ADMINISTRATIVE SERVICES 4 1945.32 2010.80 0 $ $ O 0 O 0 O O 0 2
SGS.I ADMINISTRATIVE SPECIALIST 1 2128.02 31S1.14 0 2 2 0 0 0 0 0 0 0 O
700.1 DRAFTER I 2218.76 $32S.14 1 1 2 O | 0 0 0 1 O 0
167.2 ADMINISTRATOR 2 2550.00 3826.00 0 I 1 0 0 0 0 O 1 O O
168.2 ADMINISTRATIVE SPECIALIST 2 2S50.00 3826.00 1 O 1 0 O O 0 O O 0 O
700.2 DESIGN/DRAFTER XI 2S86.50 9848.88 1 0 1 O 0 0 0 0 0 0 O
IgT.S ADMINISTRATOR $ 2806.00 4208.00 O 1 1 O O 0 0 0 0 O 0
168.$ ADMINISTRATIVE SPECIALIST $ 2806.00 4208.OO O 4 4 G O O O 0 0 0 0
TOO.S DESIGNER XII 2971.92 4457.88 S 1 4 0 0 0 0 0 0 0 0
167.4 • ADMINISTRATOR 4 9979.00 SOS9.O0 0 1 I 0 0 O • 0 0 0 0
IS0.4 ADMINISTRATIVE SPECIALIST 4 9979.00 SOSS.OO 1 0 1 0 0 0 1 O 0 O 0
$00.1 PLRT/FAC ERGRG ASSOC $458.00 SISS.OO 2 O 2 0 0 0 0 O 0 0 0
167.S • ADMINISTRATOR S 8878.00 $842.00 2 0 2 | 0 0 0 0 0 0 0
SOS.2 PLMT/FAC ERGRG ASSOC. SR S901.00 5972.00 1 0 1 O 1 0 • 0 • • 0
808.2 • PLNT/FAC ENGR6 ASSOC. SR SD81.OO $972.00 ] O I 0 0 0 1 0 0 • G
19|.1 * MA|AOEliENT Z 4642.00 |||2.00 1 0 I O 0 0 0 0 0 O O
121.4 ELCT EgGfl STAFF SeX 2 9430.00 6JGS.OO 2 O 2 O 0 0 0 O O 0 0
122.4 MECH ENGR STAFF SCZ 2 $4S0.00 ISgS.O0 10 0 10 0 2 0 0 • 0 0 0
124.4 CIVIL ERGR STAFF SCX 2 9430.00 696S.OO 1 0 | 0 0 1 0 0 0 0 0
1Sl.4 STRC EHGR STAFF SCZ 2 S430.00 $96S.00 1 O 1 0 0 0 O 0 0 0 0
lS3.4 ARCHITECT STAFF SCI 2 S430.00 696S.OO 2 1 $ 0 0 0 O O 0 0 0

ETHNIC KEYS: BLK - BLACK ASX - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN ON ALASKAN NATIVE HIS * HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE SO
EEO I)RK FORCE ANALYSIS ON 11/09/93
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/60.2.11(A)) AS OF SEPTEMBER SO. 98

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - FACILITIES DEPARTMENT
PLANT ENGINEERING

JOB M • TOTAL • • • M Z N 0 R Z T I E S •
CLASS O e SALARY RANGE • • EMPLOYEES • • M E N • e WOMEN •
CODE R JOB CLASSIFICATION • MIN MAX • MEN WOMEN ALL DLK ASI AI HIS BLK ASI AI HIS

m

;S8_4 • ARCHITECT STAFF SCI 2 34'0.00 696S.00 O 1 1 O O O O O 1 0 O
143.4 POM MGT E/S STAFF SCI 2 3430.00 S96S.O0 1 O 1 0 O 0 • O 0 0 0121.s EtcTE,otsT,, scII 4.o.oo o.o.oo , o 4 o 1 o o o o o o,2,., . ELCTE,O,ST,FSCZ, 4.0.00 04,0.00 2 0 _ 0 0 0 0 0 0 0 0
122.5 MECH ENGR STAFF SCI S 4sgo.oo 0460.00 4 0 4 0 8 0 0 0 0 O Ol..s , Ec, _w ST,FFSCI, 4.0.00 O,..O0 2 0 2 0 0 0 0 0 0 0 0
124.S CIVIL ENOR STAFF SCI 8 4390.00 84|0.00 1 0 1 O 0 0 O • 0 0 0
151.S STRC ENGR STAFF SCI 3 4990.00 8450.00 2 0 2 0 0 0 0 0 0 0 0
131.S • STRC EHGR STAFF SCI | 4390.00 8460.00 1 O 1 O O 0 • • • 0 0
159.5 ARCHITECT STAFF SCI S 45|0.00 8460.00 2 1 S 0 1 0 0 0 0 0 0
139.5 • ARCHITECT STAFF SCI $ 4390.00 8460.00 2 0 2 0 0 0 0 0 0 0 0
199.9 • MANAGEMENT III 6446.00 9670.00 1 0 1 0 0 0 O 0 0 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT
S9 17 70 1 9 1 9 0 S 0 2

ETHNIc KEYS: BLK - BLACK ASZ - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

e INDICATES SUPERVISORY STATUS



' PAGE S9
EEO WORK FORCE ANALYSIS OR 11/09/|3
ffORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/60.2.11(A)) AS OF SEPTEMBER SO. 9S

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - FACILITIES DEPARTMENT
PROJECT MANAGEMENT

JOB M • TOTAL • e • M I g 0 R I T X E S •
CLASS O • SALARY RANGE • • EMPLOYEES • • M E N • • HI)MEN •
CODE R JOB CLASSIFICATION • MIR MAX • MEN WOMENALL BLK ASX AX HIS BLK ASZ AI HIS
m_mm

121.4 ELCT EHOfl STAFF SCZ 2 3480.00 6965.00 1 0 1 0 0 0 0 0 0 0 0
122.4 MECH ENOR STAFF SCI 2 3430.00 6|6S.00 1 0 1 0 0 0 0 0 0 0 0
124.4 CIVIL ENGfl STAFF SCX 2 $430.00 696S.O0 $ 1 4 O 2 0 0 1 0 0 0
13S.4 ARCHITECT STAFF SCI 2 S430.OO 6965.00 4 1 S 1 0 0 0 0 0 0 0
124.S CIVIL ENGR STAFF SC! S 4990.00 8450.00 1 0 1 0 0 0 0 0 0 0 0
124.5 • CIVIL EBGN STAFF SCX S 43t0.00 G46_.O0 1 0 1 • 0 0 0 0 0 0 O

TOTALS WITHIN OPGARIZATXOBAL UNIT
11 2 13 I 2 0 0 1 0 0 0

ETHRZC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AX - AMERICAR INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 60
EEO WORK FORCE ANALYSIS OH 11/09/J3
ffORK FORCE ARRAY PROCEDURE USED: PRSFO$SO
(BY JOB TITLE WITHIN ORGANIZATIONAL UHZTS/60.2.11(A)) AS OF SEPTEMBER 80, 93

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - INFORMATION & COMPUTING SCIENCE

JOB M • TOTAL • • • M I g 0 R X T X E S •
CLASS O • SALARY RANGE • • EMPLOYEES • • M E | • • WOMEN •
CODE R JOB CLASSIFICATION • MIN MAX • MEN WOMEN ALL BLK ADZ AI HIS BLK ASZ AX HIS

m

789.1 PRINTER I 1SB$.40 2422.08 0 1 1 O 0 O 0 0 0 0 1
510.3 ADMINISTRATIVE SERVICES 3 172|.08 2448.18 0 S 6 0 0 0 0 2 0 0 1
$18.4 ADMINISTRATIVE SERVICES 4 194S.$2 2818.00 1 8 | 1 • 0 0 S 2 0 1
788.2 PRXHYER 2 1914.00 2977.14 1 1 2 0 0 0 O 1 0 0 O
518.S ADMINISTRATIVE SERVICES S 2128.02 SlSI.|4 0 3 8 0 0 0 0 1 I 0 0
$60.1 ADMINISTRATIVE SPECIALIST I 2128.02 BISI.14 l 0 1 0 0 O O O 0 0 0
SOl.1 RESEARCH ASSOCIATE 2100.00 $S00.00 I 0 | 0 0 O O 0 0 0 O
781.2 SENIOR GRAPHIC ARTS TECH 206S.IB $412.14 0 1 1 0 0 0 0 O 0 0 0
7S7.2 DIGITAL CORP. OPERATOR, SENIOR 210S.40 $$72.22 0 2 2 0 0 0 0 0 1 0 0
789.4 PRINTER 4 2523.00 976S.SI 2 0 2 O 1 0 0 0 0 0 0
1i7.2 ADMINISTRATOR 2 2SS0.00 $821.00 0 2 2 0 0 0 0 0 0 0 0
]S8.2 ADMINISTRATIVE SPECIALIST 2 2SS0.00 S82S.00 0 $ | 0 0 0 0 0 0 0 0
T8|.l PRINCIPAL GRAPHIC ARTS TECH 2319.42 984S.40 0 2 2 0 0 0 0 0 0 0 1
7S9.$ COMPUTING TECHNICIAN. PRXHC 2498.i4 4021.|4 0 2 2 0 0 0 • 0 0 0 1
7iT.l TECHNICAL ILLUSTRATOR Ill 24|B.14 4021.14 1 I 2 • 0 0 I 0 0 0 0
79B.S PHOTOGRAPHIC SPECIALIST ZXZ 24SO.S4 4021.14 S 0 S I 1 0 O 0 • 0 0
llT.i ADMINISTRATOR $ 2006.00 4208.00 O 1 | O 0 O O 0 0 O 1
167.3 • ADMINISTRATOR 9 2804.00 420B.00 0 1 1 0 0 • O 0 0 0 0
188.l ADMINISTRATIVE SPECIALIST S 2801.00 4208.00 0 2 2 0 0 0 0 0 0 O 0
168.8 • ADMINISTRATIVE SPECIALIST S 280|.00 4208.00 0 1 | 0 0 0 0 | 0 0 0
191.2 TECH|XCAL EDITOR AND WRITER ZZ 2S88.00 4252.00 0 1 l • 0 0 0 0 0 0 0
720.0 LEAD TECHNOLOGIST 3119.82 4677.12 1 0 1 0 0 0 0 0 0 0 0

ETHNIC KEYS: BLK - BLACK ADZ - ASIAN OR PACIFIC ISLANDER AI - AIERICAt |IDXAM OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 11
ON 11/09113

EEO WORK FORCE ANALYSIS PROCEDURE USED: PRSFOBSO
WORK FORCE ARRAY
(BY JOB TITLE WITHIN ORGANIZATIONAL UNXTSIGO.2.iI(A)) AS OF SEPTEgER $0. 9a

FACILITY - LAWRENCE BERKELEY LABORATORY OROANIZATZORAL UNIT - INFORMATION • COMPUTING SCIENCE

JOB M • TOTAL • • • M X g 0 R Z T Z E S •
CLASS O e SALARY RANOE • • EMPLOYEES • • M E N • • WOMEN •
CODE R JOB CLASSIFICATION • MXM MAX • MEN WOMENALL ILK ASX AX HIS BLK ASX AZ HIS

730.3 ASST TECH COORDINATOR. SENIOR 2872.74 4731.06 2 0 2 0 0 0 0 0 0 0 0
757.4 DIGITAL CMPTR OPRTR. SPECIALST 28T2.74 4731.06 S 0 $ 0 0 0 0 0 0 0 0
797.4 TECHNICAL ILLUSTRATOR IV 2872.T4 4TS1.0$ 2 1 $ 0 0 O 0 • 0 • 0
TJ8.4 PHOTOORAPHIC SPECIALIST IV 2872.74 4731.0S 2 0 2 1 0 0 0 0 0 0 0
118.$ CS/M PROO STAFF SCI I 2680.00 4820.00 8 2 10 O S • • 0 1 • O
191.3 TECH EDITOR ANO WRITER XIX 2830.00 4986.00 1 1 2 0 • • O 0 • 0 0
194.9 TECHNICAL INFORMATION SPEC ZXX 2030.00 4988.00 1 2 $ 0 0 0 0 1 0 0 0
150.4 ADMINISTRATIVE SPECIALIST 4 9STS.O0 SO5|.O0 1 O 1 0 0 0 0 0 0 0 O
168.4 • ADMINISTRATIVE SPECIALIST 4 $3T$.00 $OSJ.O0 O 1 1 O O 0 0 O 0 O 0
308.1 PLMT/FAC ENGRG ASSOC $438.00 5159.00 0 1 1 O 0 • 0 0 0 • 0
808.1 • PLMT/FAC ENORO ASSOC 9498.00 515J.O0 1 O 1 O O O • O 0 0 O
JlO.l SCIEMTIFXC/ENGRG ASSOC 9498.00 SlSJ.OO 2 O 2 0 0 O 0 0 • O •
890.1 • TECHNICAL SUPERVISOR 8498.00 SlSS.O0 2 1 8 0 0 0 1 0 O 0 •
188.5 ADMINISTRATIVE SPECIALIST S 9878.00 5842.00 1 1 2 0 @ 0 0 0 0 • 0
191.4 TECHNICAL EDITOR AND WRITER IV 9941.00 SSSS.O0 | 1 4 0 1 0 O O O • 0
191.4 • TECHNICAL EDITOR AND WRITER IV 9941.00 SOS6.O0 O 1 1 • O • 0 O 0 O 1
194.4 TECHNICAL INFORMATION SPEC IV 9941.00 SNS6.OO 1 0 1 0 0 O 1 • 0 0 •
194.4 • TECHNICAL INFORMATION SPEC IV 9341.00 5856.00 0 1 | 0 0 0 0 0 0 0 0
191.S • TECH EDITOR AND WRITER V St4S.OO $120.00 0 1 1 0 0 0 O 0 • O •
199.1 • MANAGEMENTZ 4|42.00 iNS2.00 2 1 $ • 0 0 O • 0 0 •
990.9 • TECHNICAL MANAGER 4842.00 1962.00 1 O 1 O O 0 O • • O O
118.4 CSll PROG STAFF SCX 2 9490.00 lllS.O0 14 4 10 0 S 0 0 0 1 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 62
EEO WORK FORCE ANALYSIS ON I|/0D/98
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNZTS/60.2.11(A)) AS OF SEPTEMBER SO, 98

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - INFORMATION & COMPUTING SCXEHCE

JOB M • TOTAL • • • M Z g 0 N X T X E S •
CLASS 0 e SALARY RAHOE • • EMPLOYEES • • M E g • • IIOIIEH •
CODE R JOB CLASSIFICATION • BIg BK • leg ROIeB ALL BLK ASZ AX HiS BLN ASZ Al HIS
mm_oo

118.4 • CS/M PROO STAFF SCZ 2 9430.00 JJOS.O0 2 0 2 0 0 0 0 0 0 0 0
199.4 • ARCHITECT STAFF SCI 2 3430.00 JJlS.O0 I 0 1 0 0 0 0 0 • 0 •
lit.2 • MANAGEMENTIX 5606.00 8408.00 1 • 1 • • • • • 0 • •
116.S MATH STAFF SeX $ 4990.00 B460.00 1 0 1 0 0 • 0 • 0 0 •
llO.S CS/g PROO STAFF sex | 4990.00 84S0.00 J 2 11 • 1 0 0 • • 0 •
118.S • CS/M PROO STAFF SCI $ 49J0.00 8460.00 O 1 9 0 0 0 0 0 0 • •
118.6 • SR COMPUTER SCX/IMTH PROO Z S$SS.O0 STOS.O0 1 0 1 0 0 0 0 0 • 0 0
118.7 • SB COMPUTER SCI#MATH PROO II 68SS.O0 1060S.00 1 0 1 0 0 • • 0 0 • 0
198.1 • DIVISION DIRECTOR 7808.00 11790.00 1 0 1 0 0 0 0 • • 0 0

TOTALS MITHXN OROAHIZATIOMAL UNIT
iS 60 145 9 12 0 S J 6 0 7

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN O| ALASNAH NATIVE HiS - MISPAMIC

• INDICATES SUPERVISORY STATUS



PAGE 63

EEO MORK FORCE ANALYSIS ON 1|tO|liB
IORK FORCE ARRAY PROCEDURE USED: PIISFO|SO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNZTS/60.2. SS(A)) AS OF SEPTEMBEB SO. |S

FACILITY - LAWRENCE BERKELEY LABORATORY OROAHIZATIOHAL UNIT - LIFE SCIENCES DIVISION

JOB M • TOTAL • • • M I S 0 R Z T Z E S •
CLASS O • SALARY RAHOE • • kIPLOYEES • • g E S • • IN)liEN •
CODE R JOB CLASSIFICATION • HIM MAX • MEg lONER ALL |LR ASS IX HiS ILl( ASX AN BIB

..... ];E;; ...............................................724.1 TECHNICAL ASSISTANT 1 1 0 1 1 0 0 0 0 0 0 0
51O.S ADMINISTRATIVE SERVICES $ 1721.08 2440.10 0 S S 0 0 0 0 1 • • 0
724.2 TECHNICAL ASSISTANT 2 1507.75 2524.T4 • 1 1 • • • • • 1 • •
510.4 ADMINISTRATIVE SERVICES 4 1545.|2 2818.80 2 S 10 0 0 0 • 1 0 • 1
795.1 RESEARCH TECHII¢ZAI lOST.44 5041.52 0 1 1 • 0 0 • 0 • 0 1
51O.S ADMINISTRATIVE SERVICES S 2120.02 $151.14 0 $ $ 0 • • 0 0 0 0 1
510.5 • ADMINISTRATIVE SERVICES S 2128.02 9151.14 0 1 1 0 • • 0 0 0 0 0
981.1 RESEARCH ASSOCIATE 2100.00 S900.O0 10 10 20 0 S • • 0 S • •
744.8 ANIMAL TECHNICIAN S 2248.08 $120.14 2 O 2 1 1 O O 0 O O 0
160.1 • MATERIAL SPECIALIST 2550.00 9826.00 0 1 1 0 0 0 • • 0 O 0
117.2 ADMINISTRATOR 2 2550.00 JO2S.O0 0 2 2 • • • • • • • •
IS7.2 • ADMINISTRATOR 2 2150.00 1525.00 1 2 S • O • • • • • O
160.2 ADMINISTRATIVE SPECIALIST 2 2560.00 SO2|.O0 0 1 1 0 0 • 0 0 0 0 0
109.1 BIOCHEMIST POST DOC FELLOW 1|40.00 9865.00 2 0 2 0 1 0 0 0 0 0 O
IOSVl VISITIN6 POST DOCTORAL FELLOW 1040.00 SOI5.QO I 0 I 0 O 0 • • 0 • •
104.1 MOLECULAR BIOLO POST DOC FELLO 1140.00 SllS.O0 I 0 1 0 • • • • • • •
106.1 BIOLOGIST POST OOC FELLOW 1940.00 ilSS.O0 0 1 1 0 O 0 O 0 0 0 •
107.1 BIOPHY POST DOC FELLOW 1140.00 5855.00 0 1 1 • • 0 • 0 • • •
lIl.l CHEMIST POST DOC FELLOW 1t40.00 lllS.O0 1 O 1 O • 0 1 • • • •
$51.2 SENIOR RESEARCH ASSOCIATE 2550.00 4000.00 S 14 19 1 • 0 O 0 1 • O
IIT.S ADMINISTRATOR $ 2806.00 4200.00 0 2 2 0 0 0 • • 2 0 •
168.$ ADRDNISTRATIVE SPECIALIST S 2006.00 4200.00 0 S S 0 0 0 0 0 2 0 0

ETHIIC KEYS: BLK - SLACK ASI - ASIAN OR PACIFIC ISLANDER il - AIEIICAI II|IAl Ol ALLSKAI IITIiE HiS - I|SPilZC

• INDICATES SUPERVISORY STATUS



PAGE 44
EEO WORK FORCE ANALYSIS 011 1]/09/93
HONK FORCE ARRAY PROCEDURE USEO: PNSF0880
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/SO.2.11(A)) AS OF SEPTEMBE| SO. 98

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - LIFE SCIENCES DIVISION

JOB M , TOTAL , • • M I g 0 R I T I E S •
CLASS G • SALARY RANOE • • EMPLOYEES • • m E g • • IN)MEN •
CODE N JOB CLASSIFICATION • IlZg IMX • lIEN WOMEN ALL |LK ASS AI HIS ELK ASS BINIS

e DoG

168_] • ADM][NISTNATIVE SPECIALIST N 2806.00 4208.00 • 2 2 0 • • • • • • 0
TS1.2 BED LAB TECHNOLOGIST II 2OTS.TO 4701.48 0 1 1 0 0 0 0 0 • • 0
102.| ID SCZ STAFF SCZ 1 26B0._ 4020.00 1 0 1 0 1 0 • • • • •
109.1 BIOCHEMIST STAF _ SCI 1 2SOO._ 4820.00 1 0 1 0 0 0 0 0 0 0 0
109.8 • BIOCHEMIST STAFF SCI 1 2680.00 4820.00 0 1 1 0 0 0 0 • 0 0 0
104.9 MOLECULAR BIOLO STAFF SCI 1 2680.00 4820.00 • 1 I 0 0 • • • _ • •
lOS.| BIOLOGIST STAFF SCI 1 2680.00 4820.00 0 1 1 0 0 0 0 0 0 0 0
107.8 BIOPHY STAFF SCI 1 2|80.00 4820.00 2 • 2 • 1 • 1 • • • •
107.8 , BIOPNY STAFF sex 1 2680.00 4020.00 0 ! 1 0 0 0 0 0 1 0 0
111.9 CHEMIST STAFF SCI 1 2680.00 4820.00 1 0 1 • 0 • • 0 0 0 •
11a.9 PHYSICIST STAFF SCI 1 2AGO.O0 4|20.00 1 • 1 0 0 0 0 • 0 8 •
117.J STAT STAFF SCI 1 2680.00 4020.00 0 1 1 • 0 • • • • • 0
118.8 CS/M PROO STAFF sex 1 2SO0._ 4020.00 2 • 2 • 1 • • 0 • • •
981.9 PRIRCIPAL RESEARCH ASSOCIATE 9045.00 487S.00 1 4 S 0 0 0 0 0 1 0 0
$|1.| • PRINCIPAL RESEARCH ARSENATE 904S.00 407S._ 0 2 2 0 0 0 0 0 0 0 0
IJl.S TECN EDITOR AND NITER IIZ 2890.00 4|GS.O0 1 0 1 • 0 0 0 • • • •
910.1 SCIENTIFIC/EBORO ASSO¢ SAll.O0 SlSS.O0 1 0 1 0 1 0 0 0 0 • 0
972.1 CHF NES CLIN LAB TECHROLOOIST 9Sll.fl 5409.00 0 I 1 0 0 8 • • • • •
15T.S • ADMINISTRATOR S |878.00 S042.00 1 0 1 0 1 • 0 • 0 • ?
JSO.2 • TECHNICAL SUPERINTENDENT 9981.00 SIT2.00 1 0 1 • 0 • • • • • •
199.1 , _NAGEINT I 4842.00 I182.00 0 1 1 0 0 • 8 1 • 0 0
101.4 PHYSICIAN STAFF SCI 2 9490.00 iliS.O0 1 0 1 1 0 0 0 0 0 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN ON PACIFIC ISLANDER AS - AIRI¢AR I|DIAB O| AL_NAN |ATI_ HIS - NI_AGIC

• INDICATES SUPERVISORY STATUS



PAAIE SS

EEl) IIORK FORCE ANALYSIS OH 11/0D/93
WORK FORCE ARRAY PNOCEDUItI[ USED: PilSF08SO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNXTS/SO.2.11(A)) AS OF S[PT[INER SO. 01

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - LIFE SCIENCES DIVISION

JOB M • TOTAL , • • n I | 0 R I T I E S •
CLASS 6 • SALARY RANGE • • EMPLOYEES • • M E | • • gOnE| •
CODE R JOE CLASSIFICATION • IIZ| mAX • mEN gONE| ALL BLK ADZ At HiS |LK ASS AI HiS

101.4 • PHYSICIAN STAFF SCI 2 8410.00 lDis.0g 1 0 1 • 0 • • • 0 0 0
102.4 NED SCZ STAFF SCZ 2 $4S0.00 SJSS.O0 2 1 S • 0 0 • • 0 • •
101.4 BIOCHEMIST STAFF SCX 2 3450.00 SJSS.O0 T 4 11 0 ] • 0 • 1 • 0
10a.4 • DIOCNENXST STAFF SCI 2 $4S0.00 6960.00 $ 1 4 • • • • • 0 • 0
104.4 IIOLECULAR BXOLO STAFF SCX 2 S4SO.O0 696S.00 1 1 2 0 0 0 1 O 0 0 0
104.4 • MOLECULAR RIOLO STAFF SCZ 2 3450.00 6JSS.O0 I • 1 • l • • • • • •
100.4 BIOLOGIST STAFF SCI 2 9480.00 SJSS.O0 2 4 8 • 0 0 • • 1 • •
107.4 BIOPHY STAFF SCX 2 1430.00 SliS.O0 | 2 S • 0 • • 0 0 • •
107.4 • BZOPNY STAFF SCI 2 S4SO.O0 ISSS.O0 I 1 2 0 0 0 • 0 0 • •
10J.4 PNYSIO STAFF SCI 2 9490.00 $JgS.O0 1 0 1 0 0 0 • • O 0 0
109.4 • PHYSIO STAFF SCX 2 S4SO.O0 8J$S.00 0 1 1 • • 0 • 0 • • 0
111.4 CNEllIST STAFF SCI 2 9490.00 SSSS.O0 2 0 2 0 0 0 0 0 • • •
111.4 • CHEMIST STAFF SCI 2 9450.00 iSiS.DO 1 • 1 • • 0 • • • • •
119.4 PHYSICIST STAFF SCI 2 S4SO.O0 6560.00 $ 0 $ 0 • 0 0 0 0 • •
119.4 • PHYSICIST STAFF SCI 2 S450.00 SDSS.O0 1 • 1 0 • O 0 • • • •
111.4 BIRTH STAFF SCX 2 8490.00 SSSS.O0 • 1 1 0 0 0 • 0 • • •
111.4 CS/| PROG STAFF SCZ 2 8410.00 8JSS.O0 2 0 2 0 1 0 0 0 0 0 0
lOS.S BIOCHEI_ST STAFF SCX $ 4990.00 04SO.O0 1 • 1 0 0 0 • 0 • 0 •
IOS.S • RIOCNEmST STAFF SCI S 4SJO.O0 8460.00 1 0 1 0 0 0 0 0 0 0 0
104.S MOLECULAR IIOLO STAFF SCX S 4SSO.O0 O4SO.O0 • 1 1 • 0 • • • 1 • •
lOS.S • BIOLOOZST STAFF SCZ $ 4990.00 8400.00 • 1 1 0 • 0 • 0 0 • 0
lOY.S • BIOPNY STAFF SCI 8 4990.00 0400.00 1 1 2 0 0 0 0 0 0 0 0

ETNNXC KEYS: BLK - iLACK All - ASIAi OR PACIFIC ISLANDER AI - AmENXCAi INDIAN ON ALASKAN iATIV| Nil - NISPAil¢

• INDICATES SUPERVISORY STATUS



PAGE Sg
EEO WORN FORCE ANALYSIS H 12/09/93
HONK FORCE ARRAY PROCEDURE USED: PRSFORSO
(BY JOB TITLE WITHIN ORGANIZATIONAL URZTS/SO.2.11(A)) AS OF SEPTEIIBER 80. 9S

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - LIFE SCIENCES DIVISION

JOB M • TOTAL • • • M Z g 0 R Z T Z E S •
CLASS O • SALARY RANGE • • EMPLOYEES • • M E g • • HOMER •
CODE R JOB CLASSIFICATION • ilZg MAN • MEg I/OMEN ALL DLH ASI AN HIS GLH ASZ AN HIS
m_wo_

llT.S • STAT STAFF SCI $ 4990.00 O4SO.O0 1 1 2 0 0 0 • • • • 0
108.6 e SR BIOCNEIIIST I 6666.00 |706.00 1 1 2 0 0 0 O 0 0 0 0
104.8 • SR IIOLECULAR BIOLOGIST I 5555.00 0705.00 1 0 1 0 0 • • 0 • • •
107.6 • SR BIOPHYSICIST I S$55.00 OTOS.O0 J 1 4 0 I 0 0 • • • •
109.8 SR PHYSIOLOGIST I S|S5.O0 8TBS.O0 0 1 1 0 0 0 • • • 0 0
119.8 • SR PHYSICIST I 5555.00 8TO5.O0 1 0 1 • • 0 • 0 • • •
lO2.T • SR MEDICAL SCIENTIST IX 5055.00 10105.00 1 0 1 0 0 • • 0 • 0 •
lOr.T • SR BIOPHYSICIST IS NBS5.O0 lOSOS.O0 2 1 J • 1 • • 0 • • •
IOJ.T • SR PHYSIOLOGIST IZ SOS5.O0 10506.00 1 0 1 0 0 0 0 0 0 0 0
11|.7 • St PHYSICIST IS 5GSS.O0 10505.00 1 0 1 0 1 • 0 • 0 0 •
lJO.J • ASSOCIATE LABORATORY DIRECTOR APPROVED BY DOE 0 I 1 • 0 • • • • • •

TOTALS IIZTNII ORGANIZATIONAL UIZT
86 108 181 4 18 0 S S 10 0 $

ETHNIC KEYS: BLK - BLACK ASI - ASIAN O| PACIFIC ISLANDER AZ - AIERICAi INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 67

EEO WORK FORCE ANALYSIS ON 11/09193
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(By JOB TITLE WITHIN ORGANIZATIONAL UNZTS/60.2.11(A_) AS OF SEPTEMBER 90. 93

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - MATERIALS SCIENCES DIVISION

JOB i , TOTAL • o • M I g 0 R Z T I E S •
CLASS 0 • SALARY RANGE • • EMPLOYEES e e M E g • • WOMEN •
CODE R JOB CLASSIFICATION e MIN MAX e MEg WOMEN ALL SLK ASI AI HIS BLK ASZ AZ HIS

S10.4 ADMINISTRATIVE SERVICES 4 195S.92 2818.80 1 15 16 0 0 0 0 S 0 0 O
798.1 RESEARCH TECHNICIAN 1897.44 8041.52 O 1 1 0 0 0 0 0 1 0 0
518.S ADMINISTRATIVE SERVICES S 2129.02 8151.14 0 $ S 0 0 0 0 0 0 0 0
818.5 • ADMINISTRATT_ SERVICES S 2128.02 $1St.t4 0 1 1 0 0 0 0 0 0 0 O
981.1 RESEARCH ASSOCIATE 2100.00 9900.00 0 1 1 0 0 0 0 0 0 0 0
liT.2 ADMINISTRATOR 2 2S50.00 3826.00 0 2 2 0 0 0 O 0 O 0 0
167.2 • ADMINISTRATOR 2 2SSO.O0 B826.D0 0 1 1 0 0 0 0 1 0 0 0
169.2 SUPERVISOR ADMIN SERVICES 2 2SS0.00 9826.00 0 1 1 0 0 0 0 1 0 0 0
161.2 • SUPERVISOR ADMIN SERVICES 2 2550.00 9025.00 0 1 1 0 0 0 0 0 0 0 0
111.t CHEMIST POST 00¢ FELLOW 1940.00 3865.00 S 2 T 0 2 0 0 0 1 0 0
119.1 PHYSICIST POST DOC FELLOW 1940.00 $068.00 S 0 S 0 1 0 0 0 0 0 0
129.1 CHEM ENOR POST DOC FELLOW II40.O0 886S.00 1 0 1 0 0 0 0 0 0 0 0
301.2 SENIOR RESEARCH ASSOCIATE 2SS0.00 4000.00 1 0 1 0 0 0 0 0 0 0 0
798.9 RESEARCH TECHNICIAN. PRINt 2490.64 4021.14 S 0 S 0 0 0 0 0 0 0 0
168.9 • ABMINXSTRATIVE SPECIALIST S 2804.00 4208.00 0 2 2 0 0 0 0 0 0 0 0
796.4 RESEARCH SPECIALIST 2872.74 4791.06 B 0 B 0 0 0 0 0 0 O 0
_15.S PHYSICIST STAFF SCI 1 2680.00 4820.00 0 1 1 0 O 0 0 0 0 0 0
981.9 PRINCIPAL RESEARCH ASSOCIATE 9048.00 4878.00 2 0 2 0 1 0 0 0 0 0 0
191.9 TECH EDITOR AND WRITER III 2830.00 4|86.00 1 0 1 0 0 0 0 0 0 0 0
168.4 ADMINISTRATIVE SPECIALIST 4 9979.00 SOSS.O0 0 2 2 O 0 0 0 0 0 0 0
910.1 SCIENTIFZC/ENGRG ASSO¢ 8498.00 5159.00 2 0 2 0 0 0 0 0 0 0 0
16T.S • ADMINISTRATOR S 3878.00 S842.00 0 1 1 0 0 0 O O 0 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAOE 60
EEO WORK FORCE ANALYSIS ON 11/09/93
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/60.2.11(A)) AS OF SEPTEMBER SO. 85

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - MATERIALS SCIENCES DIVISION

JOB M • TOTAL • • • M I g 0 R Z T Z E S ,
CLASS O • SALARY RANGE • e EMPLOYEES • • M E N • • WOMEN •
CODE R JOB CLASSIFICATION • BIg MAX • MEN WOMEN ALL 8LK ASZ AI HIS BLK ASX AI HIS

910.2 SCZENTXFIC/ENGRG ASSO¢, SR 3981.00 5972.00 1 0 1 0 0 O 0 0 O 0 0
109.4 BIOCHEMIST STAFF SCI 2 3430.00 6965.00 1 0 1 0 0 0 0 0 0 0 0
111.4 CHEMIST STAFF SCI 2 9490.00 6965.00 | 0 8 0 0 0 0 O 0 0 0
11S.4 PHYSICIST STAFF SCI 2 3430.00 $J$S.O0 10 1 11 0 1 0 0 0 0 0 0
120.4 ELCTRN EgG STAFF SCZ 2 3490.00 g96S.O0 2 0 2 0 O 0 0 0 0 0 0
123.4 CHEM ENGR STAFF SCI 2 3430.00 6965.00 0 1 1 0 0 0 0 0 0 0 0
140.4 METL STAFF SCI 2 9490.00 6965.00 5 2 T 0 2 0 O 0 1 0 0
11S.5 PHYSICIST STAFF SCI S 4190.00 8460.00 6 0 6 1 0 0 1 0 0 0 0
115.S • PHYSICIST STAFF SCI $ 4390.00 8460.00 0 1 1 0 • 0 0 0 0 0 0
125.5 CERB ENGR STAFF SCI S 4990.00 8460.00 1 0 1 0 0 0 0 0 0 0 0
125.5 , CERM ENOR STAFF SCI $ 4SJO.OO 8480.00 1 0 1 0 0 0 0 0 0 0 O
140.S METL STAFF SCI S 4990.00 8460.00 1 0 1 0 1 0 0 0 0 0 O
140.5 • METL STAFF SCI $ 4990.00 8460.00 1 0 1 0 0 0 0 0 0 0 O
149.5 • PGM MOT E/S STAFF SCI S 4990.00 8460.00 1 0 1 0 0 0 0 0 0 0 0
119.J SR PHYSICIST I 5955.00 8786.00 1 0 1 0 0 0 0 0 0 0 0
119.8 • Sn PHYSICIST I 6966.00 8786.00 1 0 1 0 0 0 • 0 0 0 0
140.6 • SR METALLURGIST I 6866.00 8786.00 2 1 | 0 0 0 1 0 0 0 0
lll.T • SR CHEMIST II IOSS.O0 10606.00 1 0 1 0 0 0 0 0 0 0 0
119.7 SR PHYSICIST II 6866.00 10|06.00 1 0 1 0 0 0 0 0 0 0 0
128.7 • SR CHEMICAL ENGINEER II 6866.00 10606.00 1 0 I 0 0 0 0 0 0 0 0
170.4 • DEPUTY ASSOC/ASSIST DIRECTOR APPROVE_ G¥ DOE 2 0 2 0 O O O 0 0 0 0
198.2 • DIVISION DIRECTOR. FACULTY APPROVKD BY b_E 1 0 1 0 0 0 0 0 0 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 69
EEO WORK FORCE ABALYSZS ON ]]109193
WORK FORCE ARRAY PROCEDURE USEO: PRSF03SO
(BY JOB TITLE WITHIN OROARXZATZORAL UNITS/60.2.]I(A)) AS OF SEPTEMBER $0. 9B

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - MATERIALS SCIENCES DZVXSXON

JOB g , TOTAL , , , M Z g 0 R Z T Z E S ,
CLASS 0 , SALARY RANGE e • EMPLOYEES • • M E N • e WOMEN e
CODE R JOB CLASSZFZCATZON • BIN MAX • MEg WOMEN ALL iLK ASZ AZ HIS RLK ASZ AZ HIS
_omm_ g

TOTALS WXTHXN ORGANZZATXONAL UNIT
67 40 lOT 1 8 0 2 T S 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASXAK OR PACIFIC ISLANDER AI - AIERICAi INDIAI OR ALASKAN NATZVE HIS - HZSPANZC

• ZNDZCATES SUPERVZSORY STATUS



PAGE TO

EEO WORK FORCE ANALYSIS ON 11/09/93
WORK FORCE ARRAY PROCEDURE USED: PflSFOSSO
(BY JOB TITLE WITHIN OROANZZATZONAL UNXTS/60.2.11(A)) AS OF SEPTEMBER 30, 93

FACILITY - LAWRENCE BERKELEY LABORATORY OROANZZATZOBAL UNIT - NUCLEAR SCIENCE DIVISION

JOB M • TOTAL • • • g X N 0 R Z T X E S •
CLASS 0 • SALARY RANOE • • EMPLOYEES • • M E N • • WOMEN •
CODE R JOB CLASSXFXCATXOfl • WIN MAX • MEN WOMEN ALL BLK ASX AX HIS |LK ASX AX HIS

518.8 ADMINISTRATIVE SERVICES S 1726.08 2448.18 1 2 3 0 0 0 0 1 0 0 0
518.4 ADMINISTRATIVE SERVICES 4 1945.32 2818.80 1 7 B 0 1 0 0 2 0 0 0
510.5 ADMINISTRATIVE SERVICES S 2128.02 1151.14 0 2 2 0 0 O 0 0 O 0 0
795.2 RESEARCH TECHNICIAN, SENIOR 2105.40 8S72.22 1 0 1 0 O 0 0 0 0 0 0
167.2 ADMINISTRATOR 2 2550.00 SB26.00 0 ; 1 0 O O 0 0 I 0 0
16T.2 • ADMINISTRATOR 2 2S50.00 S826.00 0 1 I O 0 0 0 1 0 0 0
107.3 BXOPHY POST DOC FELLOW 1940.00 $865.00 1 0 1 0 1 0 0 0 0 0 0
111.1 CHEMIST POST OOC FELLOW 1940.00 38|5.00 1 0 1 0 0 0 0 0 0 0 0
119.1 PHYSICIST POST OOC FELLOW 1940.00 9865.00 12 0 12 1 1 0 1 0 0 0 0
974.1 ACCELERATOR OPERATOR 2099.00 4021.00 0 1 1 0 0 0 0 0 0 0 0
11S.S PHYSICIST STAFF SCX 1 2600.00 4020.00 1 0 1 0 0 0 0 0 0 O O
118.9 CS/m PROG STAFF SeX I 2680.00 4820.00 1 0 1 0 1 0 0 0 0 0 O
374.2 PflXNCXPAL ACCELERATOR OPERATOR 296T.00 5090.00 2 2 4 0 0 0 0 0 0 0 0
167.4 • ADMINISTRATOR 4 9373.00 SOSD.00 0 1 1 0 0 0 0 0 0 0 0
9T4.S ACCELERATOR OPNS SUPERVISOR 9901.00 5811.00 2 0 2 0 0 • • • O 0 •
16T.S • ADMINISTRATOR S 9878.00 $842.00 0 1 1 0 0 0 0 0 0 0 0
111.2 CHEMIST OXV FELLOW SOSS.O0 5750.00 1 0 1 0 O O 0 0 0 0 0
113.2 PHYSICIST OIV FELLOW $855.00 STSO.O0 9 0 $ 0 1 0 0 0 0 0 0
111.4 CHEMIST STAFF sex 2 9490.00 6965.00 1 1 2 0 0 0 0 0 0 0 0
119.4 PHYSICIST STAFF SCI 2 9430.00 5965.00 T 2 9 0 8 0 1 0 0 0 0
118.4 CS/M PROG STAFF SCX 2 9490.00 6965.00 1 0 1 0 0 0 0 0 0 0 0
111.5 CHEMIST STAFF sex $ 4390.00 B460.00 0 1 1 0 0 0 0 O 1 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLANDER AI - AMERICAN INDIAN OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAOE 71
EEO WORK FORCE ANALYSIS ON 11/09199
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNZTS/60.2.11(A)) AS OF SEPTEMBER 80, 9a

FACILITY - LAWRENCE BERKELEY LABORATORY ORGAflXZATIQNAL UNIT - NUCLEAR SCIENCE DIVISION

JOB M • TOTAL • • • M Z g 0 R Z T Z E S •
CLASS 0 • SALARY RANGE • e EMPLOYEES • • M E N • • WOMEN •
CODE R JOB CLASSIFICATION • MIN WAX • MEN WOMEN ALL BLN ASI AI HIS BLN ASX AZ HIS

;_;_; • c,_,ZSTST,FFSCZ: ,,,0.00 O,O.O0 : 0 1 0 0 0 0 0 0 0 0
I19.S PHYSICIST STAFF SCI $ 4390.00 8460.00 S 1 6 0 1 0 0 0 0 0 O11s.s. ,,vszcxsTST,FSeXS 4,O.OO O,O.OO S 1 , 0 1 0 1 O O O O,,o.s . cs,,,GOST,FFSO*, 4,0.00 04,.00 , 0 , 0 0 0 • 0 _ 0 0120.S. BLOT,,o ST,FFSeXS ,,0.00 O,,O.O0 1 0 1 0 0 0 0 0 0 0 0,,,.6 . S,C,E.ZSTZ ,,,,.00 ,,,.00 , 0 , 0 0 0 0 0 0 0 0,,,.I . st ,,,sIc,T x s,s.oo ,,.oo T o T o o o o o o o o
111.7 e SR CHEMIST II 8BSS.O0 lOGOS.OO 2 0 2 0 0 0 0 0 0 O 0
113.7 • SR PHYSICIST II 605S.00 lOGOS.OO 4 0 4 0 0 O 0 @ 0 0 0
170.4 • DEPUTY ASSOC/ASSIST DIRECTOR APPROVED BY DOE 0 ] 1 0 • 0 0 0 0 O 0
|JS.S • ASSOCIATE LABORATORY DIRECTOR APPROVED BY DOE | O 1 O O O O O O O O

TOTALS WITHINORGAHIZATIONAL UBIT
62 25 87 1 10 0 S 4 2 0 0

ETHNIC KEYS: BLK - BLACK ASI -ASIAB OR PACIFIC ISLANDER AI - AIIERICAB INDIAN OR ALASKAN NATIVE HiS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 72
EEO WORK FORCE ANALYSIS ON 1110919S
WORK FORCE ARRAY PROCEDURE USED: PBSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/60.2.11(A)) AS OF SEPTEMBER SO, 9S

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - OPERATIONS
ALD-OPERATIONS

JOB l • TOTAL + • • M I R 0 R Z T Z E S •
CLASS O • SALARY RANGE • , EMPLOYEES , l M E g • • WOMEN •
CODE R JOB CLASSIFICATION • I_N MAX • MEg WOMEN ALL BLK ASI AI HIS BLK ASX AI HIS

518.3 ADMINISTRATIVE SERVICES | 1726.00 244S.lS O 1 1 0 0 0 0 1 0 0 0
518.4 ADMINISTRATIVE SERVICES 4 1945.S2 281S.80 O 1 1 O 0 O O 0 0 0 O
167.2 ADMImISTRATOR 2 2SS0.00 9821.00 1 0 1 0 0 0 0 0 0 0 0
168.8 • ADMIIISTRATIVE SPECIALIST S 2801.00 4208.00 0 1 1 0 0 0 0 0 O 0 0
1IS.1 , MANAGEMERT I 4t42.00 6912.00 • 1 1 O O O 0 0 O 0 O
126.4 HLTH/SFT EN6/SCI STF SCI 2 9430.00 6SlS.OO 4 1 S 0 1 0 0 0 1 0 0
140.7 SH METALLURGIST IX SGSS.O0 lO|OS.OO I 0 1 0 O 0 0 0 0 0 0
ISO.S • ASSOCIATE LABORATORY DIRECTOR APPROVED BY DOE 1 0 1 0 0 0 0 0 0 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT
T S 12 0 1 O 0 1 1 0 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLA|DE| AI - AMERICAH IIDXAH OR ALASKA| NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAOE 79

EEO WORN FORCE ANALYSIS ON 11/09/93
WORK FORCE ARRAY PROCEDURE USED: PflSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UMXTS/60.2.]I(A)) AS OF SEPTEMBER SO, 91

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - PHYSICS DIVISION

JOB g • TOTAL • • • M Z N 0 R Z T Z E S •
CLASS O • SALARY RANOE e • EMPLOYEES • • M E N • • gOINg •
CODE R JOB CLASSZFICATZOR • BIN BAN e BEg gONER ALL SLN ASI AI HIS iLK ASX AI HIS

510.4 AOBZNXSTRATZVE SERVICES 4 194S.12 2810.00 1 S 7 1 0 0 0 2 0 0 0
795.1 RESEARCH TECHNICIAN 1837.44 9041.$2 I 0 1 0 0 0 0 0 0 0 0
SlD.S ADMINISTRATIVE SERVICES S 2120.02 8151.14 0 2 2 • 0 • 0 0 0 0 0
618.S • ADMINISTRATIVE SERVICES S 2128.02 |111.14 0 1 1 0 0 0 0 0 0 0 0
115.1 BATH POST DO¢ FELLOW 1880.00 STSO.O0 1 0 1 0 0 0 0 0 0 0 0
16T.2 • ADMINISTRATOR 2 2550.00 3821.00 0 1 1 0 0 0 0 0 0 0 0
119.1 PHYSICIST POST DOC FELLOW 1940.00 SDSS.O0 11 2 lS 0 4 0 0 0 1 0 •
S81.2 SENIOR RESEARCH ASSOCIATE 2S50.00 4000.00 2 0 2 • 0 0 0 0 0 0 0
75J.8 COMPUTING TECHMZCXAR, PRXgC 24|D.i4 4021.14 2 0 2 0 0 0 0 0 0 0 0
187.8 • ADliXNXSTRATOR S 2008.00 4208.00 0 2 2 0 0 0 0 0 0 0 0
IBD.S ADMINISTRATIVE SPECIALIST S 2808.00 4208.00 0 1 1 0 0 0 0 0 1 0 0
lSl.J TECH EDITOR AMD WRITER III 2890.00 4988.00 0 1 1 0 0 0 0 0 0 0 0
SlO.I SCZENTIFIC/ENORO ASSOC 9498.00 SIS|.O0 2 0 2 0 0 0 0 0 0 0 0
168.S ADMINISTRATIVE SPECIALIST S SDT8.O0 S842.00 0 1 1 0 0 0 0 0 1 0 0
910.2 gCXERTIFIC/EHORO ASSOC, SR StDl.O0 St72.00 1 0 | 0 0 0 0 0 0 0 0
118.4 PHYSICIST STAFF SCI 2 S4SO.O0 SSiS.O0 S 1 T 0 1 0 0 O 0 0 0
118.4 MATH STAFF SCX 2 S4SO.O0 S|SS.O0 0 1 1 0 0 0 0 0 0 0 0
118.4 CS/M PROO STAFF SCZ 2 9490.00 6JiS.O0 1 0 1 0 0 0 0 0 0 0 0
119.S PHYSICIST STAFF SCI S 4990.00 SiiO.O0 2 O 2 • O 0 0 0 0 • 0
110-S CS/l PROO STAFF SCI $ 4510.00 8460.00 1 0 1 0 0 0 0 • 0 0 0
111.6 SR PHYSICIST I SSSS.O0 STSS.O0 4 0 4 0 0 0 0 0 0 0 0
119.6 • SR PHYSICIST I S$SS.O0 8785.00 | 0 | 0 • 0 0 0 0 0 0

ETHNIC KEYS: BLN - BLACK ASI - ASIAN OR PACIFIC ISLAHDER AS - iBERICAi INDIAM OR ALASKAN NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 74
EEO WORK FORCE ANALYSIS OR 11/09193
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN ORGANIZATIONAL UNITS/60.2.11(A)) AS OF SEPTEMBER SO, 9S

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - PHYSICS DIVISION

JOB B • TOTAL • • • M X g 0 R Z T Z E S •
CLASS G • SALARY RANGE • • EMPLOYEES • • g E g • • WOBEN •
CODE R JOB CLASSIFICATION • UN MAX • MEg HI)BEN ALL BLK ASI AX HIS BLK ASI AI HIS

120.$ • SR ELECTRONIC ENG Z S$SS.O0 0785.00 1 0 1 0 0 0 0 0 0 0 0
|1B.T SR PHYSICIST ZI |8SS.O0 I060S.00 T I 8 0 0 0 0 0 0 0 0
119.7 • Sfl PHYSICIST IX 6BIB.D0 1060S.00 $ 0 S • 0 • 0 • • 0 0
116.7 • SR MATHEMATICIAN II SBSS.O0 IOSOS.O0 1 0 | 0 0 • 0 0 • 0 0
198.1 • DIVISION DIRECTOR 7606.00 117SO.DO I O 1 0 0 0 0 0 0 0 0
170.4 t DEPUTY ASSOC/ASSIST DIRECTOR APPROVED BY DOE 1 O 1 0 0 0 0 0 0 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT

SS 20 TS 1 S O 0 2 S O 0

ETHNIC KEYS: BLK - BLACK ASI - ASIAN OR PACIFIC ISLARDEB AX - ABERICAB INDIAN ON ALASKA| NATIVE HIS - HISPANIC

• INDICATES SUPERVISORY STATUS



PAGE 7S
EEO WORK FORCE ANALYSIS ON 11/09/93
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TITLE WITHIN OROANIZATIONAL UNITS/60.2.1|(A)) AS OF SEPTEMBER |0. IS

FACILITY - LAWRENCE BERKELEY LABORATORY ORGANIZATIONAL UNIT - PLANN|NO & DEVELOPMENT
E|VZRO| • LAD DEVEL

JOB M • TOTAL • • • g I H 0 R I T I E S ,
CLASS O • SALARY RANGE • • EMPLOYEES • • m E N • • WODEN •
CODE R JOB CLASSIFICATION • Rig MAX • MEN WOMEN ALL SLK ADZ AI HIS SLN ADZ AI HIS
o_ooo

SIB.S ADMINISTRATIVE SERVICES 8 1726.08 2448.18 1 O 1 1 O 0 0 O 0 0 0
S10.4 ADNIHISTRATIVE SERVICES 4 1945.82 2818.80 1 1 2 0 0 0 0 1 0 0 0
5]S.S ADMINISTRATIVE SER¥XCES S 2128.02 a|S1.14 0 2 2 • • • 0 0 • 0 1
518.5 t AOEIHISTflATIVE SERVICES 5 2128.02 |151.14 O 1 1 O O 0 0 1 0 0 O
167.2 • ADMINISTRATOR 2 2SS0.00 382S.00 0 | | • 0 0 • 1 0 • •
IS8.$ ADMINISTRATIVE SPECIALIST S 2805.00 420B.O0 O 2 2 0 0 0 0 1 0 0 0
191.9 TECH EDITOR AID WRITER IIZ 2iSO.O0 4988.00 1 2 $ 0 0 O O O 0 0 O
168.4 ADMINISTRATIVE SPECIALIST 4 SSTS.O0 50S9.00 1 2 S 0 • • 0 0 • 0 0
1SS.S ADMINISTRATIVE SPECIALIST 5 SBTR.OO 5842.00 1 0 1 1 0 0 0 0 0 0 0
1SB.S • ADMINISTRATIVE SPECIALIST 5 SST8.O0 5042.00 1 1 2 0 0 • • 0 0 • •
191.4 TECHNICAL EDITOR AND WRITER IV 8841.00 5OSS.O0 1 2 S 0 0 0 • 0 0 • •
1|1.1 • IIMNAGEMENT I 4642.00 6962.00 1 0 1 • 0 • • 0 0 0 0
111.4 ¢NEJIIST STAFF SCI 2 84S0.00 5555.00 1 0 1 0 0 0 0 0 0 0 0
128.4 HLTH/SFT EgO#SCI STF SCI 2 9490.00 55S5.00 0 1 1 0 0 0 0 0 0 0 0
145.S • PGM MOT E/S STAFF SCI | 4S90.00 8460.00 2 0 2 • 0 • • • • • 0
198.9 • ASSOCIATE LABORATORY DIRECTOR APPROVED BY DOE 0 1 1 0 0 0 0 0 • 0 0

TOTALS WITHIN ORGANIZATIONAL UNIT
11 15 27 2 0 0 0 4 • 0 1

ETHNIC KEYS: BLK - BLACK ASH - ASIAN OR PACIFIC ISLANDER AN - AMERICAN INDIAN OR ALASKAN NATIVE NIS* NISPARI¢

• INDICATES SU_ _VISORY STATUS



PAOE T$
EEO WORN FORCE ANALYSXS OR |1/09/|3
WORK FORCE ARRAY PROCEDURE USED: PRSFOSSO
(BY JOB TXTLE WITHIN OROANIZATZONAL UNZTSIOO.2.11(A)) AS OF SEPTEIBER SO. J$

FACZLITY - LAWRENCE BERKELEY LABORATORY ORGANIZATZOBAL UNZT - STRUCTURAL BIOLOGY DIVZSZON

JOB M • TOTAL • • • M Z B 0 R Z T Z E S ,
CLASS 0 • SALARY RANGE • • EMPLOYEES • • M E g • • WOMEN •
CODE R JOB CLASSZFXCATXON e llZ| NAX • leg WOllEB ALL BLK iSZ AI HIS ILK ASX iI HXS

518.2 ADMINISTRATIVE SERVXCES 2 1546.86 211B.46 O | 1 O 0 0 O 1 0 0 0
S]O.$ ADMZ|ISTRATIVE SERVZCES $ 1728.00 2448.18 0 2 2 0 0 0 0 1 0 0 0
S18.4 ADMZNZSTRATIVE SERVICES 4 ]lAS.S2 2Sl1.$0 0 1 1 0 0 0 0 0 l • 0
]67.2 • ADMINISTRATOR 2 2SSO.O0 892$.00 0 1 1 0 0 • O 0 0 0 0
111.1 CHEBIZST POST DOC FELLOW 1940.00 $O|S.O0 ] 0 1 0 0 0 0 0 • 0 •
$81.$ PRINCIPAL RESEARCH ASSOCIATE 9045.00 4875.00 0 1 1 0 0 0 0 0 0 0 0
101.4 BXOCHEIIXST STAFF SCZ 2 34)0.00 |965.00 ] 1 2 0 1 0 • 0 ] • 0
111.4 CHEMIST STAFF sex 2 S4SO.O0 6965.00 4 0 4 0 2 0 0 0 0 0 0
111.5 CHEMIST STAFF SCl $ 4890.00 8460.00 2 0 2 0 0 • • 0 0 0 0
111.8 • SR CHEMIST Z SSSS.O0 OTOS.O0 1 0 1 0 0 0 0 • • 0 •
170.4 • DEPUTY ASSOC/ASSIST DIRECTOR APPROVED BY DOE 1 • 1 0 0 0 0 0 • 0 0
198.2 • DZVISION DZRECTOR. FACULTY APPROVED BY DOE 1 0 I • 1 0 • • • 0 •

TOTALS WITHZN OROANZZATZONAL UNZT
11 7 10 0 4 • 0 2 2 0 0

TOTALS WITHIN DIVZSIONAL UNXT
llft 722 2SRR 88 20J 8 81 106 Sa 2 SO

ETHHXC KEYS: BLK _ BLACK ASZ - ASIAN OR PACZFZC ZSLANDER AZ - AIIERICAB ZBDIAR OR ALASKA| BATXVE B|$ - HISPARIC

• INDICATES SUPERVXSORY STATUS





EXHIBIT B

AVAILABILITY ESTIMATES

General Tectuique

_ Computationof the availabilityestimateswas performedin accordancewith Revised OrderNo. 4 (41 CI_
Section60 2.11Co)).

Initially,all of the jobs were organizedinto job groups based on content, wage rates, and oppommitiesas
identifiedin Exhibit A. Second, percentages("rawmtistics') were assigned foreach of the eight factors
for females, minorities, Blacks, l,_spanics, Asians. and Native Americans for each of the job groups.
Next, for each job group, each of the eight factorswas assigned a value weight to reflect its estimated
importance in overall availability. For each job group the raw statistic was multiplied by its
correspondingvalue weight to produce the "weighted factor" foreach of the eight factors for women and
minorities. The sum of the weighted factors is the estimatedavailabilityfor each group.

Job Groups

To determ/ne the job groups, the Laboratory'sjob titles were f'u'stdivided into seven basic categories: (l)
OfficiaLsand Managers, (2) ProfessimmJs,(3) Technicians, (4) Orificeand Clerical Workers,(5) Craft
Workers,(6) Operatives, and (7) Service Workers. The job titles within each of these basic categories
were then divided intojob groupson the basis of wages, content andoppornmit/es(Exhibit C).

ExternalPool

To define its local labor market, the _ory reviewed applicants' home addressesto determine which
counties play a significant role in the recruitmentprocess. As a resultof this review, a seven countyarea
was designated as the relevant inunediate laborarea. These seven counties are Alameda, Contra Costa,
Matin,San Francisco, San Mateo, Santa ClaraandSolano. Raw statistics for the availabilitycomputations
were computedfrom relevant datafor these counties.

In many cases, the appropriatelabor marketis nationalin scope and requires census dataor degree data
on populationssuch as scientists, engineers, and technical people with special skills.

Internal Pool

To quantify Factors 6 and 8, internalpromotable pool and trainablepool, the Laboratory determinedthe
sex andethnic composition of internalsources (particularpositionsor job groups) to fill those positions.

Value Weights

For each job group, th_ _oregoing technique provided eight factors ("raw statistics") from which to
compute the availability estimates. In order to determine how much each factor should "count," the
Laboratoryconsidered the relative importanceof the various recruitmentsources. For example, openings
in manyof the professional job groupsare most often t'dledby experienced scientists. Therefore,Factors4
and :5were weighted most heavily.

The ava/labilityestimate computed on the S-factorworksheet for each job group is compared to actual
utilizationof women and minorities in orderto set goals.

Notesto the Availability Analysis Tables

• Factor la, Job Groups A01-G03. For women, the availability of women seeking employment in the
laboror recruitmentareaof the conu'actor.



• FactorI, JobGroupsA01-G03. U.S. CensusBureau;1990Censuspopulationcountsfor Cafifonfla
auregaLedfor sevencounties: Alameda,ConlraCosta.Matin, SantaClara,San Francisco,San
Iviau_o,andSolano.

• Facwrs2, 3, JobGroupsA01-G03. LaborMarketinformationfor Afflrm_ve ActionPrograms
allgregatedfor sevencounties:Alameda,ContraCosta,Matin, SantaClara,SanFrancisco,San
Marco,andSolano.

• Factors4 and 5, Job GroupsAOl-A05, B04-B08.BI0, COl-C08. DOI-D02,E01-E03,FOI, O01.G03.
DetailedOccupations,1990Census/EEOSpecialFile,aggregatedfor sevencounties:Alameda,
ContraCosta,Matin,SantaClara.SanFrancisco,SanMateo,andSolano.

• Factor5, JobGroupsA01,B01-B03.B09,BI I, B16. RelevantDegreeData.National.

• Factors6 and8, JobGroupsA01-G03.Promotionandreclassificationdataat LawrenceBerkeley
Labonuory.1992.

• Finalavailabilityfor someprotectedgroupswithin certainjobgroupsis lessthaneitherFactor4 or
Factor 5 as a result of the Laboratory'spastexperiencein filling availableposidonsin thisjob group
larsely tluouqh internalpromotionsand its resultingreliance on Factor6. Because internal
availabilityin theseprotectedgroupis less thaneitherFactor4 or Factor5, LBLwill monitorhiring
activityin thefeederjobgroup(s)andmakea concertedeffortto increasethe representationof women
andminoritiesin thatjob group(s).



AVAILABILITY ANALYSt|

Lavrence BerkeLey Laboratory-01/01/93
_4::0 ! rectors (A01)

I ...........-- -o Raw Statist|ca ............""" i I'" ........... Weighted Statistic, "'" ........." I
J i

Toter Iv-rue I Tot,|
f_tor F_Le _tn. 8tack Htsp. M lnd Asian I_ight I FeruLe Nin. BLack Htap. M ind Asian
im° eeelm aim am*am eo_oo eQo*a eemm,m °ee°_o _a°*'_ _elm _m,tQt, I qmQqsqm_ o i,_l 0 • °am 0 e t. eaam_ meeQ.o _ Qe.me

1A Percentage of Ninortties - &1.22 9.23 lS.71 0./.7' lS.79 I I " 0.00 0.00 0.00 0.00 0.00
in PopuLation of Labor I I

Area Surround|ng FactL|ty I I
I o.ool

111Percentage of WomenAmong 50.23 ..... j j 0.00 .....
Those Seeking |mptoymnt i I
tn Lid:mror lecruttlng I I
Ar,, I I

i I
2 Percentage of lilnoritiec &&.06 &2.67' 16.83 18.36 0.92 6.55 I O'OOI 0.00 0.00 0.00 0.00 0.00 0.00

endvo,,.A,_ U..mtoV,d i I
in Labor Area Surrounding I I
recitlty I I

I I
3 Percentage of Ntnortt|es 43.57 29.10 6.15 11.30 0.53 9.10 I 0.001 0.00 0.00 0.00 0.00 0.00 0.00

and Uoaen in Total Work- I I
force in Immediate Labor I J
Ar,a I i

I I
4 Percentage of Ntnorittea 7,.8? 8.42 1.83 1.58 0.62 &.39 I 23.001 1.96 2.10 0.&5 0.39 0.15 1.09

and tComnAmongThose I I
-_ n_lUlsi_eSkitts i I
,wd!ate Labor Area I I

I I
S Percentage of Ntnortttes 7.87 8.42 1.83 1.58 0.62 &.39 I SO'O01 3.93 4.21 0.91 0.79 0.31 2.19

end kfcxaenAmongThose J l
Having Requisite Ski | ts ! I
in ReasonabLeRecruitment t I
Area I I

I I
6 Percentage of Ninorities 9.87 14.57 0.45 3.21 0.00 10.91 i 23"001 2.46 3.64 0.11 0.81) 0.00 2.72

end Women_ Those I I
PromotabLa or Transfer- I i

able _llthtn FaciLity J J
I I

7 Percentage of N|norities 0.00 0.00 0.00 0.00 0.00 0.00 I 0"00l 0.00 0.00 0.00 0.00 0.00 0.00
lind 5kpin at Institutions i I
Providing Training in I I
Requisite SkiLLs I I

I I
8 Percentage of ;4|nor|ties 9.87 14.57 0.45 3.21 0.00 10.91 I O-OOi 0.00 0.00 0.00 0.00 0.00 0.00

and _/U.ong Those at I I
Fecit ! ty WhomContractor i I
Can Train in Requisite I i
Skirts I I

I I
I ...... I ....................................

Final Job Group AvaiLabiLities 11oo.ool8.37 9.96 1.48 1.98 0.47 6.02
immm==J am====: mamm:: =:::s= :,m=m:= ..=..==: =..=..=:



b Silver SpringA.VoMnu_l'aSndit_911000 i_ _i';_:_' _e._

£::;i! ////// I'IRNUFIqCTUREDTO I::ITTI'I STI::INDIqRDS 5u .,, ##, :;:,,,:

BY RPPLZED "I'HIqGE, "I'NC. "b///_%_





AVAILABILITYANALYSIS

Lawrence BerkeLey Laboratory-01101193
oup:Technica[ Management (A05)

I ............... Reu Statistics ................ i ............. Weighted Statistics ............ I
I

Total IvaLue Total
Factor Female Nin. BLack Hisp. Am Ind Asian IWe|ght Female Nin. BLack Hisp. Amlad Asian
0..,... ...,-.. ..... ..... ..o.. .,,..... .o.-. ..,-.0. 00--.. ...-0 ....- ..... ...... t.....

1A Percentage of Minorities - /+1.22 9.25 15.71 0.47 15,79 - 0.00 0.00 0.00 0.00 0.00
in Population of Labor
Area Surrouru:ling Facility

0,00

1B Percentage of WomenAmong 50.23 .... 0.00 - - -
Those Seeking Employment
in Labor or Recruiting
Area

2 Percentage of Minorities _.06 62.67 16.83 18.36 0.92 6,55 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and WomenAmongUnemployed
in Labor Area Surrounding

Faci I i ty

3 Percentage of Minorities 43.57 29.10 8.15 11.30 0,53 9,10 0.00 ! 0.00 0.00 0.00 0.00 0.00 0.00
end Womenin Total Work- I
force in Immediate Labor I
Area

I
& Percentage of Minorities 15.18 32.29 10.05 10.39 0.60 10.50 70.001 10.63 22.60 7.03 7.27 0.42 7.35

and WomenAmongThose I
; Requisite Skills I
nediate Labor Area I

I
5 Percentage of Minorities 15,18 32.29 10.05 10.39 0.60 10.50 z0.ool 3.03 6.45 2.01 2.07 0.12 2.10

ariel WomenAmongThose I
Having Requisite Ski t ts I
in ReasonabLeRecruitment I
Area I

I
6 Percentage of Minorities 1.60 17.20 6.12 7.14 1.17 2.77 10.001 0.16 1.72 0.61 0.71 0.11 0.27

end WomenAmongThose I
Promotable or Transfer- I

able Within Facility I
I

7 Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0,00 0.001 0.00 0.00 0.00 0.00 0.00 0.00
and Womenat Institutions I
Providing Training in I
Requisite SkilLs J

I
8 Percentage of Minorities 1.60 17.20 6.12 7.14 1.17 2.77 0.001 0.00 0.00 0.00 0.00 0.00 0.00

and Women Anmng Those at I
Faci t ity WhomContractor !
Can Train in Requisite I
Ski Lts I

I
"'""1 "-'-" "-- ""-'- ---"- "--"" "-'"-

Final Job Group AvaiLabiLities lOO.OOI13.82 30.78 9.66 10.06 0.65 9.73
_ I=----=1=-=-=- ==_-=-_-_-_-=-__



AVAILABI L; TY ANALYS!S

Lawrence Berkeley Laboratony-01/01/93
Job Group: 8io-Hed Science (801)

I ............... RakeStatistics ................ I ............. bleighted Statistics ............ I
I

Total IVaLue Total
Factor Ferule Nin. Black Hisp. Amind Asian IWeight Female Nin. Black Hisp. AmZnd Asian

1k Percentage of Minorities - 41.22 9.25 15.71 0.47 15.79 - 0.00 0.00 0.00 0.00 0.00
in Population of Labor
Area Surrounding Faci Lily

0.00

16 Percentage of WomenAnw_ 50.23 ..... 0.00 .....
Those Seeking Employment
in Labor or Recruiting
Area

2 Percentage of Minorities 44.06 42.67 16.83 18.36 0.92 6.55 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and WomenAmongUnemptoyed
in LaborArea Surrounding

Faci I i ty

3 Percentage of Minorities 43.57 29.10 8.15 11.30 0.53 9.10 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Womenin Total Work-

force in Immediate Labor
Area

6 Percentage of Ninovities 30.55 8.12 1.51 1.35 0.24 5.00 66.25 20.24 5.38 1.00 0.89 0.16
and WomenAmongThose

Having Requisite Skills
in Immediate Labor Area

5 Percentage of Minorities 30.55 8.12 1.51 1.35 0.24 5.00 10.00 3.05 0.81 0.15 0.13 0.02 0.50
and WomenAmongThose
Having Requisite Ski l ls
in Reasonable Recruitment
Area

6 Percentage of Minonities 35.56 24.44 1.11 2.22 0.00 21.11 23.75 8.44 5.80 0.26 0.52 0.00 5.01
end t/omenAmongThose
Promotable or Transfer-

able Within Facility

7 Percentage of Ninorities 42.60 8.93 2.40 2.38 0.23 3.92 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Uomenat Institutions
Providing Training in

Requisite Ski l ls

8 Percentage of Ninorities 35.56 24.64 1.11 2.22 0.00 21.11 0.00 0.00 0.00 0.00 0.00 0.00 0.00
And WomenAmongThose at
Faci lily ghomContractor
Can Train in Requisite
Skills

.0.... ...... ...... ...... ...... ...... ......

Final Job Group Availabilities 100.00 31.74 11.99 1.42 1.55 0.18



AVAILASIL%TYANALYSIS

Lawrence Berkeley Laboratory-01/01/93
_p: Ch_,_istry (B02)

I ............... Ra_ Statistics ................ I J............. Weighted Statistics ............ J
I I

Total Ivatue I Total
Factor Female Min. Black Hisp. Am ]nd Asian JWeightI Female Iqin. Black Hisp. Am lnd Asian
...me. ..mme. ..... .e.e. ..me. .e.m.. e.mm. .am 1ms.I i D_m''_ ..e._ mminm .mum. ...lee i.mme

1A Percentage of Hinorities - 41.22 9.25 15.71 0.47 15.79 I " 0.00 0.00 0.00 0.00 0.00
in Population of Labor
Area Surrounding Faci tity I

O.OOJ
1S Percentage of WomenAmong 50.23 ..... [ 0.00 - - -

Those Seeking Employment J
in Labor or Recruiting J
Area J

I
2 Percentage of Minorities 44.06 42.67 16.83 18.36 0.92 6.55 O.OOJ 0.00 0.00 0.00 0.00 0.00 0.00

and WomenAmongUnemployed J
in Labor Area Surrounding J
Faci l i ty J

I
3 Percentage of Minorities 43.57 29.10 8.15 11.30 0,53 9.10 O.OOJ 0.00 0.00 0.00 0.00 0.00 0.00

mnd Womenin Total Mork-

force in %mmediateLabor

Area

6 Percentageof Ninorities 17.13 10.75 1.68 1.67 0.17 7.62 65.751 11.26 7.06 0.97 0.96 0.11 5.01
and W_men Among Those

"'<j Requisite Skills
:_=diate Labon Area

5 Percentage of Minorities 17.13 10.75 1.68 1.67 0.17 7.62 20.00 3.42 2.15 0.29 0,29 0.03 1.52
Mo_ AmongThose

Having Requisite Skills
in Reasonable Recruitment
Area

6 Percentageof Ninorities 16.67 26.39 0.00 2.78 0.00 23.61 16.25 2.37 3.76 0.00 0.39 0.00 3.36
and Women Among Those

Pro_table or Transfer- .J
able Within Facility

7 Percentage of Hinorities 28.56 8.44 1.99 2.35 0.16 3.93 0.00 0.00 0.00 0,00 0.00 0.00 0.00
and k_nen at Institutions

Providing Training in
Requisite Skills

8 Percentage o_' Minorities 16.67 26.39 0.00 2.78 0.00 23.61 0.00 0.00 0.00 0,00 0.00 0.00 0.00
and WomenAmongThose at
Faci Lily WhomContractor
Can Train in Requisite
Ski I Is

Final Job Group Availabilities llOO.OO17.06 12.97 1.27 1.66 0.14 9.90



AVAILABILITY ANALYSIS

Laurence BerkeLey Laboratory-01101193
Job Group:PhysJcs (B03)

I ............... Raw Statistics ................ I ............. Weighted Statistics ............ I
I

Total IVatue Total
Factor FemaLe NJn. BLack Nisp. AmInd Asian IWeight FemaLe Min. BLack Hisp. Am lnd Asian
le le i ! I i i h o e o o e e e O O I e i e O m O o g O O el m ! i ! li _ DO O ! i i O 0 i ! o e O. ! m o e o o I ! m el ! ! o e O I m e I O el O

1A Percentage of Minorities - 41.22 9.25 15.71 0.47 15.79 - 0.00 0.00 0.00 0.00 0.00

in PopuLation of Labor
Area Surrounding FaciLity

0.00

IB Percentageof Women A_nong 50.23 .... 0.00 ....

Those S_king EnM_toy_t

in Labor or Recruiting
Area

2 Percentage of Minorities 44.06 42.67 16.83 18.36 0.92 6.55 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and WomenAmongUnempLoyed
in Labor Area Surrounding

Faci Li ty

3 Percentage of Minorities 43.57 29.10 8.15 11.30 0.53 9.10 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Womenin Total Work-
force in Immediate Labor
Area

4 Percentage of Minorities 7.16 8.76 0.98 1.37 0.12 6.27 44.75 3.20 3.92 0.43 0.61 0.05 2
and WomenA_ Those

Having Requisite Ski t Ls
in Immediate Labor Area

§ Percentage of Minorities 7.16 8.76 0.98 1.37 0.12 6.27 25.00 1.79 2.19 0.24 0._ 0.03 1.56
and WomenAmongThose

Having Requisite Ski Lts
in ReasonabLeRecruitment
Area

6 Percentage of Minorities 10.48 20.77 0.89 2.27 0.00 17.61 30.25 3.17 6.28 0.26 0.68 0.00 5.32
and k_ AmongThose
PromotabLe on Transfer-

able Within FaciLity

7 Percentage of #inorities 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Womenat Institutions

Providing Training in
Requisite SkiLLs

8 Percentage of Minorities 10.48 20.77 0.89 2.27 0.00 17.61 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and _ An_)ngThose at
Faci t ity WhomContractor
Can Train in Requisite
SkiLLs

...... ...... ...... ...... ...... ...... ......

Fir.atJob Group AvailabiLities 100.00 8.16 12.39 0.95 1.6_ 0.08 9.70



AVAILABILITY ANALYSIS

Lawrence Berkeley Laboratory-01101193
=up:Computer/Math/Statistics (B04)

I ............... Raw Statistics ................ I I ............. Weighted Statistics ............ I
I i

Total Ivalue I Total
Factor Fmle Nin. Black Hisp. AmInd Asian IWeightl Female Nin. Black Hisp. Am lnd Asian
"'"'" """" "'"" "'"" ""'" "'"'" ""'" I"'"'1 "'"'" ""'" "---" "'-'" "--"" -'"-
1A Percentage of Minorities - 41.22 9.25 15.71 0.47 15.79 I J - 0.00 0.00 0.00 0.00 0.00

in Population of Labor I I
Area Surrounding Facility I I

I o.ool
1B Percentage of WomenAmo_ 50.23 ..... I I 0.00 ....

Those Seeking Emp_oylnent J I
in Labor or Recruiting I I
Area I I

I I
2 Percentage of Minorities 44.06 42.67 16.83 18.36 0.92 6.55 I O.OOI 0.00 0.00 0.00 0.00 0.00 0.00
arN:IVomenAmongUnemployed I I
in Labor Ares Surrounding I I
facility I I

I I
3 Percentage of Ninorities 45.57 29.10 8.15 11.30 0.53 9.10 I 0-001 0.00 0.00 0.00 0.00 0.00 0.00
a_women inTotalWork- I I
force in Immediate Labor I I
Area I I

I I
6 Percentage of Ninorities 26.63 29.47 2.89 3.48 0.07 22.86 J 30.OOJ 7.99 8.84 0.86 1.04 0.02 6.86

WomenAmongThose I I
J Requisite Skills I I

_lediate Labor Area J J
I I

5 Percentage of Minorities 31.39 15.79 5.50 2.83 0.27 7.12 I 15.00l 4.70 2.36 0.82 0.42 0.04 1.06
sdndWomenAmongThose I I
Having Requisite SkiLLs I I
in Reasonable Recruitment I I
Area I I

I I
6 Percentage of Ninorities 22.04 18.83 2.84 1.67 0.00 12.31 I 55-001 12.12 10.35 1.56 0.91 0.00 7.87
ar¢IVomen_ Those I I
Promotabte or Transfer- I I
able Within Facility I I

I I
7 Percentage of Ninorities 0.00 0.00 0.00 0.00 0.00 0.00 I 0-001 0.00 0.00 0.00 0.00 0.00 0.00

ar¢ll_ at Institutior_s I I
ProvidingTraining in l I
Requisite Skills I I

I I
8 Percentage of Minorities 22.04 18.83 2.84 1.67 0.00 14.31 I 0-001 0.00 0.00 0.00 0.00 0.00 0.00

Imdt_en Mlor_j Those at l J
FaciLity WhomContractor J J
Can Train in Requisite I I
SkilLs I I

I I
l...... I ....................................

FinatJabOroupAvailsbitities 1100.0012+.az 21.56 3.23 2._ 0.06 lS.79
:::::::::::::::::::::::::::::::::::



AVAILABILITY ANALYSIS

Lawrence BerkeLey Laboratory-010193

Job Gnoup:ELec/ELectronic Engr (B05)

I ............... RawStatistics ................ I ............. Weighted Statistics ............ I
I

Tote L IVaLee Total
Factor Female Hin. BLack Hisp. Am lad Asian IWeight Female M|n. BLack Hisp. Am Ind Asian
e..eem _eeoei eoeee e e _ _ qlUl _e_e e_.eee eime. _--.e_m. .mle.e .elll lille _e.ei e.alle lelli

1A Percentage of Minorities - 41.22 9.25 15.71 0.47 15.79 i 0.00 0.00 0.00 0.00 0.00
in Population of Labor
Area Surrounding Faci Lily

0.00

1B Percentage of WomenAmong 50.23 ..... 0.00 .....

Those Seeking EmpLoyment
in Labor or Recruiting
Area

2 Percentage of Minorities 44.06 62.67 16.8.3 18.36 0.92 6.55 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and WomenAmongUnemptoyed
in Labor Area Surrounding
Faci t i ty

3 Percentage of Minorities 43.57 29.10 8.15 11.30 0.53 9.10 0.001 0.00 0.00 0.00 0.00 0.00 0.00
and Womenin Total Work-
force in Immediate Labor
Area

4 Percentage of Minorities 11.76 33.87 2.63 4.24 0.26 26.53 60.001 7.05 20.32 1.58 2.54 0.15 15
and WomenAmongThose

Having Requisite Skills
in Immediate Labor Area

5 Percentage of Minorities 9.96 15.55 4.14 3.19 0.25 7.91 12.001 1.19 1.86 0.49 0.38 0.03 0.94
and WomenAmongThose
Having Requisite Ski LLs
in Reasonable Recruitment
Area

6 Percentage of Minorities 6.38 15.96 3.19 0.00 0.00 12.77 28.00J 1.78 4.46 0.89 0.00 0.00 3.57
and WomenAmongThose
Promotable or Transfer-

able Within Facility

7 Percentage of Minorities (1.00 0.00 0.00 0.00 0.00 0.00 0.00! 0.00 0.00 0.00 0.00 0.00 0.00
and Womenat Institutions

Providing Training in
Requisite Skills

8 Percentage of Minorities 6.38 15.96 3.19 0.00 0.00 12.77 0.00! 0.00 0.00 0.00 0.00 0.00 0.00
and WomenAn_ Those at
Facility WhomContractor
Can Train in Requisite
Ski t Is

.i..lI ...... ..l... l..... ..i... ...... ......

Final Job Group AvaiLabiLities 100.00 10.04 26.66 2.97 2.93 0.19 20.44



AVAILABILITY ANALYSIS

Lawrence BerkeLey Laboratory-01/01/93
x4p:HechanicaL Engineering (B06)

]............... Raw Statistics ................ I I ............. Weighted Statistics ............ I
I i

Total Ivalue i Total
Factor Female Nin. BLack Hisp. Amlad Asian lUeightI Female Nin. Black Hisp. Am%nd Asian
"'" """ '"" "'" '"" ""'" "'"" "'"-'1 -'"'" ""- °'"- "'-'" "--" "'"
1A Percentage of Minorities - 41.22 9.25 15.71 0.47 15.79 I " 0.00 0.00 0.00 0.00 0.00

in Pol_Lation of Labor I
Area Surrounding Facility i

0.00 I
1B Percentage of Women_ 50.2] ..... I 0.00 .....

Those Seeking Employer I
in Labor or Recruiting I
Area I

I
2 Percentage of Minorities _.06 42.67 16.83 18.36 0.92 6.55 0.001 0.00 0.00 0.00 0.00 0.00 0.00

_dw__ UnempLoyed I
in Labor Area Surrounding I
FocJLity i

I
3 Perc_-ntage of Ninorities 43.57 29.10 8.15 11.30 0.53 9.10 0.001 0.00 0.00 0.00 0.00 0.00 0.00

and Wo._min Total Work- i
force in lmnediate Labor I
Area I

I
4 Percentage of Hinorities 7.49 32.04 2.23 3.91 0.12 25.70 51.501 3.85 16.50 1.14 2.01 0.06 13.'23

HomenAaKxlgThose ' i
I Requisite SkiLLs i

.¢_'¢liate Labor Area I
I

Percentage of Minorities 5.26 11.21 2.71 2.36 0.23 5.85 0.001 0.00 0.00 0.00 0.00 0.00 0.00
and WomenAmongThose i
Having Requisite Skills I
in ReasonabLeRecruitment i
Area i

i
6 Percentage of Hinorities 2.45 18.90 0.16 3.72 0.00 15.02 48.501 1.18 9.16 0.07 1.80 0.00 7.28

and WomenAmongThose I
Pr_table or Transfer- I
abLe Within FaciLity I

I
7 Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 O.OOJ 0.00 0.00 0.00 0.00 0.00 0.00

and Woa_nat Institutions i
Pr_iding Training in I
Requisite Skills i

I
8 Percentage of Hinorities 2.45 18.90 0.16 3.72 0.00 15.02 O.OOJ 0.00 0.00 0.00 0.00 0.00 0.00

and Women_ Those at I
FacitityWhom Contractor i
Can Train in Requisite J
SkiLLs i

I
°°'''°1 "''°'" "''''" "''''" °''''" "''°'" "''''"

Final Job GroupAvaitabiLities lOO.0Ol 5.04 25.67 1.22 3.82 0.06 20.52



AVAILAB! L| TY AHALYS! S

Lawrence Berkeley Laboratory-010193
Job Grc_up:Engrg& Earth Sciences (B07)

I ............... RawStatistics ................ I J............. Weighted Statistics ............ I
I I

Total JVatue J Total
Factor Female Nin. Black Hisp. Am Ind Asian JWeightJ Female Min. BLack Hisp. Am lnd Asian

1A Percentage of Minorities 41.22 9.25 15.71 0.47 15.79 J - 0.00 0.00 0.00 0.00 0.00
in Population of Labor I
Ares Surrounding Faci I ity I

o.ool
18 Percentage of YomenAmong 50.23 .... 0.00 ....

Those Seeking Employment
in Labor or Recruiting
Area

2 Percentage of Minorities _.06 42.67 16.83 18.36 0.92 6.55 0.00 0.00 0.00 0.00 0.00 0.00 0.00
end WomenAmongUnemployed
in Labor Area Surrounding
F_ i Li ty

3 Percentage of Minorities 43.57 29.10 8.15 11.30 0.53 9.10 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Womenin Total Work-
force in Immediate Labor
Area

6 Percentage of Minorities 15.93 17.38 2.62 2./d3 0.17 12.30 60.00 9.56 10.43 1.45 1.49 0.10 7.38
and WomenAmongThose
Having Requisite Skills
in Immediate Labor Area

5 Percentage of Minorities 12.72 9.26 2.40 2.53 0.23 4.05 12.sol 1.59 1.15 0.30 0.31 0.02 0.50
arid WomenAmongThose J
Having Requisite SkiLLs J
in Reasonable Recruitment J
Ares I

I
6 Percentage of Minorities 17.46 25.40 1.59 3.17 0.00 20.63 27.5ol 4.80 6.98 0.63 0.87 0.00 5.67

in:l WomenAmongThose I
Procurable or Transfer- I
able Within Facility I

I
7 Percentage ofMinorities 0.00 000 000 000 000 0.00 0.0010.00 0.00 0.00 0.00 0.00 0.00

and Womenat Institutions I
Providing Training in I
Rec_isite SkilLs I

I
8 Percentage of Minorities 17.46 25,40 1.59 3.17 0.00 20.63 0.001 0.00 0.00 0.00 0.00 0.00 0.00

and WomenAmongThose at
Facility WhomContractor
Can Train in Requisite
Skills

Final Job Group Availabilities 1100.001 15.95 18.57 2.19 2.68 0.13 13.56
I======j ====== ====== ====== ====== ======

I0



AVAILABILITY ANALYSIS

Lawrence BerkeLey Laboratory-01/01/93
:_Jp:Faci Lilies Engineers (SO8)

I ............... Raw Statistics ................ i I ............. Weighted Statistics ............ I
I I

Total !Value I Total
Factor Femte _in. Black Hisp. Am Ir,:J Asian IWeightl Female Hin. Black Hisp. Am lnd Asian
..... " " ............. "" " ............... I "°°°°" I ''" .............................

1A Percentage of Minorities - 41.22 9.25 15.71 0.47 15.79 I " 0.00 0.00 0.00 0.00 0.00
in Population of Labor I
Area Surrounding Faci Lily I

0.00 I
1B Percentage of Won_ Among 50.23 ..... 0.00 .....

Those Seeking SmpLoymnt
in Labor or Recruiting

Area

2 Percentage of Minorities 44.06 /,2.67 16.83 18.36 0.92 6.55 0.00 0.00 0.00 0.00 0.00 0.00 0.00

and WomenAmongUnemployed
in Labor Area Surrounding
Facility

3 Percentage of Ninorities 43.57 29.10 8.15 11.30 0.53 9.10 0.00 0.00 0.00 0.00 0.00 0.00 0.00
end Womenin Total Work-
force in ImmuediateLabor
Area

/, Percentage of Ninorities 16.61 28.24 2.71 4.98 0.35 20.04 46.00 7.64 12.99 1.24 2.29 0.16 9.21
WomenAmongThose
g Requisite Skills

,,m_diate Labor Area

5 Percentage of Minorities 11.72 13.86 3.00 4.34 0.25 6.20 15.00 1.75 2.07 0.45 0.65 0.03 0.93
Mom_ An_g Those

Having Requisite Skills
in Reasonable Recruitment
Area

6 Percentage of Ninorities 14.71 26.47 5.88 0.00 2.94 17.65 39.00 5.73 10.32 2.29 0.00 1.14 6.88

and WomenAmo_gThose
Promotabte or Transfer-

able Within Facility

7 Percentage of Ninorities 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Women at Institutions

ProvidingTraining in

Requisite Skills

8 Percentage of Minorities 14.71 26.47 5.88 0.00 2.94 17.65 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and MomenAmongThose St
Facility WhomContractor
Can Train in Requisite
Skills

...mee e._me. .mme_e eem... ...... ...mm. e..eee

Final Job Group Avaitabitities 1100.00 15.13 25.39 3.99 2.94 1.34 17.03

11



AVA%LAB%LITYANALYS%S

Lawrence Benkeley Laboratory-0101193
Job Group:Econ/AnaLysi s (809)

I ............... Raw Statistics ................ I ............. Weighted Statistics ............ I
I

Total IvaLue Total
Factor Female Nin. BLack Hisp. Am %nd Asian Ik/eight Female Min. BLack Hisp. AmEnd Asian
_Qoe_e .eeeoe _eome eeoc. _o.e_ _oOOeo e _ e _ qlaD .ooee_ Ooe._ _oon _.epe oe.ee oeooee o..oo

IA Percentageof Minorities - 41.22 9.25 15.71 0.47 15.79 - 0.00 0.00 0.00 0.00 0.00

in PopuLation of Labor
Area Surrounding Faci Lily

0.00

1B Percentage of WomenAmong 50.23 ..... 0.00 - - -
Those Seeking Employment
in Labor or Recruiting
Area

2 Percentage of Minorities _.06 62.67 16.83 18.36 0.92 6.55 0.00 0.00 0.00 0.00 0.00 0.00 0.00
end WomenAmongUnempLoyed
in Labor Area Surrounding
Feci Li ty

3 Percentage of Minorities 43.57 29.10 8.15 11.30 0.53 9.10 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Womenin Total Work-
force in Immediate Labor
Area

4 Percentage of Minorities 18.61 7.62 1.91 1.42 0.12 4.16 13.00 2.42 0.99 0.24 0.18 0.01 0.54
and MomenAmongThose

Having Requisite Ski tLs
in Immediate Labor Area

5 Percentage of Minorities 18.61 7.62 1.91 1.42 0.12 4.16 30.201 5.62 2.30 0.57 0.43 0.03 1.25
and WomenAmongThose J
Having Requisite Skills J
in ReasonabLeRecruitment J
Area I

I
6 Percentage of Hinorities 22.83 22.00 3.50 0.78 0.98 16.74 56.801 12.96 12.49 1.98 0.44 0.55 9.50

WomenAmongThose I '
Promtabte or Transfer- I
able Within Facility I

I
7 Percentage of Hinorities 0.00 0.00 0.00 0.00 0.00 0.00 0.001 0.00 0.00 0.00 0.00 0.00 0.00

Womenat Institutions l
Providing Training in I

Requisite Ski t ls l
I

8 Percentage of Minorities 22.83 22.00 3.50 0.78 0.98 16.74 OOOlooo oo0 ooo ooo ooo o_
and womenAmongThose at I
Faci t i ty MhoolContractor I
Can Train in Requisite I
Skills l

I
I...... I ....................................

Final Job Group Availabilities ILOO.OO121.00 15.79 2.81 1.06 0.60 11.30

I--:_--;I=---:; -.-;-:= :_--..: ::____.

12



AVAILABIL%TYANALYS%S

Lawrence Berkeley Laboratory-01/01/93
_Jp:Tech Editing/Writing (BIO)

I ............... RawStatiStiCs ................ I I ............. Weighted Statistics ............ J
I I

Total IVaLue I Total
Factor Female Win. SLack Hisp. Am lnd Asian _WeightI Fenvtle Min. Black HJsp. Am Ind Asian
eseeeee emcees eases seose cease assess e_see leek.as I Q.sees eeoc@ eQe_e ee_ee oQoseo .lets

1A Percentage of N|norities - 41.22 9.25 15.71 0.47 15.79 I " 0.00 0.00 0.00 0.00 0.00
|n Popular|on of Labor i
Area Surrounding Faci Lily I

0.00 I
1B Percentage of WomenAmong 50.23 ..... 0.00 .....

Those Seeking Employment
in Labor or Recruiting
Area

2 Percentage of Ninorities _.06 42.67 16.83 18.36 0.92 6.55 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Woe_n AmongUnemployed
in Labor Area Surrounding
Faci t | ty

3 Percentage of Minorities 43.57 29.10 8.15 11.30 0.53 9.10 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Womenin Total Work-
force in Immediate Labor
Area

4 Percentage of Minorities 52.99 13.56 3.53 3.52 0.14 6.28 40.00 21.19 5.42 1.61 1.40 0.05 2.51
and Womenknon9 Those

ti Requisite Skills
mediate Labor Area

5 Percentage of Minorities 50.28 9.90 4.87 2.55 0.35 2.08 18.75 9.42 1.85 0.91 0.47 0.06 0.39
and WomenAmongThose
Having Requisite Skills
in Reasonable Recruitment
Area

6 Percentage of Minorities 46.64 30.00 10.71 9.12 1.53 8.64 41.25i 19.23 12.37 4.41 3.76 0.63 3.56
and WomenAmongThose
Prom,table or lransfer-

able Within Facility

7 Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Womenat Institutions

Providing Training in
Requisite Ski tls

8 Percentage of Minorities 46.64 30.00 10.71 9.12 1.53 8.6/, 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and WomenAmongThose at

Facility WhomContractor
Can Train in Requisite
Ski t ls

..,,..q. ...... ...... ...... ...... ...... ......

Final Job Group Availabilities JlO0.O0 49.86 19.65 6.74 5.65 0.75 6.47

13



AVA1LAB| LI TY ANALYS| S

Lawrence BerkeLey Laboratory-01101193
Job Group:Research Associate (Bll)

............... RaMStatistics ................ I J............. Weighted Statistics ............ I
I I

Total IVaLue I Total
Factor FemaLe Nin. BLack Hisp. Amlad Asian IWeight I FemaLe Nin. BLack Hisp. Amand Asian
"''" ......... "" ....................... I ...... I ................ " ...............

1A Percentage of Minorities - 41.22 9.25 15.71 0.47 15.79 J I " 0.00 0.00 0.00 0.00 0.00
in Population of Labor I J
Area Surrounding Facility I

I o.ool
1B Percentage of I_ Among 50.23 ..... J I 0.00 .....

Those Seeking Employment I I
in Labor or Recruiting I I
Mr,, I I

I I
2 Percentage of llinor_ies _.06 +2.67 16.83 18.36 0.92 6.55 I 0"001 0.00 0.00 0.00 0.00 0.00 0.00

_ _ u,_tov_ I I
in Labor Area Surrounding I I
Facil.'ity I I

I I
• . . ,ii

3 Percentage of Mznorlt+es /.3.57 29.10 8.15 11.30 0.53 9.10 I 0-001 0.00 0.00 0.00 0.00 0.00 0.00
and I_men in Total Work- I l
force in lmediate Labor I I
Area I I

I I
4 Percentage of Minorities 52.02 11.18 5.03 2.57 0.40 3.17 I _.001 22.89 4.92 2.21 1.13 0.17 1.39

mindWomenAmong Those i I
Having Requisite SkiLLs I I
in llmediate Labor Area l l

I I
5 Percentage of Minorities 52.02 11.18 5.03 2.57 0./.0 3.17 12o.ool1o./.o 2.23 1.oo o.51 o.o8 o._

and WomenAmongThose I I
Having Requisite Skills I I
in Reasonable Recruitment l l
Area I I

I I
6 Percentage of Minorities 38.89 19.57 1.78 2.53 0.00 15.26 I 36-001 1/..00 7.04 0.6/. 0.91 0.00 5./.9

and l,lo.'m_ Among Those I I
Promotable or Transfer- I I
able Within Facility I I

I I
7 Percentage of llinorities 0.00 0.00 0.00 0.00 0.00 0.00 I 0-001 0.00 0.00 0.00 0.00 0.00 0.00

and _ at Institutions I I
Providing Training in I I
Requisite SkilLs I I

I I
8 Percentage of Minorities 38.89 19.57 1.78 2.53 0.00 15.26 i O-OOI 0.00 0.00 0.00 0.00 0.00 0.00

and WomenAmongThose at I I
FaciLity WhomContractor I I
Can Train in Requisite I I
Skills I I

I I
I...... I ....................................

Final Job Group AvaiLabiLities IlOO.OOl/.7.29 1/..20 3.86 2.55 0.25 7.52
I======1=:==_==...... ==:::=======
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' AVAILABILITY ANALYSIS

Lawrer_e BerkeLey Laboratory-01/0193
_Jp:Administrators/A_tysts (813)

............... Raw Statistics ................ I I ............. Weighted Statistics ............
I I

Total Ivalue I Total
Factor Fe_Le Hin. BLack Hisp. Am lad Asian Iweight I FmLe Hin. BLack Hisp. Am |rid Asian
"'"°" "'"'" "'"" ""'" "'-'- """" ""-" I'""'I"'"'" "'"" "-"" "'-'" -"-'" -'-'"
1A Percentage of Minorities - 41.22 9.25 15.71 0.47 15.79 I I - 0.00 0.00 0.00 0.00 0.00

in Po1:xJtationof Labor I I

Area Surrounding FaciLity I I
I o._1

1I Percentage of WomenAmong 50.23 ..... I I o.oo .....
Those Seeking EmpLoyment I I
in Labor or Recruiting I I
Area I I

I I
2 Percentage of Minorities 44.06 42.67 16.83 18.36 0.92 6.55 I 0.001 0.00 0.00 0.00 0.00 0.00 0.00

__ Among_to_ I I
in Labor Area Surrounding I J
FaciLity I I

I I
3 Percentage of Ni_rities 43.57 29.10 8.15 11.30 0.53 9.10 I o.ool 0.00 o.oo o.oo o.oo o.oo o.oo

end k_m_ in Total Work- I I
force in llmediate Labor I I
Aree I t

I I
4 Percentage of Ninorities 45.82 23.08 5.70 5.96 0.36 10.91 J 40.OOJ 18.32 9.23 2.28 2.38 0.14 4.36

and WomenAmongThose I I
Requisite SkiLLs I I

mediate Labor Area I I
I I

5 Percentage of Hinorities 42.48 14.16 6.80 3.82 0.42 3.05 I 18.251 7.75 2.58 1.24 0.69 0.07 0.55
and Women Among Those I I
Having Requisite SkiLLs I I
in ReasonabLeRecruitment I I
Area I I

I I
6 Percentage of Minorities 78.19 32.26 13.23 6.32 0.11 12.60 141.7_132.64 13.46 5.52 2.63 0.04 5.26
lnd UonenAmong Those I I
Promotabte or Transfer- I I
abLe Within FaciLity I I

I I
7 Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00I 0.001 0.00 0.00 0.00 0.00 0.00 0.00
and Women st Institutions I I
Providing Training in I I
Requisite SkiLLs I I

I I
8 Percentage of Ni_rities 78.19 32.26 13.73 6.32 0.11 12.60 1 O-OOI 0.00 0.00 0.00 0.00 0.00 0.00
lnd WomenAmong Those at I I
FaciLity NhomContractor I I
C_Train in Requisite I I
SkiLLs I I

I I
I...... I ....................................

Final Job Group AvaiLabiLities 11oo.ool58.72 25.28 9.m 5.72 0.26 10.18
I===I ...= == ==
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AVAILABILITY ANALYSIS

La_rence BerkeLey Laboratory-01101193
Job Group:Environ Health & Safety (B16)

I ............... Raw Statistics ................ I I ............. Weighted Statistics ............ I
I I

Total IVaLue I Total
Factor Female Nin. BLack flisp. Amlnd Asian IWeightl Female Nin. BLack Hisp. Amlnd Asian
eeeeeo meo.., m_e.e mee.a em.em _memme .e_ao ee_m. I eDImemO eee_ meeee _e.oe _eewe. ..met

1A Percentabe of Ninorities o /,1.22 9.25 15.71 0.47 15.79 I " 0.00 0.00 0.00 0.00 0.00
in Population of Labor
Area Surrounding Facility

o.ooi
111Percentage of WomenAmong 50.23 .... I 0.00 ....

Those Seeking EmpLoyment I
in Labor or Recruiting I
Area I

I
2 Percentage of Minorities 44.06 42.67 16.83 18.36 0.92 6.55 0.001 0.00 0.00 0.00 0.00 0.00 0.00

madWomenAmongUnemployed i
in Labor Area Surrounding
Faci Li ty I

I
3 Percentage of Minorities 43.57 29.10 8.15 11.30 0.53 9.10 0.001 0.00 0.00 0.00 0.00 0.00 0.00

and Womenin Total Work- I
force in Immediate Labor I
Area I

I
& Percentage of Ninorities 21.86 6.22 0.51 1.77 0.00 3.93 60.001 13.11 3.73 0.30 1.06 0.00 2.35

and WomenAmongThose
Having Requisite Skills
in lmediate Labor Area

5 Percentage of Minorities 21.86 6.22 0.51 1.77 0.00 3.93 35.83 7.83 2.22 0.18 0.63 0.00 1.40
and WomenAmongThose

Having Requisite Ski LLs
in Reasonable Recruitment
Area

6 Percentage of Minorities 14.71 26.47 5.88 0.00 2.94 17.65 4.17 0.61 1.10 0.24 0.00 0.12 0.73
and WomenAmongThose
Promotabie or Transfer-

able Within Facility

7' Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Womenat Institutions

Providing Training in

Requisite SkiLLs

8 Percentage of Ninorities 14.71 26.47 5.88 0.00 2.94 17.65 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and WomenAmongThose at
FaciLity WhomContractor
Can Train in Requisite
Ski LLs

J m.m.. o....m .m.m.m m,..mm. .m..mm ...m.. .m..m.

Final Job Group Availabilities 11oo.oo21.56 7.06 0.73 1.70 0.12 4.50
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AVAILABILITY ANALYSIS

Lawrence Berkeley Laboratory-01/01/93
:up:Cmq_uter Technicians (C01)

J............... RaMStatistics ................ J I ............. Weighted Statistics ............ I
I I

Total IvazueJ Total
Factor FemaLe Nin. BLack Hisp. Amlnd Asian Iweightl Female Nin. BLack Hisp. Am Ind Asian
tOllee ellOl_ eeloe lelti loll. _le_lt lOlle JealillD I --ee tat lllee eel_e legal eolew, eete.

1A Percentage of Ninorities - 41.22 9.25 15.71 0.47 15.79 I I " 0.00 0.00 0.00 0.00 0.00
in PopuLation of Labor I I
Area Surrounding FaciLity I J

I o.ool
1B Percentage of WomenAmong 50.23 ..... i I 0.00 .....

Those Seeking Employment I I
in LM:x)r or Recruiting J I
Area I I

I I
2 Percentage of Ninorities 44.06 42.67 16.83 18.36 0.92 6.55 I O.OOI 0.00 0.00 0.00 0.00 0.00 0.00

endwoe,,mo_unemployed I I
;" Labor Area Surrounding I I

, ity I I
I I

3Percentageof.inorities 43.57 29.10 8.15 11.30 0.53 9.10I o.ool o.oo o.oo o.oo o.oo o.oo o.oo
and _ in Total Work- I I
force in %mmediateLabor ! I
Area I I

! I
4 Percentage of Ninorities 30.28 29.24 3.53 3.97 0.14 21.47 147-50114.38 13.89 1.67 1.88 0.07 10.19

lrd WomenAmongThose I I
_g Requisite Skills I I
aediate Labor Area I !

I I
5 Percentage of Ninorities 30.28 29.24 3.53 3.97 0.14 21.47 I 40"001 12.11 11.69 1.41 1.58 0.05 8.58

and WomenAmongThose I I
Having Requisite SkiLLs I I
in ReasonabLeRecruitment I I
Area I I

I I
6 Percentage of Ninorities 26.32 42.11 5.26 15.79 5.26 15.79 I 12.501 3.29 5.26 0.65 1.97 0.65 1.97

and WomenAmongThose I I
Promotabte or Transfer- I I
able Within Facility I I

I I
7PercentageofIqinorities 0.00 0.00 000 0.00 0.00 0.00I o.ool o.oo o.oo o._ o.oo ooo o_

andWomenatXnstitutions I I
Providing Training in I I
Requisite SkiLLs I I

I I
8 Percentage of Minorities 26.32 42.11 5.26 15.79 5.26 15.79 I o.oolo.oo ooo o.oo ooo o.oo ooo

arid WomenAmongThose at I I
FaciLity WhomContractor I I
Can Train in Requisite I I
Ski,ts I I

I I
I...... I ....................................

Final Job Group AvaiLabiLities 11oo.ool29.79 30.85 3.75 5.44 0.78 20.76
I:':==:1=::::" :=:::: "::':: =':: :::::: :-:--::
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AVAILABILITYANALYSIS

Lawrence BerkeLey Laboratory-010193
Job Group:MechanicaL Technicians (C02)

{............... Ra_tStatistics ................ I I ............. Weighted Statistics ............ I
I I

TotaL IVaLue I Total
Factor FemaLe Min. BLack Hisp. Am |nd Asian Weight I FemaLe Min. BLack Hisp. Amlad Asian
U I t lie tl N t O O t e e I _ It. e O e _ ! e e el O e _ _ It ! O I ! O mt t t i _ lea _ ! t _ t t e O O ! O t t _ I t t _. I ! t O O e O U t

1A Percentage of Minorities - 41.22 9.25_ 15.71 0.47 15.79 I " 0.00 0.00 0.00 0.00 0.00
in PopuLation of Labor I
Area Surrounding FaciLity I

0.00 I
16 Percentage of WomenAn_ 50.23 ..... I 0.00 .....

Those Seeking EmpLoyment I
in Labor or Recruiting I
Area I

I
2 Percentage of Minorities 44.06 42.67 16.83 18.36 0.92 6.55 0.001 0.00 0.00 0.00 0.00 0.00 0.00

and_xnenAmongUnemptoyed I
in Labor Area Surr_ing I
Faci t | ty I

I
3 Percentage of Minorities 43.57 29.10 8.15 11.30 0.53 9.10 0.001 0.00 0.00 0.00 0.00 0.00 0.00

Imcl_men in TotaL Work- I
force in Immediate Labor l
Area I

I
4 Percentage of Minorities 12.04 30.01 2.15 9.21 1.14 16.75 18.5012.22 5.55 0.39 1.70 0.21 3.09

and WomenAmongThose

Having Requisite Ski tts
in Immediate Labor Area

5 Percentage of Minorities 12.04 30.01 2.15 9.21 1.14 16.75 4.00 0.48 1.20 0.08 0.36 0.04 0.67
and WomenAmongThose
Having Requisite SkiLLs
in ReasonabLeRecruitment
Area

6 Percentage of Minorities 3.57 19.32 2.15 7.36 0.00 9.81 77.50 2.76 14.97 1.66 5.70 0.00 7.60
and WomenAmongThose
PromotabLe or Transfer-

able Within FaciLity

7 Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and _n at Institutions

Providing Training in
Requisite Ski l ls

8 Percentage of Minorities 3.57 19.32 2.15 7.36 0.00 9.81 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and WomenAn_0ngThose at
FaciLity WhomContractor

Can Train in Requisite
Skitts

..0... ...... 00.... .0.... .0..0. ...... ......

Final Job Group Avaitabitities 100.00 5.47 21.72 2.15 7.77 0.25 11.37
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AVA!LABILITY ANALYS|S

Lawrence Berkeley Laboratory-01/01/93
•oup:Etectronic Technicians (C03)

I ............... Raw Statistics ............................. Weighted Statistics ............ I

Total Value Total

factor Femsle Min. BLack Hisp. AmXnd Asian Weight Female Min. Black Hisp. Am Ind Asian
1,0..,.,. ,....o. ....o. .,. e,,. ..,... ..ol,.. G,.,. ,.,, .,Doe,,*, ..,..... ..o.. 0:... .0... ...... .....

1A Percentage of Ninorities - 41.22 9.25 15.71 0.47 15.79 - 0.00 0.00 0.00 0.00 0.00
in Population of Labor
Area Surrounding Feci lily

0.00

1B Percentage of WomenAmong 50.23 ..... 0.00 .....

Those Seeking Employment
in Labor or Recruiting
Area

2 Percentage of Ninorities _.06 42.67 16.83 18.36 0.92 6.55 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and t/oatenAmongUnemtoyecl
in Labor Area Surrounding
Feci t Jty

3 Percentage of Minorities 43.57 29.10 8.15 11.30 0.53 9.10 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Momenin Total Work-
force in Immediate Labor
Area

4 Percentage of Ninorities 18.85 47.41 6.31 9.49 0.66 30.87 25.00 4.71 11.85 1.57 2.37 0.16 7.72
and UomenAmongThose

_g Requisite Skills
._ediate Labor Area

5 Percentage of Minorities 18.85 47.41 6.31 9.49 0.66 30.87 22.75 4.29 10.78 1.43 2.15 0.15 7.02
lind WomenAmongThose
Having Requisite Skills
in Reasonable Recr_Jitment
Area

6 Percentage of Ninorities 6.74 25.62 6.94 3.92 0.44 14.32 52.25 3.52 13.38 3.62 2.04 0.22 7.48
and WomenAmongThose
Promotable or Transfer-

able Within Facility

7 Percentage of NJnorities 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and _ at Institutions
Providing Training in

Requisite Skills

8 Percentage of Ninorities 6.76 25.62 6.94 3.92 0.44 16.32 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and WomenAmongThose at
Facility WhomContractor
Can Train in Requisite
Skills

e_._e e e _e_e oem.e. _.ee_e eeeeoe ee_e. meem.e

Final Jot) Group Avai tabi titles 100.00 12.52 36.02 6.64 6.58 0.54 22.22

t
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AVAILABILI TY ANALYS! S

Lawrence Berkeley Laboratory-01/01/931

Job Group:Tech/Research (C04)

I ............... RaMStatistics ............................. Weighted Statistics ............ I

Total iVatue Total
Factor Female Nin. BLack Hisp. Am |nd Asian Weight Female Min. BLack Hisp. Am lad Asian
elll.e .el.l. ell.. e._.. .ella i...e_ ileal el. el. el.lee Ill.! lllel lee el e_llel oee el

1A Percentage of Ninortties - 61,22 9.25 15.71 0,47 15.79 - 0.00 0,00 0,00 0,00 0,00

in Population of Labor
Area Surrounding Facility

0.00 I
111Percentage of WomenAmong 50.23 ..... I 0.00 .....

Those Seeking Employment I
in Labor or Recruiting I
Area

I
2 Percentage of Minorities _.06 42.67 16.83 18.36 0.92 6.55 0.001 0.00 0.00 0.00 0.00 0.00 0.00

womenAmongU._toyed I
in Labor Area Surrounding I
Fac i t Jty I

I
3 Percentage of Minorities /*3.57 29.10 8.15 11.30 0.53 9.10 o.ool o.oo ooo ooo o.oo ooo ooo

and Women in Total Work- I
force in Immediate Labor I
Area I

I
4 Percentage of Minorities 34.33 42.14 6.71 10./,9 0.29 24.65 45.251 15.53 19.07 3.03 /*.74 0.13 1'

and WomenAmongThose I
HavingRequisite SkiLLs I
in Imnediate Labor Area I

I
5 Percentage of Minorities 34.33 42.1/* 6.71 10.49 0.29 2/*.65 20.001 6.86 8.42 1.34 2.09 0.05 4.93

and WomenAmongThose l
Navi_ Requisite Skills l
in ReasonabLeRecruitment l
Area l

I
6 Percentage of Minorities 13.89 21.44 5.53 5.59 0.00 10.32 m.nl 4.82 7/.5 1.92 1.94 0.00 3.58

and womenAmongThose I
Promotabte or Transfer- I
able Within Facility I

I
7 Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 0.001 0.00 0.00 0.00 0.00 0.00 0.00

Womenst Inmtitutions I
Providing Training in I
Requisite SkiLLs I

I
8 Percentage of Minorities 13.89 21.44 5.53 5.59 0.00 10.32 o.ool o.oo o.oo o.oo o.oo o.oo o.oo

and WomenA_ Those at I
Faci Lily WhomContractor l
Can Train in Requisite I
Ski t is l

I
I......I....................................

Final Job Group Availabilities IlOO.OOl27.23 34.95 6.30 8.78 0.19 19.67
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AVAILAB! L1TY AHALYSi S

Lawrence BerkeLey Laboratory-01/01/93

_up:Design Graphics (C05)

{ ............... RawStatistics ................ I I ............. Weighted Statistics ............ I
I I

Total IVaLue I Total
Factor FemaLe Ntn. BLack Hisp. AmSad Asian IWelght i FenmLe M|n. BLack Hisp. Am lad Asian
. .._oe t qull_ _. o _e_m emcee e auuJ! e e ..e.oe _eo_. In.emma I ep_eee me. _llm. ietem e nmDo e s, ..e.e. .memo

1A Percentage of Ninorittes - 41.22 9.25 15.71 0.47 15.79 I I " 0.00 0.00 0.00 0.00 0.00
in PopuLation of Labor I I
Area Surrounding FaciLity i i

I o.ooi
1B Percentage of WomenAmong 50.23 .... i I 0.00 .....

Those S_k|ng EmpLoyment l I
in Labor or Recruiting I I
Area t I

I I
2 Percentage of Ni_rtti_ Ldo.06 42.67 16.83 18.36 0.92 6.55 i 0-001 0.00 0.00 0.00 0.00 0.00 0.00

wo.__ u,-mtoyed I I
in Labor Area Surrounding I I
F,,cItity I I

I I
:3 Percmtage of Hi.Pities +3.57 29.10 8.15 11.30 0.53 9.10 I O.OOi 0.00 0.00 0.00 0.00 0.00 0.00

mindWomen 'in Total Work- I I
force in Immediate Labor I I
Area I I

I I
4 Percenta_ of Mi_rities 24.73 36.01 4.70 11.66 0.46 18.96 I 32._1 8.10 11.79 1.54 3.81 0.15 6.21

WomenAmongThose I I
"_J Requisite SkiLLs I I

_ediete Labor Area i I
I I

5 Percentage of Hi_rities 24.73 36.01 4.70 11.66 0.46 18.96 I 10.001 2.47 3.60 0.47 1.16 0.04 1.89
and WomenAmongThose I I
Having Requisite SkiLLs I
in ReasonabLeRmruttm_t I I
Area i I

I I
6 Percentage of Minorities 22.64 30.19 9.43 5.66 0.00 15.09 I 57.251 12.96 17.28 5.39 3.24 0.00 8.63

mindWomenAmo_ Those I I
Promotable or Tramfer- I I
abLe Within FaciLity I I

I I
7 Percentage of Ninorities 0.00 0.00 0.00 0.00 0.00 0.00 i O'OOI 0.00 0.00 0.00 0.00 0.00 0.00

w_l Womenat Xrstitutiors ] I
Providing Training in i I
Requisite SkiLLs l I

I I
8 Percentage of Mi_rities 22.64 30.19 9.43 5.66 0.00 15.09 I 0.001 0.00 0.00 0.00 0.00 0.00 0.00

and WomenAmongThose at I I
FaciLity WhomContractor i I
Can Train in Requisite i I
SkiLLs I I

I I
I...... I ....................................

Final Job Group Avettabtt|tles 11oo.ool2:3.53 32.68 7.41 8.22 0.19 16.74
i==----z--J =_--=== =l==== ====== ====== _===== am--=--=
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AVAILABIL%TYANALYSIS

Lawrence BerkeLey Laboratory-01101/93

Job Oroup:Heatth/NedicaL Technicians (C06)

I ............... Raw Statistics ................ J ............. Weighted Statistics ............ I
I

Total IVatue Total
Factor FemaLe lain. BLack Hisp. Amlad Asian IWeight FemaLe lain. BLack Hisp. Am lad Asian
emcee, emeeem ee... mneem eelee _eeleo oeem. lelseeeo ee_ee e.il. eemml _.ele ie_..m oeome

IA Percehtage of Minorities - 41.22 9.25 15.71 0.47 15.79 I - 0.00 0.00 0.00 0.00 0.00
in PopuLation of Labor I
Area Surrounding Faci t i ty [

I o.oo
16 Percentage of WomenAmong 50.23 ..... [ 0.00 .....

Those Seeking EmpLoyment I !
in Labor or Recruiting J !
Area J

I
2 Percentage of Htnortttes L_.t:M 42.67 16.83 18.36 0.92 6.55 [ 0.00 0.00 0.00 0.00 0.00 0.00 0.00

andworn.AmongUnenptoyed I
in Labor Area Surrounding I
FaciLity J

I
3 Percentage of Htnorittes 43.57 29.10 8.15 11.30 0.53 9.10 I 0.00 0.00 0.00 0.00 0.00 0.00 0.00

and Womenin TotaL Work- j

force in Immediate Labor I
Area [

I
& Percentage of H|norities 76.29 37.06 8.29 7.63 0.45 20.59 [ 32.75 2/,+98 12.13 2.71 2.50 0.14 6.74

and WomenAmongThose J
Hav|ng Requisite Ski tts [
|n Immediate Labor Area [

I
5 Percentage of Ninorities 71.42 37.92 8.24 11.42 0.38 17.69 [ 10.00 7.14 3.79 0.82 1.14 0.03 1.77

arid WomenAmongThose I
Having Requisite SkiLLs i
|n Reasonable Recruitment i
Area J

I
6 Percentage of Minortt|es 46.80 32.14 17.92 5.71 0.28 8.23 [ 57.25 26.79 18.40 10.25 3.26 0.16 4.71

and WomenAmongThose I
Proinotabte or Transfer- I

able Within Facility I
I

7 Percentage of Ninortt|es 0.00 0.00 0.00 0.00 0.00 0.00 [ 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Womenat Institutions J
Providing Training in I
ReclU|Site SkiLLs l

I
8 Percentage of Hinortties 46.80 32.14 17.92 5.71 0.28 8.23 i 0.00 0.00 0.00 0.00 0.00 0.00 0.00

and WomenAmongThose at I
Faci t|ty WhomContractor I
Can Train in Requisite I
SkiLLs I

I
I ..,.... . ....,.. ...l.. ,.,. ,. e .,. i,m.... *.,, i.... ......

FinaL Job Group AvaiLabiLities IlOO.OOl58.92 34.33 13.80 6.91 0.34 13.22
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AVAILABILITYANALYSIS

Lawrence BerkeLey Laboratory-010193
)_:Techntcat Associates (C07)

I ............... Raw Statistics ................ J I ............. Weighted Statistics ............ J
I I

TotIL Jvetue J Total
Factor FemaLe #in. BLack Hisp. Am Ind Asian IWeightJ FemaLe Ntn. SLack HJsp. Amand Asian

1A Percentage of #tnorit|es - 41.22 9.25 15.71 0.47 15.79 I " 0.00 0.00 0.00 0.00 0.00
in Popu|stion of Labor I
Area Surroundi n9 Fsct t t ty I

0.00 I
16 Percentage of Women_ 50.23 .... I 0.00 .....

Those Seeking EmpLoyment I
in Labor or Recruiting J
Area I

I
2 Percentage of Ntnortties 4_.06 42.67 16.83 18.36 0.92 6.55 O.OOJ 0.00 0.00 0.00 0.00 0.00 0.00

endWen _ unmptoyed J
tn Labor Area Surrounding

I
I

3 Percentage of Ninortt|es 43.57 29.10 8.15 11.30 0.53 9.10 O.00J 0.00 0.00 0.00 0.00 0.00 0.00
and Women| n ToteL Work- J
force in Immediate Labor I
Area J

I
4 Percentage of Ntnorities 33.24 36.07 4.38 9.26 0.61 21.77 73.001 24.93 27.05 3.28 6.95 0.66 16.32

and W_ten AmongThose J
Requisite Ski t Ls

• ldtste Labor Ares
I

5 Percentage of minorities 33.24 36.07 4.38 9.26 0.61 21.77 25.00J 8.31 9.01 1.09 2.31 0.15 5.44
and _ ._ong Those I
Mevtng Requisite Ski t ts [
in ReasonabLe Recrut tnmnt J
Area J

I
:enrage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 O.00J 0.00 0.00 0.00 0.00 0.00 0.00

and _ AmongThose J
Promotebte or Transfer- I
able W|thtn Facttity J

I
7 Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 O.00J 0.00 0.00 0.00 0.00 0.00 0.00

end I_omenst Institutions J
Provtd|ng Training tn J
Requisite SkiLLs J

I
8 Percentage of Ninortties 0.00 0.00 0.00 0.00 0.00 0.00 O.00J 0.00 0.00 0.00 0.00 0.00 0.00

end _ A_ Those St J
FaciLity WhomContractor J
Can Trsln in Requisite J
SkiLLs I

I
"llIII I le_II" mleli, lliIiii .lllli _l i.lJll IelllIl

Final Job Group Avsi [mbt Lilies lOO.OOI3:3.24 36.07 4.38 9.26 0.61 21.77
IIllmI I IIHIIII IIIIIl IlmlIl IIImIl IIIlll mIIIII
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AVAILABILITY AMALYSlS

Lawr_e BerkeLey Laboratory-01/01/93 A
Job Group:AcceLerator Operators (C08)

I ............... Re. StatiStiCS ................ I ............. Ide_ghted Statistics ............ 1
I

Total IVat_ Total
Factor FemaLe Plln. BLack Hisp. Am ]nd Asian IVetght FemaLe lttn. BLack Hisp. Am ant'+ Asian
•a..e.. .l_... .i...g I. ,...D,. ee..,, o_.,lol. .e.mo I.o.e=,. a m=,.e.. ,._.... l..o., e-o.. .,. o,m ._ o _.,..I.

1A Percentage of 141_rtt|ee - 41.22 9.25 15.71 0.47 15.79 I - 0.00 0.00 0.00 0.00 0.00
in Pol_Lation of Labor i

Area Surrounding FaciLity I
I o.oo

1i Percimtl_le of WomenAmong 50.23 ..... I 0.00 .....
Those Seeking EmpLoyment I
in Labor or Recruiting I
Area I

I
2 Percentage of Ni_rit|ee &&.06 42.67 16.83 18.36 0.92 6.55 I 0.00 0.00 0.00 0.00 0.00 0.00 0.00

_ _ u_t_ I
In Labor Area Surrounding I
Faci t | ty l

I
3 Percentage of Mi_rtttee 63.57 29.10 8.15 11.30 0.53 9.10 I 0.00 0.00 0.00 0.00 0.00 0.00 0.00

and Womenin Total Work- I
force in Immediate Labor I
Area I

I
& Percentage of Ht_rtt|es 34.33 42.14 6.71 10.49 0.29 24.65 I 45.00 15.45 18.96 3.02 4.72 0.13 11.09

and YemenMmng Those I
Hiving Requts|te Ski tts I
in Imnediate Labor Area l

I
5 Percentage of fll_ritiee 34.33 42.14 6.71 10.49 0.29 24.65 i 2o.5ol 7.03 8.64 1.37 2.15 0.06 5.05

and WomenAmong Those I I
Having Requisite SkiLLs I I
in ReasonabLeRecruitment I l
Area I I

I I
6 Percentage of Mtnorit+es 22.72 9.09 &.54 4.54 0.00 0.00 I 34"501 7.84 3.13 1.56 1.56 0.00 0.00

end YomenAmongThole I I
Promotabte or Transfer- I I
able Within Facility I I

I I
7 Percentage ofHi_ritiee 0.00 0._ 000 0.00 0.00 O_ I 0.0010.00 O.m 0._ 0._ 0.00 O.m

,ridwo,_at I_t_tuttom I I
Providing training in I I
nequislte SkiLLs I I

I I
8 Percentage ofMinorities 0.00 O.m 0.00 0.00 0.00 0.00I o.ool o.oo o.m o.m o.oo o.oo o.m

m_l WomenAmong Those at I I
FaciLity WhomContractor I I
Can Train in Requisite I I
SkiLLs I I

I I
I ...... I ....................................

Final Job Group Ave|lab|Lit|as II_.OOl 30.33 30.74 5.96 8.44 0.19 16.14
I-----1 mills. I,=:la =llln= .=flail: ====all
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AVAILABILITYANALYSIS

Lawrence BerkeLey Laboratory-01/01/93
sup:Off 4ce Serv/ces (001)

I ............... RaklStatistics ................ I ............. b/sighted Statistics ............ i
I

Total Ivetue Total
factor Female Kin. BLack H|sp. /m lad Asian Ib/eight Female His. Black H|sp. Amlad Asian
eeme lied enlemle IQee4n ePem@le limes ee_eee eelllQ ieJoemqm ! e lilacs IQIII eemme dDeQle .nee.nil senile

1A Percentage 0f H|nortttes - 41.22 9.25 15.71 0./,7 15.79 - 0.00 0.00 0.00 0.00 0.00
In Population of Labor
Area Surrounding Faci lily

0.00
1B Percentage of b/omenMlong 50.23 ..... 0.00 .....

Those Seeking Employment
in Labor or Recruiting
Area

2 Percentage of Hinortttes _;.06 42.67 16.83 18.36 0.92 6.55 0.00 0.00 0.00 0.00 0.00 0.00 0.00

and_k_enAmongUr..mtoyed
in Labor Area Surrounding
Facility

3 Percentage of Hinortttes 43.57 29.10 8.15 11.30 0.53 9.10 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Yemen in Total b/ork-
force in llnedtate Labor
Area

4 Percentage of Hinortttes 73.67 /.2.75 11.14 12.86 0.90 17.73 61.00 _.93 26.08 6.80 7.8/, 0.54 10.81
YemenAmongThose

g Requisite Skills
,imedtate Labor Area

5 Percentage of Minorities 73.67 /.2.75 11.1/. 12.86 0.90 17.73 30.00 22.10 12.82 3.34 3.85 0.27 5.32
end YemenAmongThose

HaviNg Requisite Skills
tn Reasonable Recruitment
Area

6 Percentage of Hinortttes 81.93 46.22 26.89 8.82 0.84 9.66 9.001 7.3? 4.15 2.42 0.79 0.07 0.86
end Yamm AmongThose
Promotabte or Transfer-

able Within FaciLity

7 Percentage of Htnor|ttes 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Idomenat Institutions
Providing Training in

Requisite Ski tts

8 Percentage of Htnorittes 81.93 /,6.22 26.89 8.82 0.84 9.66 0.00 0.00 0.00 0.00 0.00 0.00 0 O0
end _ AmongThose at
Fact t try WhomContractor
Can Train in Requisite
Skills

eem_ t e eeneee e e 4,*enee e ee qlemen eeee_en mmeeee eneeQee

Final Job Group AvaiLabiLities 100.00 74./,1 43.06 12.56 12.49 0.89 17.00

J _SJ_sm:lsu _RZmlt: 188ZZ:B_ _mZSSmZ iS.isiS ssaZ_--_R _ZZ_a_.

25



AVAILABILITY ANALYSIS

Lawrence Berkeley Laboratory-01101193
Job Group:Office Specialists/Sups (DO2)

I ............... Raw Statistics ............................. Uetghted Statistics ............ I

Total !Value Total

Factor Female Mtn. BLack H|sp. Amlad Asian :Weight Female M|n. BLack Hisp. Am lad Asian

1A Percentage of Minorities - 41.22 9.25 15.71 0.47 15.79 - 0.00 0.00 0.00 0.00 0.00
in Population of Labor
Area Surrounding Fec|ttty

o.ooi
IB Percentqe of WomenAmong 50.23 ..... I 0.00 ....

Those Seeking Employment i
in Labor or Recruiting I
Area I

I
2 Percentage of Minorities /_.06 42.67 16.83 18.36 0.92 6.55 0.001 0.00 0.00 0.00 0.00 0.00 0.00

m+ waln _ u,',emto,/_ I
in Labor Area Surrounding l
Fac|ttty i

I
3 Percentage of minorities /,3.57 29.10 8.15 11.30 0.53 9.10 0.001 0.00 0.00 0.00 0.00 0.00 0.00

and t_en |n Total Work-
force |n Immediate Labor
Area

4 Percentage of M|nor|ties 65.48 38.81 12.33 11.66 0.57 14.05 27.50 18.00 10.67 3.39 3.20 0.15 3.86
lind UomenAmongThose
Having Requisite Skills
in Immcliate Labor Area

5 Percentage of Hinorities 65.48 38.81 12.35 11.66 0.57 14.05 24.00_ 15.71 9.31 2.95 2.79 0.13 3.37
and WomenAmongThose
llav|ng Requisite Skills
in Reasonable Recruitment
Area

6 Percentage of Hinorities 81.93 46.22 26.89 8.82 0.84 9.66 48.50 39.73 22.41 13.04 4.27 0.40 4.68
and WomenAmongThose
PromotabLe or Transfer-

able Uithin Facility

7 Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
arid l#oamnat |rstitutions

Providing Training in

Requisite Skills

8 Percentage of Minorities 81.93 46.22 26.89 8.82 0.84 9.66 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and MolmnAmongThose at
Facility MhomContractor

CanTrain in Requisite
Skills

----.- .---.. -..--. o..oo- ..o... ...... ......

Final Job Group Availabilities 100.00 73.45 42.40 19.39 10.28 0.70 11.92
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AVAILABILITY ANALYSIS

Letirence BerkeLey Laboratory-01/01/93

oup:Nachine Shop (E01)

I ............... Ra. Statistics ................ I I ............. Weighted Statistics ............ I
I I

Total Iva|ue I Total
Factor Female His. BLack Hisp. Amlad Asian Iueightl FemaLe flin. BLack flisp. Am lad Asian
,...... Q,.. eQ" "'QQe Q.t'" eQ'." ""e" m" "-- Q.," ..,,.ee I QQ.,,.e ...QO ,.e,. Q. .,,we. QQQ.." o.,.ee

1A Percentl_le of 14inor|ties - 41.22 9.25 15.71 0.47 15.79 I " 0.00 0.00 0.00 0.00 0.00
in PopuLation of Labor I
Area Surrounding FaciLity I

0.001
II Percentage of WomenAmong 50.23 ..... I 0.00 .....

Those Seeking EmpLoyment I
in Labor or Recruiting I
Area I

I
2 Percentage of NinorJties &4.06 42.67 16.83 18.36 0.92 6,55 0.001 0.00 0.00 0.00 0.00 0.00 . O.O0

a,__ Amongunemployed i "
in Labor Area Surrounding I
Faci t i ty I

I
3 Percentage of Ninorities 43.57 29.10 8.15 11.30 0.53 9.10 0.001 0.00 0.00 0.00 0.00 0.00 0.00

arv:l_ in Total Work- I
force in Immediate Labor I
Area I

I
4 Percentage of Minorities 11.82 46.18 2.73 26.23 0.48 16.69 73.001 8.86 34.64 2.04 19.67 0.36 12.52

and I,_ Am)n9 Those I
ng Requisite SkiLLs I

.ediate Labor Area I
I

5 Percentage of 14inorities 11.82 46.18 2.73 26.23 O.&8 16.69 25.o01 2.9s 11.54 0.68 6.55 0.12 &.17 :
lad _ AmongThose I
Having Requisite Ski tLs I
in ReasonabLeRecruitment I
Area I

I
6 Percentage of Minorities 0.00 0.00 0.00 0,00 0.00 0,00 0.001 0.00 0.00 0.00 0.00 0.00 0.00

end WomenAmx'igThose I
PromotabLe or Transfer- I
able Within FaciLity I

I
7 Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 0.001 0.00 0.00 0.00 0.00 0.00 0.00

and _ at Institutions I
Providing Training in I
Requisite SkiLls I

I,
8 Percentage of Ninorities 0.00 0.00 0.00 0.00 0.00 0.00 0.001 0.00 0.00 0.00 0.00 0,00 0.00

and WomenAmongThose at I
Faci t ity WhomContractor I
Can Train in Requisite I
Ski Lts I

I
I ...... I ....................................

Final Job Group AvaiLabiLities 11oo.0ol 11.82 46.18 2.T3 26.23 0.48 16.69
I..=.==1.==..====.=_-.=.=.=.=====....=. ..=..,
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AVAILABILITYANALYSIS

Lawrence BerkeLey Laboratory-0101931
Job Group:Craft/Trades (E02)

I ............... Ra. Statistics ................ I I ............. Weighted Statistics ............ I
I I

Total IVaLue I Total
Factor FemaLe Nin. BLack Hisp. AmInd Asian IUeightl FemaLe Nin. BLack Hisp. Amand Asian

1A Percentage of Ninorities - 41.22 9.25 15.71 0.47 15.79 I I " 0.00 0.00 0.00 0.00 0.00
in PopuLation of Labor I I
Area Surrounding FaciLity I [

I 0.0Ol
1B Percentage of WomenAmong 50.23 ..... [ [ 0.00 .....

Those Seeking EmpLoyment I I
in Labor or Recruiting [ [
At. I I

I I
2Percentage of Ninorities 44.06 42.67 16.83 18.36 0.92 6.55 [ 0.00[ 0.00 0.00 0.00 0.00 0.00 0.00

andWemn/UmngUnempLoyed I I
in Labor Area Surrounding [ I
FaciLity I I

I I
3Percentile of Ninorities 43.57 29.10 8.15 11.30 0.53 9.10 I 0.00[ 0.00 0.00 0.00 0.00 0.00 0.00

imd_ in Total Mark- I I
force in Immediate Labor I I
Area I I

I I
4 Percentage of Minorities 3.33 36.09 6.49 20.25 1.12 7.96 I 52-251 1.74 18.85 3.39 10.58 0.58

and IJomenkaong Those I I
Naving Requisite SkiLLs I I
in lmmdiate Labor Area l

I
5 Percentage of Minorities 2.08 31.64 6.38 17.82 0.84 6.34 I 30.00 0.62 9.49 1.91 5.34 0.25 1.90

end tkmenAmong Those I
NavingRequisiteSkiLLs l
in ReasonabLeRecruitllent I
Area l

I
6Percentage of Rinorities 0.88 28.08 10.53 9.65 3.51 4.39 I 17.751 0.15 4.98 1.86 1.71 0.62 0.77

and l_mmnMmng Those i
Promotabte or Transfer- I

able Uithin FaciLity i
I

7Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 I 0.00! 0.00 0.00 0.00 0.00 0.00 0.00
Ind_ at Institutions I
Providing Training in I
Requisite SkiLLs I

I
8Percentage of Minorities 0.88 28.08 10.53 9.65 3.51 4.39 I 0.00] 0.00 0.00 0.00 0.00 0.00 0.00

and bloman/bmng Those at I
FaciLity IdhomContractor I
Can Train in Requisite I
SkiLLs l

I
I...... I ....................................

Final Job OroupAvaiLabitities 11o0.o01 2.52 33.33 7.17 17.64 1.46 6.84
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AVAILABILITY ANALYSIS

Lawrence BerkeLey Laboratory-01/01/93
oup:Mechanics/Repai r lEO3)

[............... Rau Statistics ................ J [............. Weighted Statistics ............ J
I I

Total _VaLue J Total
Factor Female Nin. BLack HJsp. Am Ind Asian JUeight[ Female Min. BLack HIsp. Amlad Asian
_eeu_s e_eeee asses caeca eesee _weeee Cease leeee_ _ _eeeee eueee eae_e eoeee esaeee eu_ee

1A Percentage of Minorities - 61.22 9.25 15.71 0.67 15.79 [ ] - 0.00 0.00 0.00 0.00 0.00
in Population of Labor [ [
Area Surrounding Facility I I

I o.ool
1B Percentage of UcmwnAmong 50.23 .... I I 0.00 .....

Those Seeking EmpLoyment i I
in Labor or Itecr_uiting J J
Are° I I

I I
2 Percentage of Minorities _.06 42.67 16.83 18.36 0.92 6.55 J 0.00[ 0.00 0.00 0.00 0.00 0.00 0.00

l_ wenAmongUn,.ptoyed I I
in Labor Area Surrounding [ [
FaciLity J [

I I
3 Percentage of Minorities 63.57 29.10 8.15 11.30 0.53 9.10 [ O.OOJ 0.00 0.00 0.00 0.00 0.00 0.00

I_ in Total Uork- I i
force in Innediate Labor i J
Aroa I I

I i
4 Percentage of Minorities 2.00 40.52 8.56 18.66 1.26 11.87 [ 50.00[ 1.00 20.26 4.28 9.33 0.63 5.93

WomenAw3rUThose I I
"rig Requisite Skills : i

_q:liate Labor Area I I
I I

S Percentage of Minorities 2.00 /,0.52 8.56 18.66 1.26 11.87 J 50.00[ 1.00 20.26 4.28 9.33 0.63 5.93
lncl WomenAm:)ngThose J I
Ilaving Requis|te SkiLLs J J
in Reasonable Recruitment I I
Arae I I

I I
6 Percentage of Minorities 0.00 0.00 0.00 0.00 O.00 0.00I 0.001 0.00 0.00 0.00 0.00 0.00 0.00

and WomenAmongThose I I
Promotabte or Transfer- I I
able Vithin FaciLity I I

I I
7 Percentage ofICinorities0.00 0.00 0.00 0.00 0.00 0.001 o.0010.00 0.00 0.00 0.00 0.00 0.00

end bkxlenat Institutions I I
Providing Training in I I
Requisite SkiLLs I I

I I
8 Percentage ofMinorities 0.00 0.00 0.00 0.00 0.00 0.001 o.0010.00 0.00 0.00 0.00 0.00 0.00

and UcxnenAmongThose at I I
FaciLity blhomContractor I I
Can Train in Requisite I I
Skills I I

I I
I ...... I ....................................

Final Job Group AvaiLabiLities IlOO.OOl2.00 40.52 8.56 18.66 1.26 11.87

I::=:== I ===:::: ::=::: ::=:=: :::==:: :::::: =:::::
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AVAILABILITY ANALYSIS

Lawrence BerkeLey Laboratory-01/01/9 OJob Group:Semi-ski t Led (F01)

I ............... Raw Statistics ................ [ ............. Weighted Statistics ............ I
I

Total JVatue Total
Factor Female Min. SLack Htsp. Amlad Asian [Weight Female Min. BLack Htsp. AmLad Asian
o o I ! o o o i o o o o I I i ! o o J o i o i ! o i i i ! ! _ o o li o ! o _ ! o i O I e HOllOa _ 0 i ! O 0 I O ! 0 O O i 0 I O 0 ! O O I I ! ! O O

1A Percentage of Minorities - 61.22 9.25 15.71 O.&7 15.79 - 0.00 0.00 0.00 0.00 0.00
in Population of Labor
Area Surrounding Facility

0.00

1B Percentage of WomenAmong 50.23 ..... 0.00 .....

Those Seeking Employment
in Labor or Recruiting
Area

2 Percentage of Minorities 44.06 42.67 16.83 18.36 0.92 6.55 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and WomenAmongUnemptoyed
in Labor Area Surrounding

Facility

3 Percentage of Minoritias 43.57 29.10 8.15 11.30 0.53 9.10 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Womenin Total Work-
force in lmnecliate Labor
Area

4 Percentage of Minorities 30.56 52.49 8.71 27.34 0.33 15.98 50.75 15.51 26.64 4.42 13.87 0.17 8.11
and _ Amor_gThose
Having Requisite Skills
in Immediate Labor Area

S Percentage of Minorities 30.56 52.49 8.71 27.34 0.33 15.98 20.00 6.11 10.49 1.74 5.46 0.06 3.19
and WomenAmongThose
Having ReClUisite Skills
in ReasonabLeRecruitment
Area

6 Percentage of Minorities 36.20 44.29 20.07 18.50 0.28 5.44 29.25 10.58 12.95 5.87 5.41 0.08 1.59
a_ WomenAmongThose
Prcmotal)te or Transfer-

able Within Facility

7' Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
and Womenat Institutions

Providing Training in

Requisite Ski Lts

8 Percentage of Minorities 36.20 44.29 20.07 18.50 0.28 5.44 0.00[ 0.00 0.00 0.00 0.00 0.00 0.00
go_ AmongThose at I

Faci t|ty WhomContractor I
f_ln Train in Requisite I
Skills I

I
i ...... I ....................................

Final Job Group Availabilities 110o.00132.21 50.09 12.03 24.75 0.32 12.89
[--;--=-:[ .-----: --===- .----= r---_-
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AVAILABILITY ANALYSIS

Lawrence BerkeLey Laboratory-01/01/93
oup:Fi ref ] 9hters (GO1)

I............... eawstatistics ................ I I............. WeiohtedStatistics ............ I
I I

Total IVatue J TotaL
Factor FemaLe Min. BLack Hisp. Am lnd Asian IveightlFemaLe N|n. BLack Hisp. kn and Asian
°.w... .we... .e..o ...me ..... ...... ..... le.....I .,,.°.. ..... ..... ..... ...... .....
1A Percentage of Minorities - 41.22 9.25 15.71 O.&7 15.79 I I " 0.00 0.00 0.00 0.00 0.00

in PopuLation of Labor I I
Area SurroundingFaciLity I l

I o.ool
1B Percentage of l_n Among 50.23 ..... ) , 0oo .....

Those Seeking EmpLoyment I I
in Labor or Recruiting J i

,r. I '
I I

2 Percentage of Minorities &_.06 42.67 16.83 18.36 0.92 6.55 I 0.001 0.00 0.00 0.00 0.00 0.00 0.00
_u _ _ unemployed I I
in Labor Area Surrounding I

FaciLity I I
I I

3 Percentage of Minorities 43.57 29.10 8.15 11.30 0.53 9.10 I O.OOJ 0.00 0.00 0.00 0.00 0.00 0.00
Women in Total Work- I I

force in Immediate Labor I I
Area I I

I I
4 Percentage of Minorities &.&8 20.49 8.11 7.84 1.81 2.53 _ 50.00_ 2.24 10.24 4.05 3.92 0.90 1.26

and WomenAmongThose J ,
"_0 Requisite Ski tts I m

mediate Labor Area [ [
I I

5 Percentage of Minorities 4.48 20.49 8.11 7.84 1.81 2.53 J 33.50J 1.50 6.86 2.71 2.62 0.60 0.8/,
arid WomenAmongThose I I
Having Requisite Ski tts I I
in ReasonabLe Recruitment _

At. I I
I I

6 Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00116.5ol o.oo o.oo o.oo o.oo o.oo o.oo
and WomenAmongThose I I
Promotsbte or Transfer- _ J
able Within FaciLity I I

I I
7 Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 I O-OOI 0.00 0.00 0.00 0.00 0.00 0.00

and Womenat Institutions I [
Providing Training in I [
Requisite SkiLLs [ [

I I
8 Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 [ O.OOJ 0.00 0.00 0.00 0.00 0.00 0.00

and bkmen Amo_ Those at I I
Faci LJty IdhomContractor I i
Can Train in Requisite [ J
Skitts I I

I I
I ...... _ ....................................

Final Job Group AvaiLabiLities ilOOool 3.74 17.11 6.77 6.54 1.51 2.11

Jmu=:::: I =====:m=:=ms======:::::: ==::=:= =::::: :m::m=mm:
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AVAILABILITY ANALYSIS

Lawrence Berkeley Laboratory-01/01/93
dab Group:Bus Drivers (002)

I ............... Raw Statistics ................ I I ............. Weighted Statistics ............ J
i I

Total IVaLue _ Total
Factor FemaLe Ntn. BLack Hisp. Am%ncl Asian IUeightJ Fwate Mtn. BLack Hisp. Amlad Asian
ee..I.m e,..e.e Bee.. oQ.mw ...e. e ..._... Ilmmm I...w... J em.e... ,mw..e o...oe .,. I, m. ........ .....

1A Percentage of Minorities - /,1.22 9.25 15.71 0.47 15.79 I I " 0.00 0.00 0.00 0.00 0.00
in Population of Labor I I
Area Surrounding Faci t|ty I

I 0.001
1B Percentage of kh_en Among 50.23 ..... _ J O.O0 .....

Those Seeking EmpLoyment J
in LMx_r or Recruiting i i
Area I I

I I
2 Percentage of Minorities 44.06 42.67 16.83 18.36 0.92 6.55 I O.OOJ 0.00 0.00 O.O0 0.00 0.00 0.00

,ndwo.e.AmongU.*mptoyed I I
in Labor Area Surrounding I I

FaciLity I I
I I

3 Percentage of Minorities 43.57 29.10 8.15 11.30 0.53 9.10 _ O.OOJ 0.00 0.00 0.00 0.00 0.00 0.00
and _ in Total Work- I I

force in lnmedlate Labor _
Area I I

I I
4 Percentage of Minorities 39.19 61.17 37.32 14.94 1.46 7.14 I 73-001 29.39 45.87 27.99 11.20 1.09 5.

and WomenAmongThose l I
NavtngRecl.isite SkiLLs J
in Immediate Labor Area J J

I I
5 Percentage of Minorities 39.19 61.17 37.32 1/*.% 1.46 7.1/, I 25-001 9.79 15.29 9.33 3.73 0.36 1.78

,_ w_ A.o_Those I I
Nevtng Requisite SkiLLs I ]
in ReasonabLeRecruitment I I
Are, I I

I I
6 Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 I O-OOI 0.00 0.00 0.00 0.00 0.00 0.00

and IkxmenAmongThose I I
Promotsbte or Transfer- I I
abLe Within FaciLity I I

I I
7 Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 J O.OOJ 0.00 0.00 0.00 0.00 0.00 O.O0

and_ at lnjtttutions i I
Providing Training in I I
Recluisite Skills I I

I I
8 Percentage of tqinorities 0.00 0.00 0.00 0.00 0.00 0.00 I O.OOJ 0.00 0.00 0.00 0.00 0.00 0.00

end _ AmongThose at J J
FaciLity WhomContractor J i
Can Train in Requisite J
SkiLLs I I

I I
I...... I ....................................

FtnaL Job Group AvaiLabiLities I100.0ol39.19 61.17 37.32 14.9/* 1.46 7.14
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AVA;LADIL|TY ANALYSlS

Laurence Serkotey Lsboratory-01/01/93
_,Jp:Custodtans (603)

I ............... RaidStat|st|cs ................ J I ............. f#eighted Statistics ............ i
I i

Total Ivstue I Total
Factor Female Htn. SLack Htsp. Amlnd Asian IWetghtl Female Ntn. BLack Hlsp. AmXnd Asian
eeeeee _ e allle i e .JeeeO _ewee e e qanbe ano _geeee e_e_ eeeeee I _ mme ql0e _eemQnP eeaee eeeee eocene eeeet

1A Percentage of Ninorities - 61.22 9.25 15.71 0.67 15.79 - 0.00 0.00 0.00 0.00 0.00
in Population of Lid)or
Area Surrounding Fec| t | ty

o.ooj
lS Percentage of WomenAmong 50.23 ..... 0.00 .....

Those Seeking Employment
tn Labor or Recruiting
Area

2 Percentage of 14tnortttes 4&.06 42.67 16.83 18.36 0.92 6.55 0.001 0.00 0.00 0.00 0.00 0.00 0.00
andWomenMnng Unemployed
in Labor Area Surrounding
Fecttity

3 Percentage of NinorJties 43.57 29.10 8.15 11.30 0.53 9.10 O.OOJ 0.00 0.00 0.00 0.00 0.00 0.00
ImclWomenin Total Work- J
force in imaediate Labor I
Area I

I
& Percentage of N|norities 23.92 68.&8 13.91 39.95 0.56 13.75 75.001 17.9/, 51.36 10.43 29.96 0.42 10.31

;/omenAmongThose j
Requisite Skitts I

nediate Labor Area [
I

S Percentage of Ntnortties 23.92 68./8 13.91 39.95 0.56 13.75 25.00[ 5.98 17.12 3.47 9.98 0.14 3.43
and WomenAmongThose I
Having SequJsite SkiLLs I
tn Reasonable Recruitment I
Area [

I
6 Percentage of Ninorittes 0.00 0.00 0.00 0.00 0.00 0.00 0.00[ 0.00 0.00 0.00 0.00 0.00 0.00

and WomenAmongThose [
Promotabte or Transfer- [
able With|n Facility i

I
7' Percentage of Minorities 0.00 0.00 0.00 0.00 0.00 0.00 0.001 0.00 0.00 0.00 0.00 0.00 0.00

andVomnat xnstituttons I
Providing Training in I
Requisite Skills I

I
8 Percentage of N|norities 0.00 0.00 0.00 0.00 0.00 0.00 0.001 0.00 0.00 0.00 0.00 0.00 0.00

and WomenMlong Those at I
Fect L|ty WhomContractor I
Can Train in Requisite I
SkiLts I

I
I...... I ....................................

Final Job Group AvaiLabiLities I100.00!23.92 68.48 13.91 39.95 0.56 13.75
l"u::l "=::=: ="==:: ==::": ===:== u==-: :==:::
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JOBGROUPID_CATION

job _ arecombined into job_Foupswith a minimum of 50 employees whereverpossible, _lng the followinB
gttidelines: . _

• Similar job responsibilities and requisite skills or disciplines •

• Sim/lar wage rates

• Similar feeder jobs

The job group designator consists of a letterand two digits, The letters are "A"through "G"representing the following
Federal Occupational Categories:

Officials and Managers A

Professionals B

Technicians C

Office and Oericals D

Skilled Crafts E

Operatives F "

Service Workers G



JOB GROUP IDENTIFICATION - Officials and Managers

11111 i iii i .... i i 11111111 ..... ii m=,,.,1 r ,r iii i i iii ill _llt ..... _ -_

G_o.pN.._:D_cro_ JobG_oup:,,.01 i
II II IIIII -- I _ ii _ ........ II -- IIIIII I__ III IIII I -- i ..... IIII |

Co_ job_ue Co_, ]o__ue ]
198.1 Division Director 1983 Associate LaboratoryDirector I
1,.2 r_v_lon_rector,Fac_t_ 198.4 __ r_rector Ii i i[11111 ii i iii ill ii i i - _ [ i_

_ I -- ii Ill II (11 iiii i III I I ii ii i iiiiiii iii iiii I [ Ii I illl . jill iiiii I HI I

Group Name:_ADMINIff_.ATP_riBMANAGEM_' JobGroup: Ag$
_ ......... 11111111111iii iiii ' " ..... Hill Illll 111111 I I IIIIIII III IIIIIIII H I I

Code 1oh l"JtJe Code lob Title

143.1- .5 PgFnMgmt 199.1 Mana_t I
1992 Maaa_t 11

143.6,.7, .0 SrProb,mm MSmtEn8 199.3 Mana_,m_t []

167.5 Administrator5 280.1 Patent Advisor I

168.5 _tive Specialist5 280.2 Patent Advisor H
280.3 Patent Advisor Hl

_ Ill -- II 1l I I I Ill 1 II II IlU| I II

_ iiii i l lllll inm1111111 I I I ii i ii ii i i|i

Group Name: TB_CAL MANA_D/,]_IT JobGroup: AI_
..... II' - IJ III I I I till I I III I IIIIII I I I I Illll IllllII Illlll llJ

Code lob Title Code Job Title

330.1 TechnicalSupervisor 345.0 Assistant FireChief
330.2 Technical Superintendent 345.1 FireChief

330.3 Technical__er...... IIINI IIII i I .... II I IIII IIII IIIII I



JOB GROUP ID_CATION - Professionals

G,o.p .....mO-D .........- '............ ..... job'...........G,o.p:
I II IIIIIIIIIlllIIlllllllll Ill .... I IIIllll I Illllll IIl l II IIlllll II

Code lob _tll Codi lob litl_
101.1 Physicl_ Post Doe Fellow 104.5 Molecular Biol Staff Sd 3

101.2 Phylcian Dtv Fellow 104.6 Senior Molecular Biologist i

101.3 Physician Staff Sci I 104.7 Senior Molecular BIO_ II
101.4 Physician Staff Sd 2 104.0 Senior MolecularBiologist I_

101.5 Physidan Staff Sci 3

101.6 Senior Fny_clan I 105.1 Biol_ Post Doe Fellow
1013 Senior Physician II 105.2 Biologist Div Fellow
101.0 Senior Physician HI 105.3 Biologist Staff Sol1

105.4 Biologist Staff Sci 2
102.1 Med Sci Post Doc Fellow 105.5 Biologist Staff Sci 3
1022 IViedSci Div Fellow 105.6 Senior Biologist I

i02.3 Med SciStaff Sci I 105.7 Senior Biologist II
102.4 Med Sci StaffScl2 105.0 _or Biologist IT[
I02.5 Med SciStaff Sci 3

102.6 SeniorMedicalScientistI 107.1 BiophysicistPost Doc Fellow

102.7 SeniorMedicalScientistII 107.2 Biophysicist Div Fellow

102.0 Senior Medical Scientist III 107.3 . Blophysidst Slaff Sci 1

107.4 Biophysicist Staff Sci 2 . .;

103.1 Biodmrdst Post Doc Fellow 107.5 Biophysicist StaffSci3

103.2 BlOt DivFellow 107.6 Senior Biophysicist I

1033 Bioctmliist Staff Sc[1 107.7 Senior Biophysicist 11
103.4 Biochemist Staff Sci 2 107.0 Senior Biophy_cist m
103.5 Biochemist Staff Sci 3

103.6 Senior Biochem/st I 109.1 Physto Poit Doc Fellow
103.7 Senior Biochemist II 1092 Physto Dlv Fellow

103.0 Senior Biochemist III 109.3 Physio Sift Sci 1
109.4 Physio Staff Sci2

104.1 MolecBiol Post Doc Fellow 109.5 Physic) Staff Sci 3

104.2 MolecBioi Div Fellow 109.6 SeniorPhysiologist I

104.3 Molecular Biol Staff Sci I 109.7 Senior Physiologist ii

104.4 Molecular BiolStaff Sci2 109.0 _or Physiolo_t HI- I I II I I II IIII I I II Ill I I I II

a,o.p........N..,e: " - ........ iobc,oup:...............
NIIII IIII I I I I[ lIH NI I I - I I IIIIIIIII III _ L

Code lob Title Code lob Title
111.1 Chemist Post Doc Fellow 111.5 Chemist Staff Sci 3
111.2 Chemist Div Fellow 111.6 Senior Chemist I

111.3 Chemist Staff Sci 1 111.7 Senior Chemist 11

111.4 ChemistStaffSci2 111.0 Senior_st Ill
_ III IlIIII I II _. I II I!' III I I I!1 II I I III II



JOB GROUP IDENTIFICATION - Professionals

- -- [[ Ililll II I [11 Ill I I -- III II 11111_l[ " IH[ II Ill I II1111|1 Illlll I ___

Group Name:. PHYSICs Job Group:
I I -'- I IIIIII IIIIIIII II III I I! I III[I!IIIIIII__. I I I IIllll IIHIIII _I_H I _ _ I IIIII'

Code lob Title Code lob Tiae
113.1 PhysicistPostDo(:Fellow 113.5 PhysicistStaffSol3

113.2 PhysicistDlv Fellow 113.6 SeniorPhylictst I
113.3 PhysicistStaffS(:iI 113,7 SeniorPhysichttil

113.4 edstS fS 2 113.0] " _ I I [I Ill II , III J II II IIIII L_I_ I I11 IHI ...... IIII Illllll _ II I .

Crop scce/ Arm,.x csmA'-ncs................;ob ........
..................... Ill IIIIIIIIII_ IIIIIIIII UI I I II r II IIIIlllIi_ I _

code nae Cod,, ]ol,hue
116.1 Math Post DoeFellow 117.5 StatStaffSd 3
116.2 Math Div Fellow 117.6 Senior Slatistidan 1
116.3 MathStaff SolI 117.7 SeniorStatisticianH

116.4 Math Slafl Sd 2 117.0 SeniorSlatisttdan fll
116.5 Mare SlaffSd 3

116.6 Senior Ma_ticilm I 118.1 CS/M Pt_ Post Doc Fellow
116.7 Senior Mathmmtictan Ii 11&2 CS/M Pt_ Dlv Fellow

116.0 Senior Iviathen_tician Ill 118.3 C$/M _ Slaff Sd 1
118.4 CS/M Prog Slaff Sd 2

117.1 Slat Post Doc Fellow 118.5 CS/M Prog Slaff Sd 3
117.2 Slat Dlv Fellow 118.6 SrComputer Sci/l_th Pros I
117.3 Stat Slaff Sci 1 118.7 SrComputer Sci/Math Prog II

117.4 SlatSlaffSd 2 1180. Srqomp't Sd/Mathprogm- Iiii fillllII Ill I IIIIIIIII I Ill IIIII I II III I I -- I IIIII III IIIIII [ ..... IIIIlll L --

Grt_pll i N4_o_I!I _ I I ELI_CTIP_CI_/_iI_CTI_ONI_C/IIIIII Illllll millII I II I ]m_G_,,"_m3_GIIII IIIII II III II I II I I IIl[jobll_ Gr_Pe@ll iii i _ ii ii iiii

..... IIIIII II II IIIIII I _ ' I I I III II II Ill . I II _ I - I _ I

Code ,lobTitle Code .lobTitle
120.1 ElectrncEngr Post Doc Fellow 121.1 Electt Engt Post Do¢ Fellow
120.2 ElectrncEngr Div Fellow 121.2 ElecttEngt Dlv Fellow
120.3 Eiectm¢Engr StaffSctI 121.3 ElectrEngrStaffSd 1
120.4 ElectmcEnlp"StaffSci2 121.4 mectr F.ngrStaffSd 2

120.5 Electric EngrStaffSci3 121.5 ElectrEnlF StaffSd 3
120.6 SeniorElectr Engr I 121.6 Sr glectrEngr I
120.7 SeniorElectrEngr II 121.7 Sr ElectrEngr II

120.0 Senior _1_ _p' !1I 121.0 Sr Electr en_ IIIIll II I I I I IIII I i ii II I II I __ I I I II III Illll II II [

[ I I Ilml . In I inlin] UIIII II _ I II I IIII I I lml I ill i _ i I i IIII i

Group Name: MECHANICAL ENGINEERING Job Group: B06
- - IIIII IIIIIII I IIIIII _ I . IIIIIII I IIII IIIII I I III IIIIII ....

Code ,lob Title Code lob Title

122.1 Mech EngxPost Doc Fellow 122.5 Mech EngrStaffScl3
122.2 Mech EngrDiv Fellow 122.6 Sr Mech Engr I
122.3 Mech EngtStaffSciI 122.7 Sr Mech EngrII

III IHII Ill IIIII I IIII I I II I IH Ill __ I qll



JOB GROUP IDENTIFICATION - Profe_onak

..........................sci. , - ........jobc=.p:
_ "......... I III II 1 I Iml I II .......... I I I

Code lobTJ_ Code lob Title

123.1 Chemh_ Post Doc Fellow 141.1 Hydm_ PostDoc Fellow
123.2 Chem h_ Div Fellow 141.2 HydrologistDlv Fellow
123.3 ClmmF.n_ StaffSd I 141.3 HydrologistSu_ Sct1
123.4 ChemEnd"SudfSet2 141.4 Hydrologist SutffSci2
123.5 ChemhSr StaffSet3 141.5 HydrologistSlaff Sci3
123.6 St ChainFmsrI 141.6 St Hydrologist1
123.7 St Chaingnsr II 141.7 SrHydrologist11
123.0 StOum_sr III 141.0 StHydmlostzm

12s.1 CamEnsrPostDocFellow 142.1 GraphPostDocFellow
125.2 _ EnsrDivFellow 1422 GraphDivFollow
I_3 Oma En_.Sta_SolI 142.3 GeophStaffSct1
125.4 _ KnS¢StaffSci2 142.4 Geoph Staff Sci2
125.5 CermEnSTStaffSci3 142.5 Geoph Staff Sci3
12S_ St_c EnsrI 142.6 StCm_phystdst1
125.7 StCeramicEn_ 11 142.7 St C_mphysicistII
125.0 St Cmzmic _ST II1 142.0 SrGeophysicist[]

129.1 PetrEnlFPostDot:Fellow 144.1 C4ologEnlFPostDocFellow
1292 PeerEnsr Dtv Fellow 144.2 C,mlo$ F.nIFDtvFellow
1293 Petr_81. StaffSci I 144.3 C_:_)_t F.n_'St_'fSct1
129.4 PmrEn_ _ff Sci2 144.4 GeologistF.nsrStaffSci2
129.5 Pem.En_StaffSd3 144.5 _ EnsrSu_Sci3
129.6 StPst_rolmunF.,qFI 144.6 StGmlosiz I
129.7. St PetroleumEn_ 11 144.7 StC,eo_ n
129.0 St PetroleumKnfFIII 144.0 SrGeologist HI

132.1 MlninS Eng'r PostDocFellow 145.1 _ PostDot:Fellow

132.2 MiningEnsr Dlv Fellow 145.2 Geologiz Div Fellow
132.3 MlnJnS EngrStaffSci 1 145.3 GeologistStuffSct1
132.4 MiningEngrStaffSci2 145.4 _ SmH Sci2

132.S Ml_-_gEn_ St_ Set3 " 145.5 G.olq_ StaffSci3
132.6 StMiningEaStI 145.6 StGe_ogist1
132.7 StMiningEngr 11 145.7 SrGeolosist II
132.0 StMiningEnSrIII 145.0 St__Ist HI

140.1 MetlPostDocFellow 146.1 C,_ochemistPostDocFellow
140.2 MetlDivFellow 146,2 _smist D[vFellow
140.3 MiniStaffSci1 146.3 _emist StaffSci1
140.4 MetlStaffSci2 146.4 _emist StaffSci2
140.5 Med Staff _:i 3 146.5 GeochemistScarfSci3

140.6 St"MetallurgistI 146.6 SrGeochemist1
140.7 St Metallurgist11 146.7 SrGeochemist11
140.0 StMetallurgist111 146Jr_ SrGeochemistIll

I Illll II I I I Illl II __ IIIII



JOBGROUP IDENTIFICATION - Professio_,_ls

iiii ii I ..... illllmliii i iiiiHII iiii iiiiiiiii ii iii i j iii iiiii

GroupName:OTHi_ ENGIN_RING AND E,a_TH _(:_ Job Group: 1307- Cont
I III L IIIII__ llll III lllll' I I Ifllll ' IIIII 'II II I I I I I

Code lob 11tie Code lob Title
150.1 Ecologist Post Doc Fellow 150.5 Ecologist Staff Sci 3
150.2 Ecologist Dlv Fellow 150.6 Senior Ecologist I
150.3 Ecologist Staff $ci 1 150.7 Senior Ecologist II

150.4 F_o]o tstaff_ 2 150.0 Senior_colo_;_'tm" i -- i _ i l . iiiiiiiiii iiiiiii ii i[ii i i

C,,oupName:.............. ............... JobC,o.p: ...........
I I lllllll II II I ill Ifll'l 'llH' ,,,,.,,,,,I,I,. " ll'l . ' I

Code .rob 11tle Code lob ITtle
124.1 Civil End"Post Do(: Fellow 131.1 Struc Engr Post Doc Fellow
124.2 Civil Engr Div Fellow 131.2 Struc Engr Div Fellow
124.3 Civil EngTStaff Sci 1 131.3 Struc Engr Staff Sci 1

124.4 Civil En_FStaff $ci 2 131.4 Struc End"Staff Sci 2
124.5 Civil En_ Staff $ci 3 131.5 Struc En_FStaff Fx:i3
124.6 SrCivil Engineer I 131.6 Sr Structural Engr I
124.7 Sr CivilEngineerII 131.7 Sr Structural EngrII

124.0 Sr Civil Engineer III 131.0 Sr Structm_ Engr HI

127.1 Indus Engr Post Doc Fellow 133.1 Architect Eng Post Do(:Fellow

127.2 Indus EngrDiv Fellow 133.2 Architect Div Fellow
127.3 Indus Engr Staff Sci 1 133.3 Architect Staff Sci 1
127.4 Indus Engr Staff Sci 2 133.4 Architect Staff Sci 2
127.5 IndusEngrStaff Sci 3 133.5 Architect StaffSci3
127.6 SeniorIndustrialEngrI 133.6 SrAw.hitectI

127.7 SeniorIndustrialEngTII 133.7 SrArchitectII

127.0 SeniorIndustrialEngrHI 133.0 SrArchitectIll

Group Name: ECONOMICS/ANALYSIS Job Group: B09
I'llllll I I I I'I ' " ' I

Code lob Title Code lobhue
147.1 Economist Post Do¢ Fellow 148,1 Eng/Env PA Post Doc Fellow
147.2 Economist Div Fellow 148.2 Eng/Env P.A. Div Fellow

147.3 Economist Staff 5ci 1 148.3 Eng/Env P.A. Staff 5ci 1
147.4 Economist Staff 5ci 2 148.4 Eng/Env P.A. Staff Sci 2

147.5 EconomistStaffSci3 148.5 Eng/Env P.A,StaffSci3

147.6 SrEconomistI 148.6 SrEnglEnv P,A.AnalystI

147,7 SrEconomistH 148.7 SrEng/Env P.A.AnalystII

_ 147.0 .... Sr ,Economist III 148.0 St,Eng/Env P.A. Analyst HI



JOB GROUP IDENTIFICATION - Professionals

iiiiii 1 in i i iiii i i iiiii i . 11111 ii iiii iiiii i [ i

GroupName:TE_CAL EDITING/_G JobGroup:Bt0
-- ]]]] ]]]] 'I I ]I] III ]'T' -- ]] ] ] ]........

Code lobTitle Code .JobTitle

191.1 TechEditor& WriterI 194.1 TechInformationSpecI

191.2 TechEditor& WriterII 194.2 TechInformationSpecII
191.3 Tech Editor & Writer HI 194.3 TechInformationSpec HI
191.4 TechEditor&WriterIV 194.4 TechInformationSpecIV

1913 , TechEditor& WriterV . 194.5 TechInf'orma_onSpecV

i _ i i i iil|l i i ii iiii i ii | --

Ic, pN,, i SOCm JobO,o,,FI "'I II '"I ' I'I III I I I IIIII ___

i Code lobTitle Code lobTitle
i 381a ResearchAsso_te 381.3 Princip_dResearch_te
J 381.2. SrResearchAssociate

ii _ i i i H III III I'I

' STIL_'I'O S'I" .........GroupName: ADMINI RSIANALY JobGroup: B13
] II III

Cocle .JobTitle Code lobUtle

167.2 Administrator2 168.2 Admin Special/st2
167.3 Administrator3 168.3 Admin Specialist3

167.4 Administrator4 168.4 Adm/n Special_t 4Illll I I I __ I Illllll I I

I IIIII III I

GroupName:ENVIRONMENTAL HEALTH AND SAFETY JobGroup:BI6
I 'I II I ..........

Code lobTitle Code .JobTitle

126,1 HlthlSftEngTPostDocFellow 1263 H1th/SftStaffSci3

126.2 Hlth/Sft EngrDiv Fellow 126.6 SeniorHealth/SafetyFag I
126.3 H]th/SftStaffSciI 126.7 SeniorHealth/SafetyEngII
126,4 Hlth/SftStaffSci2 126.0 SeniorHealth/SafetyFangIlli inUll i ii |l



JOB GROUP IDEN'IIHCATION - Technicians

Group N_me: CO},t_'UT_..KTECH Job Group: CO1
,ll ii i

Code Job 2Itle Code Job 2Itle

75"7.0 Digital Computer Trainee 759.1 Computing Technician
757.1 Digital Computer Operator "759.2 Computing Technician, Sr
757_ Disital Computer Oper, Sr 7593 Computing Technician, Prin
757. Computeroper,Prtn
757.4 Digital Computer Oper, Spec ,,

Group Naut. MECHANICAL TEC[-I "' " JobGroup: C02
ir

Code lob _tle Code lob 11tle

306.1 Mech EngrgAssoc 706.1 Mech Fag TechnolI

306.2 Mech Engrg Assoc, Sr 706.2 Mech Eng Technol H
7063 Mech Eng Technol m

Group Name. ELECTRONIC TECH JobGroup: CI_

CoUe' lobnae coe ]ohnae
302.1 Elect Engrg Assoc 702.1 Elect Eng Technol I
302.2 Elect Engrg Assoc, Sr 702.2 Elect Eng Technol H

702.3 Elect Eng Technol m

Group Naut. TECH/_CH JobGroup:C04
.irii i

Code lob Title Code lob 77tie
720.0 Lead Technologist 795.1 Research Technician

795.2 Research Technician, Sr
724.1 Technical Assistant I 7953 Research T_ Prin

724_ Technical Assistant 2 795.4 Research Specialist

730.2 Assistant Tech Coordinator
730.3 Asst Tech Coordinator Senior



JOB GROUP IDENTIFICATION - Technicians

/

] I I II III I I II III I

GroupName: DF.SIGN/GRAPHICS JobGroup: C05
In Ii IIl_II n iI I I rll- _Innn ,, i IUlilil liu n mliuI ,lIuu, ,nl

Code lob Title Code lob Tltle

700.1 DrafterI .783.2 Printer2

700.2 Design/DrafterII 783.3 Printer3

700.3 Design/DrafterHI 783.4 Printer4

730.0 En_g Assistant 797.1 Techni_ mustrator I
730.1 Engineering Assistant, Senior 797.2 Technical mustrator !1

797.3 Technical mustrator In
797A Technicalmustrator IV

781.1 Graphic Arts Technician

781.2 Sr Graphic Arts Tech 798.1 Photographic Specialist I
781.3 Principal Graphic Arts Tech 798.2 Photographic Specialist II

798.3 Photographic Specialist m

.......... 798-4 PhoWgraphic Specialist IV ,,

ml i iii iii ii ii

GroupName: HEALTHIk4EDICAL JobGroup:C06

COde I Ob _ i_ e i iiii II i i ii illlll liiii i i i i 'ill I _//_d_ I _b _fl_ ill i II '/

180.1 Occupational Health Nurse I 741.0 HealthlSagety Tech Trainee
180.2 Occupational Health NurseII 741.1 Health/Safety Technician

741.2 Health/Safety Tech, Senior
377.1 Chf ResClin Lab Technologist 741.3 Health/Safety Tech, Print

741.4 Health/Safety Tech, Specialist

731.1 Med Lab Technologist I 741.6 Health/Safety Tech App
731.2 Med Lab Technologist II

742.1 Nurse

740.1 Radiation SafetyTechnician
740.2 Radiation Safety Tech, Senior 743.1 Research Clin Lab Tech

740.3 Radiation Safety Tech, Princ
744.1 Animal Technician 1
744.2 Animal Technician2

744.3 Animal Technician 3
I I i i I i I I II

I Ill I illl i II I I

Croup Name: TECI._CAL ASSOCIATE Job Group:_7
I ii ii iii i iiii 1111o I F I IIIIII I

Code lob Title Cocfe lob Title

308.1 Plnt/Fac Engrg Assoc 310.1 Sci/Engrg Assoc
308.2 Plnt/Fac Engrg Assoc, Sr 310.2 Sci/Engrg Assoc, Sr

!
I ii i I II Ill II II I II [ I I '



ilwl iI i Ill I i li

Group Name: ACCeLeRATOR OPm_.a.TORS Job Group: C08
i rl ill illlllll _ll I, ill i ii ill i i jilill IHll i

code lob_ee Code lob_a_
374.1 Accelerator Operator 374.3 Accelerator OPNS Supervisor

374_ r_,_d_i A_.]..O_tor .....



JOB GROUP IDENTIFICATION - Clericals

i i

Group Name: OFFICE SERVICES JobGroup: I:)01
i .Ll i ii Hir i i , ii i i ,i ,

Code .JobTJtle Code lob 11tle

518.1 Aclmin_trativeServicesI 566.1 Matmia]HandierI

5182 AdministrativeServices2 566.2 MaterialHandier2

518.3 .administrativeServices3 566.3 MaterialHandler3

518.4 AdministrativeServices4

642.0 Dispatcher,Emergent7 Commi i i

iiii iii ill i ill ii

Group Name: OFFiCE SPECIALISTS/SUPERVISORS JobGroup: [:)02
'i"il i im |ll,l i li.im,,

coa'e lob cod, lob
169.2 Supervisor Admin Services 2 519.1 Supervisor Admin Services l
169.3 Supervisor Admin Services 3

567.1 Administrator 1
518.5 AdministrativeServices5

568.1 Admirdstrative S.p_:ialistI

1

10



JOB GROUP IDENTIFICATION - Skilled Crafts

Group Name: MACHINE SHOP " Job Group: E01
J i i -,,, ...... I II III

Code Job _tJe Code 1oh _t/e

70";.1 Mech Eng Mach AssisUmtI
707.2 Mech Eng Machinist n

7073 Mech Eng Machinist m

iii iiii u iii ii

I III I I II nl

Group Name: CRAFFS/'i_DES Job Group: E02
r' , '11 I , ,, ,_,

Code Io__ae co_e 1oh*_ae
9023 SheetMetalWorker 9423 ElevatorMechanic

9063 Welder 9503 Plumber/Fitter

9503 Lead Plumber/Fitter

9303 Carpenter

9303 Lead Carpenter 952.3 Air Cond/Refzig Mechanic
930.6 Planner Estimator

960.3 Painter

940.3 Electrician 960.5 Lead Painter
9403 Lead Electrician

970.5 Lead L/ghting Technician
i i i ii, iiii

i

Group Name:' ME__ICS/REPA_ ' JobGroup: E03
= I I....

Code 1oh_ae Code Io__ue
739.1 VehicleMechanic 910.2 Plant Maintenam_ Tech, Sr
739.2 Diesel/Forklift Vehicle Mech 910.3 Plant Maintenance Tech, Print:

739.3 LeadVehicleMechanic 910.4 PlantMaintmmnceTechSpec
910.5 -LeadPlant Maintenance Tech

iii i ill i I ii I

11



JOB GROUP IDENTIFICATION - Operatives

i iii INI II II IIII I I II I II IlUlIIII I I

GroupName: $HMI-SKILI._D JobGroup: I=01
I I II IIIII I ,,, I I I II [ I

Code Job Title Code Job Title

l(_l Material Specialist 784.1 PrintRoomOperator
784.2 PrintRoomOperator,Senior
7843 PrintRoomOpertvr, Prlnc

745.1 TruckDriver, Light 784.4 PrintRoomCameraOperator
745.2 Truck Driver
745.3 LeadTruck Driver 791.1 PlantAssistantI

791.2 PlantAssistantII
783.1 Printer1

9803 Gardener Specia!isti i iiiiii ii i ii i i

12



JOB GROUP IDKNTIHCATION - Service Workers

Groupl i1[ _T_LI_[i _ _ illl i i i i i ii i i i liUlli i ii i iJobll Group:lllll Goll i iiiii
IIIII III II II I I II II Illlr' lu iiiiii iii i ' I I III II I ' I I II III I IIII I IIIIIIIll I II III II

Code lob 110_e Code -lob 11ele
644.0 Firefighter 645.0 Fireflghter,Trainee
64_1 FireCaptain

iii i i ii Hi i IIINIIlllI KillI I i I INN I In I I III IIII II il i I I I[11II III I I

I................... i
coup sus JobG,o.p:G02

I I r ' I I=' ', ' " ' 'I " ' 'II In I 'I 1"I',; I' rl ,, ' ' II ' _ I H_IT I' II I '"r

Code JobTitle Code lob Title
738,1 BusDriver 738.2 SrBusDriver

II I I In I il II I I Ill I HIIII I III

C_oupName: ..............CUSTODIANS Job Group: G03'
I' IN I " I III _1111 I' I

Code Job Title Code lob Title

630.1 Custodian 630.4 Custodian Supervisor
6303. SrCustodian

6303 Asst Custodian Supervisor 799.3 General Helperii i i|i j,H i ,HH I I I I

13





JOB GROUP IDENTIFICATION
EXHIBIT D

Job Group Analysis

The JobGroupAnalysis tablescomparetheavailabilityestimates developedin accordancewith the
precedingsection withtheactual utilizationof females andminoritiesin eachjob groupon September
30, 1993. Forthe purposesof this plan, "underutilization"is definedas havingfewerfemales or
minoritiesin a particularjob groupthatwould reasonablybe expectedby their availability. In
instancesof the "underutilization"of females or minoritiesin ajob group,goals havebeen set in order
to bringutilizationin line with theavailabilityestimate.

NOTE:On line 5, "underutilization,"the "total"minority underutilizationmay not equal the sum of
individualminorityunderutilizationdue to over-representationin one of theminoritycategories.
Minorityunderutilizationis determinedon the basisof totalminoritydata,combiningAfrican-
American,Hispanic,Asian-AmericanandNative American.



LAWRENCE BERKELEY LABORATORY

AFFIRMATIVE ACTION PLAN

JOB GROUP ANALYSIS

FROM 10/01/92 TO 09/30R3

H

I.BUS GOALSWILLBETOFILL

POSITIONSwrr14 MINO_ &

FEMALE,SAT THE PERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATESHOWN ON LINE3 UNTIL MALE FEMALE MIN BLACK HISPANIC ASIAN NAT AM

SUCHTIME AS PARITYWITH =

,^yAn._n.rrvtSRSACH_.. ................ =

(I)JOB GROUP POPULATION

ON 09/30/93 24 20 4 2 0 I I 0__ __
(2) _RCENTAGE __

REPRESENTATION

09/30_3 -=-=--s3"33%16.67=.._...._%0s.33...._..._%00.00% 04.17%00.00......_._%
(3)AVAn.ABn.rrvRATES;
..........pLACEME_rrRA.._GOALS _ .0S.37%......_._%. 01._S% O6.O2%00.47%

(4)LABWIDE

......UNDERSIGN* ...... -01.99% 00.39% 00.36% -00.S2% 00.44% 00.1I%

(5)LASWID_UNDER-
UTILIZATION** ,(ROUNDED) 0 0 0 0 0 0

JOBGROUP: A03 ...............EEO-ICATEGORY: Adnli_'_raljv_ngemc"t.................

L:S wuj. m£......
POSITIONSWITH MINORrrEs &

FEMALES ATTI'g_PERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATESHOWNON LINE 3 UNTIL MALE FEMALE MIN BLACK I'llSPANIC ASIAN NAT AM

SUCHTIME AS PARITYWITH

AvAn.ABn.rrY!s_ACHED. ...............
(I) JOBGROUPPOPULATION

ON 09/30/93 82 53 29 16 4 , 2.... !0 0
(2)PERd^dE

REPRESENTATION

09/30/93 64.63%3S.37.,._....,_,.,,%---------19"51% 04.88% 02.44...%%l2.20...__...._%00.00%
(3)AVAILABRJTY RATES/

.........PLACE.MENT RATE GOALS 46.S7% 20.48%, 06._% 0S.0?%......08.!9%1 00.22%

(4) LABWIDEUNDERI.rrILIZATION* 09.19% 00.79% 01,(xS% 02.16% -03.28% 00.18%
i i i, i ill lu iii,i iiI

(s)LABWIOEUNDER-
UTILIZATION** (ROUN.,,DED),.,_ 9 ,, I 2i 2,,, 0 0

* UNDERUTILIZATIONfor race and ezhnicity(line 5) is determined(1) by multiplying theavailability rates (line 3) by the

totalcurrentjob grouppopulation (line I), and(2) by compadnll actualjob group populationwith actualjob group

population,based on availability data.

** .SOor more equals one whole person.

Page 1



LAWRENCE BERKELEY LABORATORY

AFFIRMA_ ACTION PLAN

JOB GROUP ANALYSIS

FROM 10/01/92 TO 09/3(_3

..J.oBaRoue:^os ....... . _= _o0RY: T,_h.i_Urn=m=,,. . . . . ' . ....
LBL'SOOALSWILL BETO

_smoNs wrrHMn_om_ea
_M_d._ AT_PERC_rrAoE Tcrr_ TOT_ TOT_ _ur_ TOTALTC_r_ TOTAl.TOTAL
RATE SHOWN ON LINE 3 UNTIL MALE _ _ BLACK HISPANIC ASIAN NAT AM

suc_ TIMEASeARrrYwrrH
,_v_iLrrY Is_CH_,. _ ,...........
(_)JOBOROUPmPU_ON

oN0o/30/93 s4 s2 2 s 3 3 l i
_Immmmmmmmm Mmmmmmmmmmsmm_ .................

(2) PERCENTAGE
REPRES_ATION

og:_o/9___.._.__. _____._'03.'/0_.14.sl...___os.s6._..._._os.s6.........._o_.sss__Rol.:s_._,_
(3)̂ v^n_nsrY_Tes/
PL,,Ce,e_R^_OO_..S _ _3.8_,SO.?S,OO._ _O.O_s0o.73,oo.eS_o

(4) LABWIDE ......................................
I"_+--i "_+. .,_

UNDERUTILIZATION" 05.46% 08.62% 02.22% 02.43% 04,2.5% -00.65%

(__A.W_E'_NOeR-..........................
.... U_,LIZATION** (ROUNDED) 5 9 2 2 4 0

'JOBGROUP: "Bol ' EEO-I CATEGORY: Bio-MedScience "
ii i i iii lllllllll i lllllll ii lllllllll I I IIIIIII III

_L_ O0_LS_ SETO_ :
_SmONSwn',U_oRrr_
FEMALES ATTHEPERCENTAOE TOTAL 'TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL
RATE SHOWN ON LINE 3 UNTIL MALE FEMALE ]VEIN BLACK H_PANIC ASIAN NAT AM

SUCHTn_ÊS P^RrT_wrm
AVAILABILITY ISREACHED.

(1) JOBOROUPPOPULATION
ON 09/30/93 82 52 30 I8 l 2 15 0

(2) PERCENTAGE

REPRESENTATION

09/30/93 63.41% 36.59% 21.95% 01.22% 02.44% 18.29% 00.00%

--

PIACEMENT RATE OOAJ.,S 31.74%'11.99% 01.42qb 0|.55¢Jb08.83% 00.18%

<4)t._Wn:)E ........... ".....
UNDERUTILIZATION* -03.97% -08.17% 00.16% -00.73%1-07.76% 00.15%

(5)LABWIDE UNDER-

UTILIZATION**(ROUNDED) ...... 0 0 ....... 0 0 0 0

" UNDERUTILIZATIONfor race and ethnicity(line 5) is determined (I) by multiplying the availabilityrates (fine 3) by the

totai currentjob grouppopulation (line I), and (2) by comparing actualjob grouppopulationwith actualjob group

population,based on availability daub.
l

• * .50 or moreequals one whole person.
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LAWRENCE BERKELEY LABORATORY

AFYIRMATrVE ACTION PLAN

JOB GROUP ANALYSIS

FROM 10/01/92 TO 09rj0/93

,,,,,, ,,,

JOB GROUP: B02
,.,,,,, ,,,,,

LBL'S GOALS WILL BE TO FILL

PosrnoNswn_ MINO_
FEMALESATTHEFERC_-NTAGETOTALTOTALTOTALTOTALTOTALTOTALTOTALTOTAL
RATE SHOWN ON LINE 3 UNTIL MALE FEMALE MIN BLACK II41SPANIC ASIAN NAT AM
[SUCHTIME AS PARITY wrrH

...............

(_)_oeGROUPPOPULATION i

ONoor_o_._.._._3_ 6_ se I._..__!1_._..__s_ _ 1...__.._4o

(2)PERCENT^as

REPRESENTATION

oo_o_..._.._.__ _s3"ss_ _6.42..____.39_..• oo.o0%Ol.49.._...___.__.._._oo.oo%
(3) AVAILABILrrY RATES/

PLACEMENT RATEGOALS _ 17.06% . 12.97% 01.27% 01.66% 09.90% 00.14%

(4) LABWIDE

UNDERLrrlLIZATION* 00.43% -06.31% 00.85% 00.II% -07.37% 00.09%

(5)LABW1DEUNDER- 1UTILIZATION** (ROUNDED), 0 0 ,,,, ........... 0 ,,, 0 0

,oBoRou,: .....
L,BL'SGOALSWILL BETO FILL II

PoSmONS WITH MINORITIES&

FEMALES AT THE PERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATESHOWN ON LINE 3 UNTIL MALE _ MIN BLACK HISPANIC ASIAN NAT AM
SUCH TIME AS PARITY WTTH

AVAILABILITYIS REACHED.

(I) JOBGROUP POPULATION
ON 09/30/93 223] 207 16 45 2 7 36 0

----------'---------

REPRESENTATION
00r30_3 92.83%cr7.17%2o.ls...__%oo......._ o3.14.........,._%16.]4._...__oo.oo........__

(3)Av^n.Ann.rr_RATES/
..........pLACEMENT. RATE GOALS 08.16% 12.39% ...00.95%01.64% 09.70% 00.08%
(4)LABWIDE

UNDERUTILJZATION* 02.20% -11.37% 00.12% -03.34% -14.37% 00.18%

(5) LABWK)E UNDER-

UTILIZATION**(ROUNDED) 2 0 0 0 0 0,..,,. ......

* UNDERUTILIZATION for race and ethnici_ (line 5) is determined(1) by multiplyingthe availability rates(line 3) by the

total currentjob grouppopulation(line I). and(2) by comparing actualjob grouppopulation withactual job group

population, based on availability data.

** .50 or moreequals one whole person.
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LAWRENCE BERKELEY LABORATORY

AFFIRMATD_ ACTION PLAN

JOB GROUP ANALYSIS

FROM 10/01/92 TO 09/').,0/93

LBL'S GOALS WILLBETO FILL

POSITIONS WTI'HMINoRrlIF_ &

FEMALES AT THEPERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATE SHOWN ON LINE 3 UNTIl. MALE _ MIN BLACK !HISPANIC ASIAN NAT AM

SUCH TIME AS PARITY

AVAILABILITY IS REACHED.
i i |. i ,, ,,. ,.i, ,,.i i

o) J'oBoxo_ _PU_T_ON
oN09/30/93 z03 s4 z9 19 0 o 19 o

---" ...____._._

REPRESENTATION

09/30/93 8135% 18.45% 18.45% 00.00% 00.00% I8.45% 00,00%

I.2,.s6o3.2s ooo6

UNDERUTILIZATION*..... 03.21% 03.35% 02.45% -02.74% 00.06%
(5)t.,,ewn_UNDO- II
......_UZA_ON*.(ROUND_D)!1 ,; ) :__ .....3 2 ,,,o o

i,i ,i

JOB GROUP: B05 .......... EEO-ICATEGORY- ElectricaFElecu'onicsEngineering , ""

POSITIONSWITH MINORITIES &

FEMALES AT THEPERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATE SHOWN ON LINE 3 UNTIL MALE FEMALE MIN BLACK HISPANIC ASIAN NAT AM

SUCH TIME AS PARITY W1TH

AVAILABILITY IS REACHED.

(_)JOeoRo_poPUL_/_N.... - ......................
ON 09/30/93 92 86 6 14 3 0 11 0

(2)PERCENTAGE

REPRESENTATION

09/30/93 ......93.48% 06.52% 15.22% 03.26% 00.00% 11.96% 00.00%

_)̂ v__ _i ..........._ ...........

PLACEMENT RATE GOALS !0.04% 26.66% 02.97% 02.93% 20.44% 00. !9%

(4)_wn_ ..................
UNDERUTILIZATION* 03.24% I0.S3%-00.27% 02.70% 07.80% 00.!7%

UTILIZATION**(ROUNDED) ,, (3), #t,| _ 0 3 8 0

* UNDERUTILIZATIONfor race and ethnicity(line 5) is dexermined(I) by multiplyingtheavailabilityrates (line 3) by the

total currentjob group population(line 1), and(2) by comparing actualjob grouppopulationwithactual job group

population, based on availability data.

f

*" .50 or moreequals one whole person.
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LAWRENCE BERKELEY LABORATORY

AF_1TVE ACTION PLAN

JOB GROUP ANALYSIS

FROM 10/01/92 TO 09rJo_3

a.ouP: _ CALORY E.SsnS ................ ,,, '........ ,.....-
I.BL'SOOALS WILLBE TOFILL

POS.JTIONS WITHM_oRrI'[ES &

FEMALESAT THE PERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL
RATESHOWN ON LINE3 UNTIL MALE FEMALE MIN BLACK HISPANIC ASIAN NAT AM
SUCHTIMEAS PARITYWITH

AVAILABILITYIS REACHED.
.all Ill I I I III, I I I I I

(i) JoeGROUPPOPULATION
ON09/30/93 76 74!_ I,,0 _ 13 0

i2) PERCENTAGE ___l "==--==='=_ 00.00%

REPRESENTATION i

099/30/93 02.63% 18.42%00._ 0].32% I"7.]1%
(3)AV^_ILrTYRA'rES/

PLACEMENT RATE GOALS 05.04% 25.67% 01.22% 03.82% 20.$2% 00.,06%
(4)LABWIDE

,,U_ERtrrmzATiON,.... 0_.s3%os.st%09.93%0].90%02.60_oo.os%l
(5) LABWIDE UNDER-

urmzA'noN.(ROUNDED) _ ) ......_ i 2 3 o

, ,,| |,, , .,,,,, , ,,

JOB GROUP: B07 EEO-I CATEGORY: OtherEn_ine,edng _d _ sciences .......... ,..
LBL'SGOALS WILL BETO FILL

POSITIONSWITH MINORrTIES&

FEMALES AT THE PERCENTAGE TOTAL TOTAL TOTAJ.. TOTAL TOTAL TOTAL TOTAL TOTAL

RATE SHOWN ON LINE3 UNTIL MALE FEMAI_ MIN BLACK HISPANIC ASIAN NAT AM
SUCH TIME AS PARITY WITH

AVAILABILITYIS REACHED.
iii ! llmll iii ii ii Iml III

(i) JOB GROUP POPULATION

ON 09/30/93 58 49 9 15 1 2 12 0
" PERCENTAGE

REPRESENTATION

09/30/93 84.48% 15.52% 25.86% 01.72% 03.45% 20.69% 00.09%

(3)AVAILABILITY RA_---_"_ _ ----'--

PLACEMENT RATE GOALS _ 15.95% i 8.S7._.%._02.19% 02.68._......_%13.56..% _ 00.13_

(4) LABWIDL: i

UNDERUTILIZATION* ,_ 00.25% -04.23% 00.2?% 430.45% :04.14% 00.08%

(5) LABWIDE UNDER-
UTILIZATION**(ROUNDED) _ 0 0 0 0 0 0

* UNDERUTILIZATIONfor race andethnici_y (line 5) is determined(l) by multiplyingthe avai]abiHryralej (line 3) by the

to_l cunent job group[_pulauon (line i), and (2) by comparing _t'ua]job l_up population with acruaijob Ip'oup
Ix_pulation.b_ed on availabilitydata.

** 30 or mo_ equals one whole _rson.
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LAWRENCE BERKELEY LABORATORY

AFFIRMATIVE ACTION PLAN

JOB GROUP ANALYSIS

FROM 10/01/92 TO 09/30/93

JOBGROUP: B08 EEO-! CATEGORY: Facilities Ensineers .....
I.BL'SGOALS WILLBETO FILL

POSmONSwr_ Ml_ORrrl_ &
FEMALESAT THE PERCENTAGE TOTAL TOTAL TOTAL "IOTAL TOTAL TOTAL TOTAL TOTAL
PATE SHOWN ON LINE3 UNTIL MALE FEMALE! MIN BLACK I-HSPANIC ASIAN NATAM

SUCHTIMEAS PARITYwrrH

AVAILABILITYISREAC3-1ED.
,,| ,

(I) JOB GROUP POPULATION
ON 09/30/93 37 30 7 I0! 3 0 6 1

,i

(2) Pf.RC-_N'TAGE

REPRESENTATION

09/30/93 81.08% 18.92_...__%27.03% ._08.1 I% 00.00% 16.22% 02.70%
(3) AVAILABILITYRA'I'F_/ ImPLACEMENTRATEGOALS 15.13% 25.39% 03.99% 02.94% 17.03% 0134%

(4) LABWIDE
UNDERLrrILIZATION* -01.40% ..00.61% -01.52% 01.09% 00.30% -00.50%i

(5) LABW_EUI,:DER-
UTILIZATION"* (ROUNDED) 0 0 0 "(I_ 0 0

i

JOB GROUP: B09 EEO-ICATEGORY: Economics/Anal),sis ..
I.BUSGOALS WILL BE TO FILL

POSITIONSWITH MINORITIES&

FEMALESAT THEPERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATESHOWN ON LINE 3 UNTIL MALE FEMALE MIN BLACK HISPANIC ASIAN NATAM

SUCHTIME AS PARrTYWITH

AVAILABILITYISREACHED.

(I) JOB GROUP POPULATION
ON 09/30/93 24 22 2! 5 I 0 4 0

(2)PI_KL3=NTAGE

REPRESENTATION _.09/30/93 91.67% 08.33%! 20.83% 04.17% 00.00% 16.67% 00.00%

(3) AVAILABILITYRATES/
PLACEMENT RATE GOALS 21.00% 15.79% 02.81% 01.06% 11.30% 00.60%

i

UNDERUTILIZATION* 03.04% -OI.21% -00.33% 00.25% -01.29% 00.14%iii

(5) LABWIDE UNDER- Jli

!!
.,P

UTILIZATION*"(ROUNDED) lr_ 0 0 0 0 0

• UNDERUTILIZATIONfor raceand ethnicity (line 5) is determined(1) by multiplying the availabiliD,rates (line 3) by the

totalcurrentjob group population (line 1), and (2) by comparing actualjob grouppopulationwith actualjob group

population, based on availability data.

f

"* .50 or moreequals one whole person.
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LAWRENCE BERKELEY LABORATORY

AFFIRMATIVE ACTION PLAN

JOB GROUP ANALYSIS

FROM 10/01/92 TO 09/30/93

JOBGROUP: B10 EEO-1CATEGORY: Technical Editins/Writin_ , ,
I.BUS GOALSWILL BE TOF_ ' ' --

POSITIONSWITH MINORITIES&

FEMALESAT THE PERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATESHOWN ON LINE3 UNTIL MALE FEMALE MIN BLACK HISPANIC ASIAN NATAM
SUCHTIMEAS PARITYWITH

AVAILABILITYIS REACttED.

(!) JOBGROUP POPULATION

ON 09/30/93 28 12 16 5 ! 2 2 0

REPRESENTATION

09/30/93 42.86% 57.14% 17.86% 03.57% 07.14% 07.14% 00.00%1

i(3) AVAILABILITYRATES/

PLACEMENTRATEGOALS . ._. 49.86% 19.65% 06.74% 05.65% 06.47% 00.75%
(4) LABWTDE

U ERUnL  ON"  2.04 00. 00.89.0.42 00.2
t. BwDUNDER-
UTILIZATION" (ROUNDED) 0 (_) (_ ") 0 0 0

JOB GROUP: B I 1 EEO-! CATEGORY: ResearchAssociates

LBL'SGOALS WILLBE TO FILL

POSITIONSWITH MINoRrrIES &

FEMALESAT THE PERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATESHOWN ON LINE3 UNTIL MALE FEMALE MIN BLACK HISPANIC ASIAN I_ATAM
SUCHTIMEAS PARITYWITH

AVAILABILITYISREACHED.

(1)JOB GROUP POPULATION

ON 09130/93 132 74 58 24 1 2 21 0

(2) PERCENTAGE _ " --
REPRESENTATION

09/30/93 56.06% 43.94% 18.18% 00.76% 01.52% 15.91% 00.00%

(3) AVAILABILI1 "l RATES/ WlPLACEMEh_r RATEGOALS 47.29% 14.20% 03.86% 02.55% 07.52% 00.25%

(4) LABWIDEUNDERUTILIZATION* 04.42% -05.26% 04.10% , 01.37% -! i.07% 00.33%
(5)LABWIDE UNDER-

UTILIZATION** (ROUNDED) : _ 0 "_ ) ,:t' 0 0

* UNDERUTILIZATIONfor race andethnicity 0ine 5) is determined(1) by multiplyingthe availabilityrates (line 3) by the

totalcurrentjob grouppopulation(line I), and(2) by comparingactualjob grouppopudadonwithactualjob group
population,basedon availabilitydata.

** .50or moreequalsonewholeperson.

Page 7



LAWRENCE BERKELEY LABORATORY

AFFIRMATIVE ACTION PLAN

JOB GROUP ANALYSIS

FROM 10/01/92 TO 09/30/93

JoeGRO_: s13 ...... F.EOqc^TEGORV:̂a._-_s_to_,_s_
I.BL_ GOALS WILL BE TO FILL

POSITIONSWITH MINORITIES&

FEMALES AT THEPERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATESHOWNON LINE 3 UNTIL MALE FEMALE MIN BLACK HJSPANIC ASIAN NATAM

SUCHTIMEAS PARITYWITH

AVAILABILITY IS REACHED.
II Il i,

(I) JOBGROUP POPULATION •

ON 09/30/93 219 . 64 155 64 21 13 30 9

(2) PERL_NTAGE _ ,M

REPRESENTATION

09/30/93 70.78% 29.22_..._%09.59% 05.94% 13.70% 00.00%
O) AVAn.ABILITY RATES/

PLACEMENTRATE GOALS 58.72% 25.28% 09.04% 05.72% 10.18% 00.26%
, , H|,,, i

(4) LABWIDE NUNDERUTILIZATION*. _-26.40% -08.64% -01.20% -00.47% -07.71% 00.57%
(5) LABWIDEUNDER- r_'_

I.rI'IL1ZATION** (ROUNDED) _ 0 O 0 , 0 0 (1

, t
.... ii ...

JOB GROUP: BI6 EEO-I CATEGORY: EnvironmentalHealthandSafer),
rLeL'SCOALSWn.LBETOFILL
POSITIONS wrrH MINORrrIEs &

FEMALESAT THEPERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATESHOWN ON LINE 3 UNTIL MALE FEMALE MIN BLACK HISPANIC ASIAN NAT AM

SUCHTIME AS PARITYWITH

AVAILABILITYIS REACHED.

(I) JOBGROUP POPULATION
ON 09130/93 - 58 - 43 15 15 6 0 9i 0

(2) PERCENTAGE
REPRESENTATION

o9/30/93 74.14% 25.56% 25.56% io._4% oo.o0% 15.52% o0.oo%
(3)AVAXLAen.rrYRATEs/ _

PLACEMENT RATE GOALS __ 2!.56% 07.06%1 00.73% 01.70% .04.50% 00.12%
(4) t,ABWIDE

UNDERUTn._..A'nON" _.__ -02.50%-I0.91%-05.S5%00._% -06.39%00.07%
(5) LABWIDE UNDER-

UTILIZATION'* (ROUNDED) _ 0 . 0 . 0 _ ) 0 0

* UNDERUTILIZATIONfor raceand ethnicity ('line5) is determined(l) by multiplying the availabilityrates (line 3) by the

totalcurrentjob group population (line l), and (2) by comparing actual job grouppopulationwith actual job group

population, based on availabilitydata.
I

"* .50 or more equals one whole person.
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LAWRENCE BERKELEY LABORATORY
AFFIRMATIVE ACTION PLAN

JOB GROUP ANALYSIS

FROM 10/01/92 TO 09/30/93

JOB GROUP: C01 EEO-I CATEGORY: ComputerTechnicians i ml

LBL'S GOALS WILLBETO FILL

POSITIONSwrrH MINORITIES&

FEMALESAT THEPERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATESHOWN ON LINE3 UNTIL MALE FEMALE MIN BLACK HISPANIC ASIAN NAT AM
SUCH TIME AS PARITYWITH

AVAILABILrrY IS REACHED.

c,)JOBoRouP
oN,30 3 ,7 ,2 5 7 , 3 2 ,i

(2)iCmACE ....
REPRESENTATION

09/30/93 70.59% 29.41% 4 I. 18% 05.88% !7.65% 1!.76% 05.88%

(3) AVAILABILITY RATES/

PLACEMENT RATE GOALS _ 29.79% 30.85% ....03.75% 05.44% 20.76% 00.78%

(4) LABWIDE iUNDERUTIIAZATION* 00.06% 4)1.76% ..00.36% -02.08% 01.53% -.00.87%
(5) LABWIDE UNDER-

UTILIZATION** (ROUNDED) 0! 0 0 0 2 0

• JOB GROUP: CO2 EEO-I CATEGORY: MechanicalTechnicians
LBL'SGOALS WILL BE TOF1LL

POSITIONSwrrH MINORrI'IES&

FEMALES AT THEPERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATE SHOWN ON LINE3 UNTIL MALE FEMALE MIN BLACK HISPANIC ASIAN NAT AM
SUCH TIME AS PARITYWITH

AVAILABILITY ISREACHED.

(1)JOB GROUP POPULATION

ON 09/30/93 123 121 2 23 I 8 14 0
.,.mm,ma, aammm,l,sm _

(2) PERCENTAGE

REPRESENTATION

09/30/93 98.37% 01.63% 18.70% 00.81% 06.50% 11.38% 00.00%.--_._,_ _.__.__
(3) AVAILABILITY RATES/

PLACEMENT RATE GOALS 05.47% 21.72% 02.15% 07.77% 11.37% 00.25%
_.m_a.,=m.,=msm _

(4) LABWIDE

UNDERUTILIZATION* 04.73% 03.72% 01.64% 01.56% -00.01% 00.31%
_ ,_mmm_am_mm_,

(5) LABWIDE UNDER-

UTILIZATION** (ROUNDED) $ 4 2 0

* UNDERUTILIZATION for raceand ethnicity(line 5) is determined(!) by multiplyingtheavailabilityrates (line 3) by the

total currentjob group population(line !), and (2) by comparing actualjob group populationwithactual job group

population, based on availabilitydata.

** .50 or more equals one whole person.
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LAWRENCE BERKELEY LABORATORY

AFFIRMATIVE ACTION PLAN

JOB GROUP ANALYSIS

FROM 10/01/92 TO 09/30/93

JOB GROUP: C03 EEO-I CATEGORY: ElectronicTechnicians

LBL'SGOALS WILLBETO FILL

POSITIONSWITH MINORITIES&

FEMALF_ ATTHE PERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATE SHOWN ON LINE3UNTIL MALE FEMALE MIN BLACK I-_SPANICASIAN NAT AM

SUCH TIME AS PARITY WITH

AVAIl.ABILITY IS REACHED.
i I I

(1) JOB GROUP POPULATION
ON 09/30/93 125 119 6 32 9 4, 19 0

(2) PERCENTAGE _ J

REPRESENTATION

09/30/93 04.80% 25.60% 07.20% 03.20% 15.20% 00.00%
(3) AVAILABILITY RATES/

PLACEMENTRATEGOALS j 12.52% 36.02% 06.64% 06.58% 22.22% 00.54%

(4) LABWIDE _JUNDERUTILIZATION* 09.65%! 13.03% -00.70% 04.23% 08.78% 00.68%

(5) LABWIDEUNDER-
UTILIZATION**('ROUNDED) 10 13 0 4 9 1

JOBGROUP: C04 EEO-I CATEGORY: Tech/Research

LBL'SGOALSWILLBETO FILL

POSITIONSWITHMINORITIES&

FEMALESAT THE PERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATE SHOWN ON LINE 3 UNTIL MALE FEMAL£ MIN BLACK HISPANIC ASIAN NAT AM

SUCHTIMEAS PARITYWITH

AVAILABILITYIS REACHED.
i

(1) JOB GROUPPOPULATION
ON 09/30/93 62 52 10 12 6 4 2 0

ii iiiii II i

[[i.
09/30/93 16.13% 19.35% 09.68% 06.45% 03.23% 00.00%

(3) AVAI],.,ABILITYRATES/ [_
PLACEMENTRATE GOALS - :-_--.... :- 27.23% 34.95% 06.30% 08.78% 19.67% 00.19%

i_ ! ill

(4) LABWIDEUNDERUTILIZATION* 06.88% 09.67% -02.09%! 01.44% 10.20% 00.12%

(5) LABWIDEUNDER-

UTILIZATION** (ROUNDED) 7 10 0 I I0! ,,, (3

* UNDERUTILIZATIONfor raceandethnicity (line 5) is determined(I) by multiplyingtheavailabilityrates (line 3) by the

totalcurrentjob group population(line 1), and (2) by comparing actuai job group populationwithactualjob group

popu]ation, based on availability data.

** .50 or moreequals one whole person.
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LAWRENCE BERKELEY LABORATORY

AFFIRMATIVE ACTION PLAN

JOB GROUP ANALYSIS

FROM 10/0192 TO 09/30/93

JOBOROUP:,C05 F_o-_CA_ZO0,,RY:X_ir_O_,ph_,, ......
LBL'SGOALSWILLBE TO FILL

PosrFIONS WITHMINORrrEs &

FEMALF_ AT THE PERCENTAGE TOTAL TOTAl., TOTAL TOTAL TOTAL TOTAL TOTAl., TOTAL
RATESHOWN ON LINE3 UNTIL MALE FEMALE MIN BLACK I-IJSPANIC ASIAN NAT AM

SUCH TIMEAS PARITY WITH

AVAn.,ABILITYIS REACTED.

(1) JOB GROUPPOPULATION
ON 09/30/93 54 41 13 16 5 2 9 0

......... IIIIII I ..........

REPRESENTATION

09/30/93 24.0"7% 29.63%, 09.26% 03.70% !6.67% 00.00%

(3) AVAILABILrTY RATES/
PLACEMENTRATE GOALS 23.53% 32.68% 07.41% 08.22% 16.74% 00.19%

iii i .11 i ii

(4) LABWIDE
UNDERUTILIZATION* -00.29% 01.65% -01.00% 02.44% 00.04% 00.!0%

...... ,,,,

(5) LABWIDE UNDER-

UTILIZATION**(ROUNDED) 0 2 0 2 0 C

JOB GROUP: C06 EEO-I CATEGORY: Health/Medical ,,
L_L'sGO_Sw_ BETOmL
POSITIONS WFFHMINORITIES&

FEMALESAT THE PERCENTAGE TOTAL TOTAL TOTAL TOTAl., TOTAL TOTAL TOTAL TOTAL

RATE SHOWN ON LINE 3 UNTIL MALE FEMALE MIN BLACK HISPANIC ASIAN NAT AM

SUCHTIMEAS PAR1TYWITH

AVAILABILITYIS REACHED.
...... , H,

(1) JOB GROUPPOPULATION
ON 09/30/93 38 24 14 12 7 1 4 0

(2) PERCENTAGE
REPRESENTATION

09/30/93 63.16% 36.84% 31 .$8% 18.42% 02.63% 10.53% 00.00%
i Ul i i i Ill II i ii

(3) AVAIJ.,ABILII¢ RA-IP..S/
PLACEMENT RATEGOALS 58.92% 34.33% 13.80% 06.91% I 13.22% 00.34%

i i ii i II ii ii i ii iii

i4)LA_W_
U_DERIrnUZATION" 0S.39__ 01.05__1.76_ 0_.63_0_.02_ 00._3_

(5) LABWIDE UNDER-

UTILIZATION** (ROUNDED) 8 .! 0 2 1 0

* UNDERLWILIZATION for raceand ethnicity(line 5) is determined(I) by multiplying the availability rates(line 3) by the

total currentjob group population (line 1), and (2) by comparing actualjob grouppopulationwith actualjob group

population, based on availability data.

** .50 or moreequals one whole person.
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LAWRENCE BERKELEY LABORATORY

AFFIRMATIVE ACTION PLAN

JOB GROUP ANALYSIS

FROM 10/01/92 TO 09/30/93

JOB GROUP: C07 EEO-I CATEGORY."Technical Associates'
!_L'SGOALS_ BETO
POSmONSwrm M[NORrr_s
iI_MALES AT THE PERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

iRATESHOWN ON LINE3 UNTIL MALE FEMALE MIN BLACK HISPANIC ASIAN NAT AM

SUCH'r_EASpARrrvwrm
AVAILABILITYIS REAOtED.
___ ii i i i,i. ill i |l i,

(1)JoBGROUPPOPULATION
ON09/30/93 37 34 3 e o 3 3 o

(2) PERCENTAGE
REPRESENTATION

09/30/93 91,89% 08.11% 16.22% 00,00%! 08.11% 08.11% 00.00%iiii i i iii ii

(3)AVAILABILITYRATES/ -_
PLACEMENT RATE GOALS _ 33.24% 36.07% ! 04.38% 09.26% 21.77% 00.61%i ,i i i

(4) LABW]DEUNDERLPHLIZATION* 09.30% 07,35% 01,62% 00.43% 05.05% 00,23%

(5) LABWIDE UNDER-

UTILIZATION** (ROUNDED) 9 7 2 0 0

JOB GROUP: C0S EEO-I CATEGORY: AcceleratorOperators ........
I_L'S GOALS WILLBE TO Fn2,

POSITIONS WITH MINORITIES&

FEMALES AT TIE PERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATE SHOWN ON LINE 3 UNTIL MALE FEMALE MIN BLACK HISPANIC ASIAN NAT AM

SUCH TIMEAS PARITYWITH

AVAILABILITYIS REACHED. i llll

(1) JOB GROUP POPULATION
ON 09/30/93 20 15 5 2 1 1 0 0

REPRESENTATION

._ o9/30/93 _ 25.00% 10.00..._%05..00_ 05.o0% 00.00%_00.00..._._
(3) AVAILABILITYRATE_/

PLACEMENT RATE GOALS , 30.33%1 30.74% 05.96% 08.44% 16.14% 00.19%

(4) LABWIDE JUNDERUTILIZATION* 01.07% 04.15% 00.19% 00.69% 03.23% 00.04%,i ii

(5) I.ABW1DE UNDER-

UTILIZATION** (ROUNDED) 1 4! 0 ! 3 0

* UNDERUTILIZATIONfor race and ethnicity (line5) is determined(1) by multiplyingthe availabilityrates (line 3) by the

total currentjob group population(line I), and (2) by comparing actualjob grouppopulation with actualjob group

population, based on availabilitydata.

** .50 ormoreequals onewhole person.

Page 12



LAWRENCE BERKELEY LABORATORY

AFFIRMATIVE ACTION PLAN

JOB GROUP ANALYSIS

PROM 10/01/92 TO 09/30/93

iii i ........ , ,,,,,,

_L'Soo_ w_.BETo_ .......
msmoNswn'HM_oRn'_•
_MJ_ES^T'r_P_R_^OE"ro'r,,_"ro'r_ "ro'r,_To'r,,a.'ro'r,,_"ro_r_"ro'r,_"ro'r_.
RATEmOWNONL_su_rm _ m_,,_ r,_ B_CZ_Sp,,_C,.,SU_NAT
SUC._E,,,SPARrn'wrm
AVAILABILITY IS REAa'IED.

i . ,,lill . ii., , i , ii. i , i , i i

(1) JOB GROUPPOPULATION
ON 09/30/93 239 43 196 112 68 21 21 2

(2) PERCENTAGE
REPRESENTATION

09/30/93 17.99% 82.01% 46.86% 28.45% 08.79% 08.79% 00.84._........_%%

(3) AVAILABILITYRATES/ nuP_C_rRA_OO,,_.s ,s._ n.s6_ ,2.49_ _7.oo_o0.sg_

(4)L_w_E................ [UNDERUTILIZATION* -09.09% -37.98% 08.85% 19.63% 00.13%

(5) LABWIDEUNDER.

UTILIZATION** 0 9 2(} 0

JOB GROUP: D02 -- ' EEO-ICATEGORY: ClericalSu_isors

i

LBL'SGOAI._WILL BE TO FILL

POSITIONSWITH MINORITIES&

FEMALES AT THE PERCENTAGE TOTAL TOTAL TOTAL TOTAL 'TOTAL TOTAL TOTAL TOTAL

RATE SHOWN ON LINE 3UNTIL MALE FEMALE MIN BLACK HISPANIC ASIAN NAT AM

SUCH TIME AS PARITY WITH

AVAILABILITYiSREACHED.
I

(1).IOBGROUP POPULATION

ONo9/3o/9s 63_ 612.___.44 1....21 s _ ..___Ro
(2)P_RCENTAGE _l [
REPR_E_A_ON am! l
09/30/93 _ _ _ 03.17% 96.83% 38.10% 17.445% 07.94% 12.70% 00.00%

PLACEMENT RATE COALS _ 42.40% 19.39% 10.28% 11.92% 00.70%

(4) LABWIDE ' _l_
UNDERLrrILIZATION* _ 02.71% 01.22% 01.48%, .00.49% 00.44%

(5)LABWIDE UNDER-

UTILIZATION**(ROUNDED) 3 I l 0 0

* UNDERUTILIZATIONfor race andethnicity (line5) is deterrained(1) by multiplying theavailability rates(line 3) by the

totalcurrentjobgrouppopulation(lineI),and(2)bycomparingactualjobgrouppopulationwithactualjobgroup

population,basedonavailabilitydata.

** .50 or more equals one whole person.
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LAWRENCE BERKELEY LABORATORY

AFFII_tATIVE ACTION PLAN

JOB GROUP ANALYSIS

FROM 10/01/92 TO 09_0_3

JOB OROUP: E02 EEO-! CATEGORY: Craf ra
_L'S_u.s_ _o _.
_smoNswrmM_o_r_s
_U_.ESAT_-_P_C_AG__r_ _o'r_ _r_ _r_ _n'_ "rOT__crr_ _r_

suchTIMEASPARrrYwrrH
AvAn__n'Y Is REAC_. .....
(1) JOBGROUPPOPULATION

ON 09/30/93 79 79 0 18 7! 8 2 1

'REPX_SE_A_ON _ _
mm._ lOO.OO_oo.oo_ _o._s_ o_.27_

--(3)AVAR.ABILITYRATES/ __

i

PLACEMENT RATE GOALS _ 02.52% 33.33% 07.17% 17.64% 06.84% 01.46%

(45L_a_Wn_E '
UNDERUTILIZATION* _ 01.99% 08.33% -01.M% 05.94% 03.40% 00.15%

(5) LABWIDEUNDER-

UTILIZATION**(ROUNDED) 2 8 0 ,,,6 31 0

* UNDERUTILIZATIONfor race andethnicioy(line 55is de_nrnine_(15by mul_plying the availability rams (line 3) by the

totalcurrentjob grouppopulation(line I), and (2) by comparing actualjob group populationwith actualjob group

population,based on availability data.

** .50 or more equalsone whole person.
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LA WRENCE BERKELEY LABORATORY

AFFIRMATrVE ACTION PLAN

JOB GROUP ANALYSIS

FROM 10/01)_ TO 09/30/93

_oBoROuPi,_o3
L.BL'SOOAL$ WILLBE TOFILL

PosrrlONS wrrH MINORrHE$&

FEMALES AT THE PERCENTAGE TOTAl_. TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

KATE SHOWN ON LINE3UNTIL _ _ MIN BLACK JH]SPANIC ASIAN NAT AM

SUCHTIME AS PARITY WITH

AVAILABILITY IS PEACHED.

!(I)_oaGROUPPOPULATION
ON_0_a 4O _ ....o................!2 , 4, a ................a 2

(2)PERCENTAGE

REPRESENTATION

oo_o_3 loo.oo_oo.oo_3o.oo__o.oo_..._._o_.so_......_o_.5o......_o5.oo

..... _.s_ os.s6_ _s._ _].v_ o_._6_

UNDERUTILIZATION* 00.80% 04.21% -00.$8% 04.46% 01.75% -01.50%

,c_ LABWlDE UNDER-

'."TILIZATION** (ROUNDED) _ ........l 4 0 4 2 0

JOBGROUP: r,Ol EEO,.I CA_0RIY: Semi.ski,lied .... , ,", , "
LBL'S GOALS WILLBE _O F_L "

POSITIONSWITHMINOKITIES&

FEMALESAT THE PERCENTAGE TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL

RATESHOWN ON LINE3 UNTIL MAlE FEMALE M1N BLACK H]SPANIC ASIAN NAT AM

SUCHTIMEAS PARITYWITH

AVAILABILITYiS PEACHED.

(1) JOB GROUP POPULATION
ON 09/30/93 33 27 6 15 6 8 I! 0

(2) PERCENTAGE
REPRESENTATION

o9_o/9_ _sl's2% Is.zs_...__4s.4s______ls.ls.._..__24._4.._.._._03.03%oo.oo._....._
(3) ^vAn.ABn.rrY PATES/

PLACEMENT RATE GOALS _, 32.21% S0.09% 12.03% 24.75% 12.89% 00.32%

i o4.e3%oI.s_%'.o_.oa%o0..!'_%oa.2s%oo._o

S 2 0 0 3 0

* UNDERUTILIZATIONfor race andethnicity (line5) is determined(1) by multiplying theavailability rates (line 3) by the

total currentjob grouppopulation(line l), and (2) by comparing actualjob grouppopulationwith actualjob group

population, based on availabilitydata.

** .S0or moree,qualsonewholeperson.
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LAWRENCE BERKELEY LABORATORY

AFFIRMATTVIE ACTION PLAN

.IOB GROUP ANALYSIS

FROM 10/01792TO e9/30/93

LBL'SGOAL,SWILLBE,TO FILL
POSITIONS_ MINORi'IIF_ k

FEMALES AT THE PERCBNTAOE TOTAL TOTAL TOTAL TOTAl., TOTAL TOTAL TOTAL TOTAL

RATESHOWN ON LINE$ UNTIL MALE FEMALE MIN BLACK HISPANIC ASIAN NATAM

SUCHTIMEAS PARITYWITH

^v_iLrn, isRE_,CH_. ..................
(])JoBoRouPPOPULATION l

ONogr_om ]_I ]6 ] ] I, o 0 o

I(2) F_'r.RCENTAOE,
REPRESENTATION

o9_o_3 94.]2_, os:ss_ o5.8s_,as.m, oo.oo_,.....oo.oo_,oo.oo_
(3) AVAR.ABILTTYRATE.S/

PLACEMENT RATEGOALS 03.'/4% ]7.111_ 06.'/"/_I [}6.54% 02.1]_ 01.51%iii i I illll I ii ii ii i i i [ iii I I IIIIIIII II III II

(4) L.ABWTDE

UNDERUTILIZATION" -00.36% ......0].91_ 00.15_ 0].]]% 00.36%, 00.26%

c .... 2 ol, , ] ...... c c

•

JoBcroUP:0o_
/_Vs_/_.s _.E _'_ '
POSmONSwrn-IMINORrTW.S&
_M_ZS^T_PERC_^OE xc_r_ Tc_r_ l_r_ TOTALTOX_ TOTAL_r_ _ox_
RATE SHOWN ON LINE3 UNTIL MALE FEMALE MIN BLACK HISPANIC ASIAN NAT AM

SUCH TIME AS PARITYWITH

AVAILABILITY IS REA_.

(I) JOBORouP POPULATION.............
oNo9_o/93 ]3 "_ 6 1o ]o o o o

(2) PERCENTAGE i
REPRESENTATION

09/30/93 ...... 53.85% ,,46.15% "/6.92%......76.92% 00.00% 00.00% 00:00%

(3)AVAILABILITY RATES/

PLACE,ME,h_T' RATE GOALS 39.]9% 61.1"/% 37.32% 14.94% 07.14% 01:46%

(4) LABWIDE jUNDERLrnLIZ_TION* ...oo.9],t .o2.o.5_t.os.ls_ 01.94_ oo.9y_ 00._9,_
(5) LABWIDE,UNDER.

UTILIZATION**(ROUNDED) ,,0 0 , 0 . 2 ,, II.......O

* UNDERUTILIZATION forraceandethnicity(line5)isdetermined(I)bymultiplyingtheavailabilityrates(line3)bythe

totalcurrentjobgrouppopulation(lineI),and(2)bycomparingactualjobgrouppopulationwithactualjobgroup

population,basedonavailabilitydata.

"" .50ormoreequalsonewholeperson,
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LAWRENCE BERKELEY LABORATORY

A_TIV£ ACTION PLAN
JOB GROUP ANALYSIS

FROM 10/01/_ TO 09/30/93

i Hill I ,iiii i i iiiiii, i i .,,, , ,,,,,,,.,..,,,,,,................. , ,ii "I

.lOB OROUP: 003 E,EO,,I CATBOORY: Cusmd_ill: i i i i ii i ,, ,,,|, ,

I.,BL'SOOALS WIL,LBETO FILL

POSmONSwmtMn_o_
_.M_m.SATTX_Rc_'r^oETOTALTOTAa.TOT_ TOTALTOT_ TOTALT_r_ TOTAL
_TeSXOWNoNLn_3u_rr_ M_ _ _n_ n_cx msP_x: ,..st_ NATAM
SUCHTUVleASPA_n'YWTm
^vAn._u.rrY,IS,,_au_. , .....................
(_)_onoRoupPOPU_oN [

oN09_0_93 1 3s _ _3 2, 7 _o _ o

REPRESENTATION

(]9_0/93 ..... ..,., 62.86% 37.14% 68.57% 20.00% 28.57% 20.00% 00,00%

' ' i --- ----PI.,ACEMEN'TR.A,,TEGOALS ' 23.92% 68.48% 39.95%, 13.73% 00.36%
(4) LABWlDE

UNDER_ATION* -04.63% ..00.03% -02.13% 03.98% -02.19% 00.20%i i ill i i i i iiiiiii ii ii ii iii i i i i

(5) LABWIDE UNDER-

UTILIZATION**(ROUNDED) 0 0 ........... 0 4 .... 0 0
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2.01HiringPolicies and Procedures

b. The Equal Opportunity Administrator reviews, monitors, and evaluates the effectiveness of
recruitment programs in meeting Aifim_tive Action objectives and omsults and advises on methods
for meeting those objectives.

c. The appropriate Division Director or Department Head defines the duties of the vacant position and,
with the assistance of the Head, Human Resources Department, the position requirements. The

I Division Director or Department Head assists the Head, Human Resources Department, indetermining the most effective recruitment program.

3. PabIicizing Job Vacancies

a. All job vacancies must be listed with the Human Resources Department with the followingexceptions:

• those filled by the demotion of an employee within a Division

• those filled by the reassignment of an incumbent employee with no change in general job duties,
responsibilities, or classification within the same Department or Division

• those to be filled by a career employee on recall or preferential rehire status or scheduled for
layoff

Promotions or transfers of an employee to a dearly different vacant position (including those within a

Department or Division) Department. Consult the Human
must be listed with the Human Resources

Resources Department for guidance in determining whether the new duties m_d responsibilities
should result in a new position that must be posted or in a reclassification o.- reassignment (see
SectionZ06F3, D__ ofAppropr_teC/ass/_cat/on).

I b. The Head, Human Resources Department, regularly postsallvacancies unless the positionisto be
fillecl by a person who is scheduled for layoff or on recall or preferential rehire status from layoff or
who has become handicapped and has received vocational rehabilitation services (see Paragraph 2.05
G 2, Vocational Rehabilitation). Recruitment may be limited to Laboratory employees if an applicant
pool is available of _t diversity to allow the hiring supervisor a meaningful choice in obtaining
the essential job-related skills, knowledge, abilities, and other qualifications, and in meeting
affirmative action objectives. Appropriate media and organizations, both internal and external, are
used to inform potential applicants of job vacancies and employment opportunities with the
Laboratory. Posting of job vacancies is for a minimum of two weeks. Individual exceptions to the
posting requirement may be approved by the Head, Human Resources Department, with the
concurrence of the Equal Opportunity Administrator. Temporary positions of less than six months
assignment are exempt from posting requirements. Vacancies for students hired for summer
positions or for indeterminate time during the academic year are also exempt from posting
requirements. However, any change in status from temporary to permanent will be reviewed by the
Human Resources Departmentandbe subjecttopostingprocedureandpolicy.

c. Advertising for personnel may be arranged only by the Human Resources Department. When
advertising seems necessary to aid in recruiting personnel, advertising copy should be prepared

I jointly by the hiring Department or Division and a Human Resources Department Employment
Representative.

4. Travel Expenses of Applicants

Payment of travel costs for the purpose of a personal interview of an applicant who is a U.S. dtizen is
permissibleonly when specificallyarrangedand approved in advanceby the Human Resources

Revised W93 2.01-2 Regulations and Procedures Manual
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2.01 Hiring Policies and Procedures

Department. Travel costs for foreign nationals are the responsibility of the Foreign Visitors Unit. In
general, this approval is granted only in cases involving supervisory, professional, or technical personnel
not readily available in the local labor market. (See Paragraph 4.01 C 2, Recruiting, Hiring, and Transfers.)

C. RECRUITMENT PROCE--DURES

1. Personnel Requisitions

Action to recruit personnel should be initiated by sending a Stock Form 7600-55440, Requisition for

Personnel, to the Human Resources Department. This form must be completed and properly approved by
an authorized individual. The hiring supervisor must ensure that the requirements listed on the
requisition include the skills, knowledge, and abilities required to perform the duties of that particular
position and that the job description contains only those requirements necessary for satisfactory
performance in that position.

2. Scope of Recruitment

I The Human Resources Department, in consultation with the Equal Opportunity Administrator and the
hiring supervisor, will develop an appropriate recruitment strategy, i.e., suitable search, designated to
obtain a diversified pool of qualified candidates and to maintain an efficient recruitment process. This
strategy must include recruitment in appropriate labor markets, advertising media, and organizational
contacts, both internal and external. The recruitment strategy must allow as much time as possible to

[ establish a diversified applicant pool to meet affirmative action objectives. The Human Resources
Department will _ available information on divisional affirmative action recruitment goals to the
hiring department.

3. Referral of Applications

Each application submitted to the hiring supervisor for review is accompanied by a Stock Form 7600-
65306, Personnel Referral, on which the supervisor reviewing the application or conducting the interview
records pertinent information and states reasons for the decision to hire or reject an applicant. All
completed referral forms must be returned to the Employment Office for review. After this review,

i referral forms for foreign nationals only are sent to the Foreign Visitors Unit of the Human Resources
Department.

4. Referral of Applicants for Vacant Positions

I a. The Human Resources Department will first refer any person on preferential rehire status or any
career employee scheduled for layoff who is qualified for the vacant position and wishes to be
considered.

b. If no person ox_preferm_tial rehire status or no career employee scheduled for layoff is selected,
qualified applicants from inside and outside the University will also be considered for referral. The

[ Human Resources Department will refer those applicants whose qualifications are most appropriate
for the particular position. The Human Resources Department will make every reasonable effort to
establish a diversified applicant pool from which a selection can be made. Of the referred applicants,

J the Human Resources Department wiU identify applicants who must be interviewed before
completion of the interviewing process and selection of a final candidate.

5. Interviewing Applicants

Personal interviews between applicants and the hiring Division or Department are arranged by the

I Human Resources Department, or may be arranged by the hiring Division or Department with the

Revised 7193 2.01-3 Regulations and ProceduresManual
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2.01 Hiring Policies and Procedures

i of the Human Resources The Human Resources will furnishconcurrence Department. Department
available information on each applicant.

6. Documentation

I a. The Head, Human Resources Department, shall keep records of employment practices. These
records will show whether a practice has had an adverse impact on any group protected by Title VII
or other relevant Federal and State laws and will include records to doonnent the job-relatedness of
an employment practice.

b. As specified by the Head, Human Resources Department, the Employment Office shall record the
reasons for selecting or not selecting each referred applicant and shall keep specified records of
selection procedures and decisions.

D. SELECTION

1. Policy

In filling a position, the applicant who, in the opinion of the Division Director or Department Head,
possesses the qualifications to perform most effectively the duties of the position will be selected. The
selection process should facilitate the attainment of Affim_tive Action goals.

2. Responsibilities _,

L The Head, Human Resources Department, shall be responsible for referral of qualified applicants to
the Department or Division. The Head, Human Resources Department, or designated representative
shall advise the hiring supervisor concerning personnel policies, interpretation of legal requirements,
and the professional standards for selection methods and shall consult with the Division Director or
Department Head regarding the availability and qualifications of applicants for specific positions.

b. The Equal Opportunity Administrator shall be responsible for reviewing, monitoring, and evaluating
the effectiveness of selection processes in meeting Affirmative Action objectives and shall consult and
advise with respect to Equal Opporttmity and Affirmative Action in employment.

c. The Division Director or Department Head Sh_U have final responsibility for the selection of an
individual to fill an open position.

3. Selection Procedures

a. A regular status employee on preferential rehire status (Paragraph 2_20B 8, Reemployn_tfrom Layof_
[ or who has received an official letter of layoff from the Head, Human Resources Department, shaU be

granted preference over other applicants for appointment to any active and vacant position at the
same salary level or lower (as determined by the salary range maximum) and at the same or lesser
percentage of time as the position held at the time of layoff. Before considering other applicants, the

I Division Director or Department Head shall inform the Head, Human Resources Department, in
writing, of the reasons that the applicants with preference for reemployment did not meet the
requirements of the position.

b. If no person on preferential rehire status or scheduled for indefinite layoff is available, the Division
Director or Department Head shall consider all qualified applicants from inside and outside the

I Laboratory who have been referred by the Human Resources Department and shall select for the
position the applicant who, based on the evaluation of the Division Director or Department Head, is
most qualified. No applicant may be denied employment nor may any applicant be selected for
appointment in preference to a more qualified applicant on the basis of race, color, religion, sex,
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2.01 Hiring Policies and Procedures

maritalstatus,nationalorigin,disabilityorhandicap,mentalcondition,orstatusasa Vietnamera
veteranordisabledveteranor,withinthelimitsimposedby law,DOE, orUniversityregulations,
becauseofageorcitizenship.

c. All selection methods and criteria must be job related. The following may be taken into consideration
in the candidate assessment process:

* applicationforms

• formalandinformalinterviews

I * physical,educational/training,and work-experiencerequirementsapprovedby theHumanResources Department

* skills, abilities, and previous job evaluations

• performancetestsvalidatedforspecificclassifications

• job-related reference checks

4. References

Inordertoverifyinformationaboutan applicant'sknowledge,skills,abilities,and otherqualifications
thatwillbe importanttosuccessftdperformanceina new position,job-relatedinquiriesmay bemade of
currentand formersupervisorsand personswho cansupplyrelevantinformation.No actualorimplied
offers shall be made by the Employment Office until the references have been checked.

5. Final Selection

a. In selecting from a group of applicants with preference for reemployment or from a group of other
applicants, the Division Director or Department Head shall select the person who, based on the
evaluationoftheDivisionDirectororDepartmentHead,possessesthequalificationstoperformthe
dutiesofthepositionmosteffectively.Inmakingthisjudgment,theDivisionDirectororDepartment
Head shallcomparetheknowledge,skills,abilities,and otherqualificationsoftheapplicantswith
thoserequiredforsuccessfulperformanceofthedutiesoftheposition.

b. If the evaluation by the Division Director or Department Head indicates that two or more applicants
aresubstantiallyequallyqualified,the DivisionDirectororDepartmentHead,inmaking aselection,
shallgiveprimaryconsiderationtomeetingAffirmativeActionobjectives.Secondly,theobjectiveof
providingpromotionaland transferopportunitiestocareeremployeesshallbeconsidered.

c. Aftermaking a selection decision,thehiringsupervisorshallcontacttheappropriateEmployment
Representative.The Employment Representativewillevaluatetheselectionprocess,discussthe
salarywiththehiringsupervisor,and contactthecandidatetomake thejoboffer.Allcompleted
PersonnelReferralformsshallbe returnedtotheEmployment Representativebeforetheoffercanbe
made. Eachreferralform must detailreasonsforselectionornon-selection;allcriteriashallbejob
relatedand willaddresstheskills,knowledge,and abilitiesrequiredtoPerformthejob.
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2.01 Hiring Policies and Procedures

E. CONSTRAINTS ON HIRING

1. Age Limitations

No person over age 70 shall be appointed by the Laboratory/University of Cali/omia except as provided
by the standing orders of The Regents and regulations established by the President of the University of
California.

2. Employment of Minors

CaliforniaStateLaw requireswork permitsforallpersonsunder theage of 18 who have not yet
graduatedfrom high school.Personsunderage 16 willnotbe employed unlessspecialapprovalis

I obtained from the Human Resources Department. When a person under the age of 18 is hired or
assigned to work in areas where background radiation exceeds natural radiation, the Employment Office,
in consultation with the hiring Department or Division, will contact the Health and Safety Department for
final clearance.

3. Employment of Near Relatives

J a. Employment of near relatives requires the recommendation of the Human Resources Department
and the approval of the Laboratory Director or designee when:

* Thereisa supervisoryrelationship.

• The nearrelativehasthesamein_mecliatesupervisor.

• Thereisa closeworkingrelationshipwithanearrelative.

b. Iftwo employeesinany oftheabovetypesofworkingrelationshipsbecome nearrelatives,the
LaboratoryDirector'sapprovalisrequiredfortheircontinuinginthesame workingrelationship.
Approval forsuch appointmentsisgrantedwhen justifiedasbeingin thebestinterestof the
Laboratory.

c. Near relativesaredefinedasparents,children,spouses,brothers,orsisters,includingin-lawsand
step-relativesintheserelationships.

4. Reemployment for Former LBL/University Employees

To avoid possible embarrassing situations, supervisors should not independently approach former
employees of the Laboratory regarding reemployment. To ensure that the reemployment is cleared

I throughproperchannels,contactshouldbemade throughtheHuman ResourcesDepartment.

5. Preemployment Security Evaluation

Before an employment offer is made to any applicant at Berkeley whose work will require a "Q"
clearance, his or her application papers must be reviewed by LBL Protective Services. This review is

I arranged by the Human Resources Department and normally takes seven to ten working days after a
prospective employee has completed the necessary papers and has been fingerprinted.

6. Proselytizing

AllinquiriesorsuggestionsconcerningLBL recruJitmentofemployeesoforganizationscooperatingwith
theLaboratory,theUniversity,DOE, or othergovernment-supportedcontractorshereor elsewhere

[ should be referred to the Human Resources Department before any action is taken or commitment of any
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kind is made. A reciprocal arrangement with these organizations has been in effect for several years, and
it has been mutually agreed that no offer or commitment will be made until the current employer has had
the opportunity to discuss this matter with the employee.

F. OFFERS AND OFFER RATES

1. Employment Offers

Official offers of employment and commitments regarding positions, salary, travel expense, housing, and
I employment conditions are made only by the Human Resources Department. Supervisors shall not

imply any offer of employment in their contact with potential employees.

2. Salary Approval

Supervisors should refrain from discussing the salary to be offered unless this is specifically approved by

j the Human Resources Department. All salary offers will be screened by the authorized members of theHuman Resources Department Certain salary proposals may be referred by Personnel to the Laboratory
Director's Office and the Department of Energy for approval.

3. Medical Approval

The Laboratory employee medical program requires a physical examination for all new employees. The
Laboratory conducts pre-employment physical examinations for Fire Department and Protective Services
personnel. The Laboratory offers periodic examinations for all employees, and periodic physical
examinations are required for certain designated positions where employee safety may be at risk. The
offer of employment is subject to the applicant passing those portions of a physical examination pertinent
to the position. In some cases, the Medical Services Department may recommend restrictions on an
employee's work assignment or activities and advise the Division Director or Department Head and the

J Head, Human Resources Department, who will be jointly responsible for working out, if possible, an
accommodation to the restrictions.

4. Moving Expenses

When suitable applicants cannot be obtained in the local area, authorization may be obtained to
reimburse a new employee for travel and moving expenses (see Section 4.04, Relocation, and Section 4.05,
Shipment of Housdwld Goods). The written employment offer establishes the point of hire of the employee
for the purpose of computing maximum allowances. All commitment_ for employment, travel, and

J transportation will be made in writing by the Human Resources Department

G. EMPLOYEE STARTING PROCEDURES

1. Start Papers

J Each new employee must completeand signaU requireddocuments in the Human Resources
Departmenton orbeforethefirstdayofemploymentbeforetheindividualmay beplacedon thepayroll.
Supervisorsmust notpermita new employeetobeginwork beforethesestartdocumentshavebeen
properlycompleted.

2.New EmployeeOrientation

a. All new employees, including foreign-national employees, must attend a New Employee Orientation
during their first month of employment. Additional safety training is required based on potential
hazard and compliance with LBL safety training requirements.

Revised 7/93 2.01-7 Regulations and ProceduresManual
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2.01 Hiring Policies and Procedures

I b. The Human Resources Department is responsible for ensuring that each new employee is notified of
this requirement and scheduled to attend the first New Employee Orientation given by the Human

I Resources Department.

c. Division Directors are responsible for implementation of this policy as it applies to supervisors and
other employees in their respective divisions. Employees who do not comply with the requirements
of this policy are subject to disciplinary or corrective action as described in Paragraph 2.05 B,
Disciplinary and CorrectiveAction.

H. TERMS OF EMPLOYMENT

1. General

In general, no definite duration is implied in employment. It should be understood in the hiring
agreement that continued employment is subject to satisfactory job perfom_nce and to the availability of
funds and work. In certain cases, when specific terms of employment arc necessary, the terms will be

I arranged by the Human Resources Department.

2. Probationary Period
l

a. All new career employees, except those in the classification of Police Officer or Police Sergeant, shall
serve a probationary period of six months during which their work performance and general
suitability for Laboratory employment are carefully evaluated. Individuals hired into term
appointments for two years or less and career employees who transfer from another University of
California employer without a break in service are not required to serve a probationary period.
Employees who are rehired after a break in service, whether or not they previously completed a
probationary pa_iod, shall serve a new probationary period, uniess they are hired in a classification
that they preciously held and for which they had completed a probationary period.

b. Career employees in the classification of Police Officer serve a twelve-month probationary period
instead of a six-month period, each month of which must be at 50%time or more, exclusive of time on
paid or unpaid leave or in the POST Basic Academy. This twelve-month period is required even
though the Police Officer had served a probationary period in another Laboratory or University
classification.

Upon promotion of employees in the classification of Police Officer to the classification of Police
Sergeant, employees serve a six-month probationary period in the classification of Police Sergeant,
exclusive of time on paid or unpaid leave. Employees who were promoted to the classification of
Police Sergeant who fail to complete a six-month probationary period shall be retained in the same
Laboratory department in the same classification held immediately prior to promotion.

c. The supervisor shall conduct at least two written performance evaluations during the probationary
period (see Paragraph 2.03 B 7, ProbationaryPeriod). The evaluation should take place:

(1) Not later than the midpoint of the probationary period

(2) Not later than 30 days before the completion of the probationary period

In addition to these required evaluations, the supervisor should conduct an evaluation at any time
there is a question concerning the employee's quality of performance or suitability for Laboratory
employment.

d. If at any time during the probationary period, the employee's performance or general suitability for
Laboratory employment is found to be unsatisfactory, the employee shall be released as provided in

i i i i i
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2.01 Hiring Policies and Procedures

Paragraph2.05B 9,ReleaseDuringProbationaryPeriod(exceptemployeesintheclassificationofPolice
Sergeant).

e. An employee who satisfactorily completes the probationary period shall be notified in writing by the
supervisor that regular employee status has been attained. Under unusual circumstances, the
employee's probationary period may be extended with the concurrence of the Division Director and
the Head, Human Resources Department. Such an extension shall be for a specific time not to exceed
three months. The employee shall be informed in writing of the reasons for and the period of
extension.

I. EMPLOYMENT OF FOREIGN NATIONALS

1. General

a. Employment of foreign nationals must be in accordance with Federal Law and Regulations of the
Immigration and Naturalization Services. A foreign national is defined as anyone holding a J-l, H-l,
or F-1 visa, or Permanent Resident (Immigrant) visa who is hired by the Laboratory. Generally,
foreign nationals eligible for employment are those who hold a valid visa and are:

• Im,migran_

• Non-immigrants who have been authorized to engage in such temporary employment by the
Immigration and NaturalizationService

• Non-imm/grant studentswhose employment is in accordancewith Immigrationand
NaturalizationServiceregulationsand who havetheapprovaloftheOfficeoftheAdvisorsto
Foreign Students and Scholars, as required by Campus regulations

b. Non-immigrants, including students, must have or must agree to acquire minimum health insurance
coverage.

c. The ForeignVisitorsUnitshouldbeconsultedasearlyaspossiblewhen considerationisbeinggiven
toemployinga foreignnationalso thata reviewcan be made withregardtovisaand proposed
financial arrangements and so that any required administrative approval may be obtained.

d. Employment of foreign nationals at sites other than Berkeley requires specific prior approval from
DOE.

2. Posting Procedures for Foreisxt Nationals

a. Positions that involve temporary/term appointments of non-immigrants do not require posting.
Approved Stock Forms 7600-55440, Requis_on for Personnel, and recommendations to l_re specific
individuals who are non-imm/grants to fill these requisitions should be forwarded to the Foreign
Visitors Unit.

b. Division requests to hire permanent residents (immigrant-status foreign nationals) will result from
normalpostingofpositionson acompetitivebasis.Referralstohiretheseindividualsagainstposted
positionsshouldbeforwardeddirectlytotheEmploymentOffice.

J. UNIVERSITY PATENT POLICY

Contract 98 between the University and DOE requires that all Laboratory employees sign the Contract 98
patent agreement. (See Section 5.03, Patent Policy.)

l nnnnn n i l l
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2.01 Hiring Policies and Procedures

IC TYPES OF EMPLOYEES

1. Career Employees

Career employees are individuals who are employed to work hall time or more for an indefinite period or
for a specific period of one year or longer. They are eligible for paid vacation leave, sick leave, holidays,
court leave, and, after one year, paid military leave. All are required to be members of UCRS or PEPS.
Individuals hired for an indefinite period at indeterminate time (an unspecified number of hours per
work period) are not considered c=reer employees and are not eligible for UCRS or PERS (except that
previous membership must be continued).

2. Faculty

Some University of California faculty members have dual employment between a campus of the
University and the Laboratory. They are eligible for all types of paid leave from the University in
proportion to the percent of time 'scheduled for Laboratory work. They are required to be members of
UCRS or PERS.

3. Term Appointees

Scientific staff appointees are appointed for a period of one or more years, renewable as provided in
Section 2.07, Professional ResearchStaff.

4. Temporary F.mployees

Temporary employees are individuals employed to work for less than one year. They are not eligible to
join either the UCRS or PEPS retirement systems, but may be eligible for health and life insurance benefits
(see Section 2.15, Group Insurance and Voluntary Retirement Plans). Temporary employees are eligible for
worker's compensation, sick leave, and holiday pay. Vacation and court leave apply to temporary
employees working 50*/.time or more who are hired for a minimum of six months.

Temporary employees who are hired to work indeterminate time, i.e., an unspecified number of hours
per work period, are only eligible for worker's compensation and, for those months in which they work
half time or more, vacation credit. They do not earn sick leave, holiday pay, or paid military leave. See
Section 2.15 for an explanation of temporary employees' eligibility for group insurance plans.

S. Graduate Student Research Assistants

Graduate Student Research Assistants (GSRAs) must be registered graduate students of the University of
California. University of California rules and regulations pertaining to graduate students in the various
disciplines normally apply. GSRAs receive tuition, fee remission, and health insurance benefits as
determined by University of California policies and as implemented for graduate student researchers on
the individual campuses.

GSRAs are paid a flat monthly salary. They do not accrue vacation or sick leave. They are excluded from
Health and Dental Plan benefits and membership in UCRS or PERS, except that previous membership
must be continued in UCRS or PEPS

6. Student Assistants

Student Assistants are hired to work an indeterminate-time or fixed-percent-time work schedule. In
general, students are hired to work less than 50*/0time during the academic year and/or full time during
the summer or other significant academic breaks. They are eligible for worker's compensation insurance.
They must be employed 50% time or more to receive holiday pay. They are not eligible for overtime or
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shift diHerential pay or for paid sick leave, paid vacation, paid military leave, or paid court leave. They
are excluded from Health and Dental Plan _neflts and membership in UCRS or PE_.S, except that
previous membership must be continued in UCRS on PERS.
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PREFACE

This is the written AffirmativeAction Plan for the employmentof individ"_Iswith a disability under Section 503
of the Rehabilitation Act of 1973, as amended,and of special disabled _ :terans and Vietnam-era Veterans under
Section 402 of the Vietnam.era Veterans ReadjustmentAssistance Act of 1974, as amended. This plan sets forth
the policies and practices of Lawrence BerkeleyLaboratorycovering equal employment opportunityfor qualified
"individuals with a disability," qualified "special disabledveterans," and "Vietnam-eraveterans." This document
reaffirms the Laboratory's commitment to providing services and reasonable accommodation to employees,
regardless of disability or covered veteran status. It is available for inspection by any employee, applicant or
compliance agency upon requestduringnormalbusinesshoursby contacting theOffice of WorkforceDiversity.

A. INTRODUCTION

Lawrence Berkeley Laboratory(LBL) is a multiprogramnational research facility operated by the University of
California (UC) for the Departmentof Energy _DOE). In 1993, LBL had over 3500 employees and guests and a
total budget of approximately $261 million supportinga wide range of research activities in fields ranging from
high energy physics to energy conservation. The role of LBLas a DOE National Laboratoryis to serve the nation
and its scientific and educational communities. To do this, LBL operates unique, large research facilities and
performs energy related research. Its fundamental mission is to provide national scientific leadership and
technological innovation to support the DOE'sobjectives, The Laboratoryand DOE have established the I..BLrole
in the form of a mission:

* Perform leading multidisciplinaryresearch in the energy sciences, general sciences, and biosciences in a m
manner that ensures employee and public safety and the protectionof the environment;

. Develop and operate unique national experimental facilities that are available to qualified investigators: The
Advanced Light Source, National Center for Electron Microscopy, 8$-Inch Cyclotron, and National Tritium
Labeling Facility',

. Educateand u'ainfuture generationsof scientists and engineers; and

. Transferknowledge and technological innovationsand fosterproductive relationships between LBL research
programsand industry,

LBL'S VISION AND STRATEGIC OBJECTIVES

LBL has undertaken a comprehensive strategic planning effort to define its vision, core competencies, strategic
objectives, and implementary actions. This process has included assessing its programs and operating context,
defining specific issues confronting the future, and addressingboth LBL and DOE program objectives. At the
same time, LBL has been working with DOE and other national laboratories to define mutual research and
development roles to supportthe DOE mission, planningandquality management initiatives.

LBL's Vision 2000 establishes the overarching goals of the Laboratory'ssu'ategicplanning effort. It focuses on the
DOE as the Lab's primary sponsor, but also establishes a commitment to reaching out and forging new
pannerships with industry, academia, and other national laboratoriesto create value for the economy, enhance
educationand contributeto the community. The four majorgoals of Vision 2000 areas follows:

• Distinguish ourselves as a premier DOE multiprogram national laboratoryby performing research of the
highest scientific quality. Baild on our educational and technical resources to gain a competitive advantage
for addressingproblemsof nationalsignificance andadvancing the mission of the DOE.



• Create value for the economy, enhance education, and contribute to the community through partnerships with
industry, universities, and other laboratories.

• Make LBL the location of choice for facilities and programs.Our operational, administrative, and technical
resources will integrate searnlesslywith the research and engineering programs to make an LBL that works.
All of ouractivities will be conductedwith full regardfor the environment,health, and safety.

• Commit to developing ourpeople to theirfullest potential. We value and seek diversity in our workforce. We
will create an environment that respects the individual, encourages leadership, stimulates innovation, fosters
integrity,anddemands excellence.

CORE COMPETENCIES AND FOUNDATIONS

The ability of the Laboratoryto advance its mission depends upon a small number of "core competencies."
Recognizing them is the first step in determining how the Laboratorycan make the best contributions to the
agencies we serve. Core competency is defined as the integration of research disciplines, personnel, skills,
technologies, and facilities which produce basic research, applied research, technical advances, and research
training. Core competencies can be applied to rapidlychanging nationalneeds and new researchproblems while,
at the same time, undergoing evolution themselves. Beyond our core competencies in specific technical areas,
there are also several key capabilities that are integrated into, or underlie, many of the core competencies. We
refer to these as "foundations" in orderto distinguish them from the core competencies. LBL has identified six
:ore competencies and four foundations. They ate listed below.

Core Competencies

• Bioscience and Biotechnology: Structural biology; genome research; bioinstrumentation; molecular
cytogenetics; medical imaging; biology of humandiseases; biomoleculardesign.

• Particle and Photon Beams: Analysis and design of accelerators; beam dynamics; high-brightness, ion, and
photon sources; advanced magnet design and R&D; high-frequency rf technology; x-ray optics and
lithography; induction iinacs and neutralbeams for fusion energy.

• Characterization and Synthesis of Materials: Advanced spectroscopies and microscopies based on photons,
electrons,andscanningprobes;ceramics;alloys; heterostructures;superconducting,magnetic,andatomically
structuredmaterials;bioorganicsynthesis.

• AdvancedTechnologiesfor EnergySupplyand EnergyEfficiency:Subsurfaceresourcesand processes;
buildingtechnologies;elecu'ochemistry;fossilfueltechnologies;energyanalysis.

• ChemicalDynamics,Catalysis,and SurfaceScience:Reactiondyn_cs; photochemistryof moleculesand
free.radicals;surfacestnzcturesandfunctions;heterogeneous,homogeneous,andenzymaticcaradysis.

• AdvancedDetectorSystems: Major detectorsfor high-energyphysics,nuclearscience,and astrophysics;
scientificconceptionandprojectleadership;advancesinparticleandphotondetection;implementationof new
conceptsindetectortechnology,

In addition,thereis anemergingcorecompetencyin EnvironmentalAssessmentandRemediation.This includes
advancedinstrumentationandmethodsfor environmentalcharacterizationand monitoring;humanhealth and
ecological risk assessment; indoor airquality; subsurfaceremediation of contaminants;geologic isolation of high-
level nuclearwaste; andactinide chemistry.
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Foundations

• National Research Facilities: Advanced Light Source; National Center for Electron Microscopy; 88-Inch
Cyclotron;NationalTritiumLabeling Facility.

• Computation and Information Management: High-speed networking and distributed computing; processing
and analysis of scientific images; data-acquisition and analysis systems; scientific information systems;
databasetechnology.

* Engineering Design and Fabrication Technologies: Custom integrated circuits; integrated accelerator systems;
superconducting magnet assemblies; insertion devices for synchrotron radiation; large-volume semiconductor
detector technology; laboratory automation; advanced CAD/CAM facilities for large systems; facilities for
materials processing and fabrication.

• Education of FutureScientists and Engineers: Undergraduate, graduate, postdoctoral, and faculty involvement
in scientific and engineering research through close ties with the University of California system; educational
programs for elementary schools, high schools, and colleges.



LAWRENCEBERKELEYLABORATORY
ADMINISTRATIVEMEMO

January I0,1994 Vol.XX No. 3

DIRECTOR'S EQUAL OPPORTUNITY/AFFIRMATIVE ACTION POLICY
STATEMENT

This supersedes Policy and Procedure memorandum Volume
XV]V, No. 8, dated February 4, 1993.

I am personally committed to the Laboratory's Equal
Opportunity and Affirmative Action programs. It Js my expectation that
managers and supervisors, at all levels, be familiar with the Af_rrnative

Action Plan and relevant Laboratory policies, and assume responsibility
for following them in all personnel actions. Managers and supervisors
a/so are expected to cooperate fully with the Human Resources
Department so that all employment policies are implemented
consistent with federal and state laws and University of California
policy. Providing support to our EEO/AA Program is a necessary and
vital part of every manager's and supervisor's job at LBL.

The policy of the Lawrence Berkeley Laboratory is to ensure
equal employment opportunity to all employees and job applicants.
The Laboratory will not engage in discriminatory practices against any
person employed or seeking employment because of race, color,
religion, marital status, national origin, ancestry, sex, sexual
orientation, physical or mental disability, medical condition (cancer
related) as defined in Section 12926 of the California Government
Code, status as a Vietnam era veteran or special disabled veteran or,
within the limits imposed by the law, DOE or University regulations,
because of age or citizenship. This applies to all personnel actions,
including hiring, transfer, training, promotion, termination, and other
terms and conc"itions of employment. The Laboratory's policy is to take
affirmative action for minorities and women, for persons with
disabilities, and for Vietnam-era veterans and special disabled
veterans.





C. INTERNAL DISSEMINATION OF POLICY
741.6(f) & (g) and 250.6(0 & (g)

To ensure that all employees know of the Affirmative Action Programs, the Laboratorydisseminates its policy in a
variety of ways, includingthe following:

Availability of Plan

This written Affirmative Action Plan for Vietnam-era/SpecialDisabled Veterans andIndividuals with a Disability
is available for inspection by any employee or applicantfor employment upon request during regular business
hoursat the Office of WorkforceDiversity. A copy of the planis distributedto each Division Director.

Posters

At several locations, EEO/AA notices are posted in areas where they can readily be seen by employees and jol:
applicants. Among these notices are (a) the U.S. Departmentof Laborposter labeled OFCCP-1420 which informs
applicants and employees in English and in Spanish of employmentrights of individuals with a disability and
Vietnam-era/special disabled veterans, (b) the U.S. Equal EmploymentOpportunityCommission's poster "Equal
Employment Opportunity is the Law," (c) Departmentof Fair Employmentand Housing poster in English and
Spanish prohibiting discrimination in employment (DFEH 162), and (d) the Laboratory Director's Equal
EmploymentOpporturLity/AffirrnativeAction Policy Statement.

Publications

The commitment to affirmative action is publicized by setting forth the policy statement in the quarterlyin-house
organ LBL Research Review, and materials/publicationsused forrecruitmentpurposes.

The Vocational Rehabilitation Program is describedin the Regulations & Procedures Manual which includes
informationon special selection proceduresforemployees with a disability.

Self-Identification Invitation and Form

All employees who believe themselves to be covered by either the Rehabilitationor the Readjustment Assistance
Acts are invited to identify themselves voluntarily. All applicants receive a self-identification form along with the
employment application. On an annual basis, an invitation for employees to self-identify is mailed through the
internal mail system to all employees by the Office of Workforce Diversity. The information provided is kept
confidential, except that supervisors may be informed regarding restrictions on duties and appropriate
accommodations. First aid and safety personnel may be informed,where appropriate,if a condition might require
emergency treatment,and governmentofficials investigating the Laboratory'scompliance with relevant affirmative
action regulations shall be informed. A copy of the self-identification invitation and form sent in December 1993
follows. As of January 18, 1994, the Laboratorypopulation includes 166 Vietnam-era Veterans, 8 disabled
Veterans and 38 individuals with a disability.





PRIVACY NOTIFICATION

The StateofCaliforniaInformationPracticesAct of1977requirestheLawrence
BerkeleyLaboratorytoprovidethefollowingnotificationtoindividualswho are
askedtosupplypersonalinformation:

The Laboratory requests information on this form for
use by various Laboratory organizations for personnel
and other related administrative proposes.

The EqualOpportunityAdministratorisresponsiblefor
maintainingtheinformationcontainedon thisform.
Universitypolicyand Statestatutesauthorizethe
maintenanceofthisinformation.

Furnishing the requested information is voluntary, but
failure to provide all or part of the information may
result in an inability to complete administrative action
necessary to provide your benefits and rights as an
employee of the Laboratory.

The information htmished by you may be used by the
Laboratory staff responsible for personnel and other
related purposes. The information may be hL,'nished to
third parties, including State and Federal officials, as
required by law.

You have a right to review your own records in
accordance with Laboratory policy. Information on this
policy may be obtained from the Laboratory's Personnel
Department.



LAWRENCE BERKELEY LABORATORY

1994 SELF-IDENTIFICATION FORM FOR'INDIVIDUALS WITH A DISABILFFY
SPECIAL DISABLED VETERANS AND VIBTNAM-IIRA VETERANS

I]::YOU WISH TO IDENTIFY YOURSELF AS A PERSON W1TH A DISABILITY, A SPECIAL DISABLED
VETERAN, OR A VIETNAM-EKA VETERAN, CHECK THE APPROPRIATE C.ATE,GORY AND SUPPLY
THE ADDITIONAL INFOKMATION REQUESTED. (IF YOU HAVE KETURNED THIS FORM IN THE
PAST AND YOUR STATUS IS THE SAME, YOU NEED NOT RETURN IT AGAIN).

Last Name ..... FWst Name ...... Middle Initial ..... E_ployee ]_umber

Division Job Class. & Number Start Date

INDIVIDUAL WITH A DISABILITY

A person who has a physical or mental impairment which substan_dly l/m/is one or moremajorlife activities,
has a recordof such impairment, or isregarded u having such an imp_m_t.

SPECIAL DISABLED VETERAN

A veteran who is entitled to compensation (or who but for the receiptof m/1/taxyretiredpay would be entitled
to compensation) under laws administered by the Veterans' Administration for a disability (t) rated It 30
percentormore,or(2)ratedat10or20percentinthecaseofaveteranwho hasbeendeterminedunderSection
1506ofTitle38,U.S.C.tohaveaseriousemploymentdisability;orapersonwho was discIm'gedorreleased
from active duty because of a service-connected disability.

VIETNAM-ERA VETERAN

A veteran,any partofwhoseactivemilitary,naval,orairservicewas duringtheperiodAugust5,1964
throughMay 7,1985,who:(i)servedonactivedutyforaperiodofmorethan180daysandwasd_chargedor
releasedtherefromwithotherthanadishonorabledischarge,or(ii)was dischargedorreleasedfromactive
dutybecauseofaserviceconnecteddisability.

Ifyou checkedSPECIAL DISABLED VETERAN and/orINDIVIDUAL WITH A DISABILITY,pleaseanswer
the/ollowingquestions.

Many disabled people adapt to their jobs in special ways. Please describe the special methods, skills,
procedures and equipment that enable you to perform your duties at LBL.

.,, .., ,, ,, ..,., , , ,, ., . m, , , ,

What can LBL do tohelpyou performyourjobwithgreatereaseand .safety?Pleasedescribeany special
provisionsthatwould be helpful.These may includechangesin physicallayoutof your work area,

equipment,differenttasks,aswellasotherconsiderations.

MAIL TO EILEEN KRASKOUSKAS AT BLDG. 90-1042



D. EXTERNAL DISSEMINATION OF POLICY

The Laboratorydisseminatesits affirmativeactionpoliciesthroughthefollowingpractices:

Recruiting Sources

The Laboratory enlists numerous recruitingsources (including the state Employment Development Department,
state vocational rehabilitationagencies, educational/trainingagencies, and organizations of or for individuals with
a disability and veterans) to assist in implementing this programof providing employment opportunities for
Vietnam-eraveterans, qualified individuals with a disability andqualified special disabled veterans,whether or not
they are currently in the labor force. Representatives of the variousrecruitingsources are briefed by the Human
Resources Department via telephone communications and mail campaigns. Many of these agencies and
organizations receive the Current Job Opportunities listing to encouragethe referralof qualified individuals with a
disability and covered veteranapplicants.

Outreach Activities

To augment its efforts related to the employmentand advancementof qualified individuals with a disability and
special disabledNietnam-era veterans, the Laboratory conducts outreach throughjob opportunities publications,
on-site visits, etc. One example from 1993 was the AdministrativeDivision's efforts in the areaof outreach. This
Division contributedsouvenir items and employmentinformationto the 1993 Youth LeadershipForum, sponsored
by the California Governor'sCommission for Employment of Disabled Persons. At this forum 63 young men and
women with disabilities came together, flora August 2-5, 1993, in Sacramento.

Community Relations

Advice and technical assistance on proper placement, training, and accommodation possibilities for qualified
workerswith a disability are sought from the State of California Departmentof Rehabilitation and social service
agencies and nonprofit organizations like the Center for Independent Living that serve individuals with
disabilities. For example, for advice on assistive devices and sign language interpreters for hearing-impaired
employees or applicants,the Laboratoryutilizes the services of the Deaf Counseling Advocacy and Referral Agency
(DCA1L_.)and the San Francisco RehabilitationCenter.

Purchase Orders

To ensure all its subcontractorsand suppliersknow of and prescribeto its policy, the Laboratory,consistent with
the requirementsof the regulations implementingExecutive Order 11246, Section 503 of the Rehabilitation Act of
1973, and Section 402 of the Vietnam-eraVeterans ReadjustmentAssistance Act of 1974, has incorporatedclauses
in its procurementdocuments (including requests for quotations, purchase orders,and subcontracts)that prohibit
unlawfuldiscrimination,promote equal employment opportunity and affirmativeaction in employmentfor women,
minorities, persons with a disability, and special disabled and Vietnam-eraveterans, and encourage utilization of
small businesses owned and controlledby socially and economically disadvantaged individuals.
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E. RESPONSIBILITY FOR IMPLEMENTING POLICY

The Director

The Director of the Lawrence Berkeley Laboratoryhas overall responsibility for implementation of the equal
employment opportunity/affirmativeaction policy that encompasses the entire Laboratory.He issues over his
signature the Equal Employment Opportunity/AffirmativeAction Policy Statement that is disseminated to all
employees and that is reflected in the hiring proceduresand policies section of the Regulations & Procedures
Manual. This Policy Statement makes it clear that implementation of the EEO/AA program is a shared
manag¢mentresponsibility.

Head of the Office of Workforce Diversity

The Head for the Office of WorkforceDiversity has been designated by the Director as the Laboratory'sEqual
Employment OpportunityOfficer (EEOO). In conjunctionwith the Equal OpportunityAdministrator,the EEOO
develops and communicates policy and monitors the applicationof the institution's EEO/AA policy by all units
within the organization.The Associate LaboratoryDirectorfor Administrationoversees the activitiesof the Human
ResourcesDepartmentwhose variousunits arecharged with the day-to-dayimplementationand monitoring of the
Laboratory'spolicies.

Equal Opportunity Administrator

The Equal Opportunity Administrator (EOA) is responsible for the auditing and implementation of the
Laboratory'saffirmative action program. All internal and external communications regarding LBL's affLrmative
actionprogramare authorizedby the EOA whoseduties include the following:

• Developing internalandexternal communicationtechniques.

* Helping to identify problem areas and monitoring the achievement of objectives through
meetings with the Laboratory Director, the EEO Officer, Associate Laboratory Directors,
Division Directors, and the HumanResourcesDirector.

• Assisting Division managementin the development,auditing, implementation,and maintenance
of the Laboratory's affirmative action program, and providing technical assistance to the
Director,Associate LaboratoryDirectors,Division Directors,and Departmentand Section Heads
to these ends.

• Developing and implementing the Laboratory'saudit and reporting systems to monitor the
effectiveness of the affirmative actionprogram.

* Advising management where institutional policies need modification and to what degree
institutionalobjectives have beenattained.

• Serving as liaison between the Laboratory and organizations concerned with employment
opportunities for women, minorities, individuals with a disability, special disabled veterans, and
Vietnam-eraveterans.

* Assisting the Human Resources Department and the Laboratory'f Divisions in outreach
recruitment of women, minorities, individuals with a disability, special disabled veterans, and
Vietnam-era veterans.

* Preparingand maintaining the Laboratory'sAffirmative Action Plan.
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• Advisingsupervisorsof the necessityto ensurefairnessand equalityin administeringall
personnelactions.

• ActingasliaisonbetweentheLaboratoryandenforcementagencies.

• Clarifying the spirit and intent of EEO/AA laws and regulations and keeping management
advised on the latestdevelopmentsin all areasof equal employmentopportunity and affirmative
action.

• Maintaining oversight responsibilitiesfor reviewingthe progress,quality,andintegrityof the
developmentof theAffirmativeActionPlan.

• Continuing to bear primary responsibilities for communityrelations and liaison with local and
national organizationsconcernedwith the employmentof women, minorities, individuals with a
disability, special disabled veterans, andVietnam-eraveterans.

Human Resources Director

The HumanResourcesDirector,withrespecttotheLaboratory'saffirmativeactionprogram,isresponsiblefor:

• Gatheringandmaintainingrecords/dataonpersonnelactions.

• Helping managementmeet its hiring objectivesthroughworkingclosely with womenandminority
recruitingsources,Stateemploymentoffices,andrehabilitationandservicecenters.

• Advisingall recruitmentsourcesontheLaboratory'sequalemploymentopportunity/affirmativeaction
policy.

• Placingrecruitmentadvertisementsinpublicationslikely tobereadbywomen,minorities,individuals
with adisability,specialdisabledveterans,andVietnam-eraveterans.

• Administeringall training anddevelopment programs.

• Providing information to new employees on the Laboratory'sEEO/AA program and its objectives.

• ReviewingthejobrequisitionsusedbytheLaboratorytoensurethatthey reflectactualjobrequkements.

• Monitoringapplications,interviews,offersofemployment,wagecommitments,andanyothertermsand
conditionsof employmentfor consistencywithLaboratorypolicies.

• Providingcareercounseling.

• Administering policies andproceduresin the resolutionof employee problemsor complaints.

Associate Laboratory Directors

Responsibilitiesfor theAssociateLaboratoryDirectorsfor Operations,forthe AdministrationDivisionandfor the
Officeof PlanningandDevelopmentincludefollowingandensuringtheimplementationof all Laboratorypolicies,
includingnondiscriminationandaffirmativeactionpolicies.

Division Directors

The Division Directors are responsible for informing supervisors and managers that their equal employment
opportunity/affirmative action efforts and results will be considered in their yearly performance review.
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Other responsibilities of the Division Directors in implementing the affirmative action policy in the Divisions
include the following:

• Apprising department/section/unit heads, supervisors, and employees of LBL's policies and
ascertainingthat these policies arebeing followed.

• Assisting with the identification of problem areas and initiating/correcting divisional,
departmental,and unitobjectives.

• Holding meetings withthe Division's department/section/unit headsto review the effectiveness of
activities directed towardaccomplishing aff'wmativeaction objectives.

• Supporting the Human Resources Department in developing recruitmentstrategies for attracting
women, minorities, individuals with a disability, special disabled veterans, and Vietnam-era
veterans.

• In conjunction with the Human Resources Departmentensuring that training programs, where
appropriate,aremade availableto Division employees.

• Periodically reviewing the qualificationsof Division employees to ensure that women, minorities,
individuals with a disability, special disabled veterans, and Vietnam-era veterans are given full
opportunityfor transferandpromotion.

• In conjunction with the Human Resources Department and the Office of WorkforceDiversity,
utilizing existing procedures for the informal resolution of EEO/AA-related employee
complaints.

• Ensuring that each Division is in compliance with regard to the proper display of posters, non-
segregation of facilities, andparticipationby female, minority, disabled, special disabled veteran,
and Vietnam-era veteran employees in all Laboratory-sponsored educational, training,
recreational, and social activities, as appropriate.

Laboratory Managers/Supervisors

Supervisors'work performance is evaluated, in part,on the basis of the equal employment opportunity/aff'u-rnative
action effortsand results,as well as on other criteria, In the Regulations & Procedures Manual, Section 2.03B (6),
each supervisoror manager in a Laboratory management position is apprisedthat his/her evaluation will include a
review of his/her bona fide efforts in meeting commitmel._tsto equal employment opportunity and affu-mative
action. During training sessions and in other forums, supervisorsare reminded of the responsibility to be familiar
with and comply with all sections of the Regulations & Procedures Manual as well as the various collective
bargaining agreements.
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F. ACCOMMODATION
741.6(d) & (h) and 2$0.6(d) & (h)

The Laboratorywill continue to make reasonableaccommodations to the limitations of employees or applicants
witha disal:,lityunlesssuchanaccommodationwouldimposeunduehardshipontheconductof business,taking
intoaccountbusinessnecessityandfinancialcostandexpense.Thefollowingareexamplesof accommodations
thathavebeenmade:

Job Rutructuring

The Laboratorywill accommodate an employee witha disability by carefullyreviewing the employee's abilities and
making every reasonableeffort to provide appropriateaccommodationso that the employee can fulfill the essential
functions of his or her present position.

Work Policy

LBL's Modified Work Policy defines the role of the supervisor and the departmenthead in effecting the injured
worker'sreturnto full duty with the assistance of the Vocational RehabilitationCoordinatorand Health Services.

Work Hours

It is the Laboratory'spolicy to make flexible workinghours available to all employees through the implementation
of flextime which allows employees to redistributetheir work hours within a frameworkdefined by management.
Flextime makes it possible for the Laboratoryto accommodate th.-special needsof employees with a disability (i.e.,
time off for rehabilitativetreatmentor therapy).

Equipment Modification

A purchase order was initiated in FY '83 and has been renewed annually to provide interpreting services for
hearing-impairedI..BLemployees andjob applicants.This blanketpurchase order"utilizes the services of the Deaf

I Counseling, Advocacy and Referral Agency (DCARA). Upon request, DC,_,.A will send out an interpreterand
will bill the Laboratory by the hour.

Providing such a service complies with the requirementsof the RehabilitationAct of 1973 which specifies that a
contractor must make "reasonableaccommodation" to the physical and mental limitations of employees or job
applicants with a disability, unless the contractor can show that the accommodations would create an undue
hardship on the business.

• Phonic Ear System. The Phonic Ear system is intended to accommodate disabledemployees and visitors by
making the Building 50 Auditoriumaccessible to those who are hearing-impaired.The Phonic Ear system is
designed to amplify sounds for those with hearing impairments. The system is portable and can be used in
other rooms. The availability of ar_:plificationunits is included in each Building S0 Auditorium program
announcement.

• Disabled Lift. For use by persons with a disability for access from the parking lot to the Cafeteria and
Building 70. Employees with a disability may request keys from Division Administrators, the Cafeteria
Manager, and maintenance personnel. A lock-box containing keys has been installed at the lift-site. In the
event that a person with a disability arrives by car and does not have a key, the person can call University
Campus Police andan officer will respondto provideassistance.

• Telecommunications Devices for the Deaf. Telecommunications Devices for the Deaf (TDD), acquired by
the Laboratoryseveral years ago, are now being used by hearing impaired employees. When a person is
making a telephone call, the phone receiver is placed on the TDD and a signal is carried over the telephone
lines. The person being called is alerted whenthe light on the device goes on. The message can be read either
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from an LCD display or printout of the conversation. By having the TDD's available, hearing-impaired
employees can call in for themselves to report absences or convey other necessary information to their
supervisors, conversely, they can be reached at home, if necessary.

Rehabilitation and Health Services

The LBL Vocational Rehabilitation Program provides counseling, vocational evaluation, job modification, job
transfer,retraining and trial returnto work services to employees who are disabled in a way that interferes with
their ability to perform their job. The Laboratoryprovides a special fund for the rehabilitation of employees
disabled by non-industrial injuries and coordinates with its worker's compensation carrier in industrial-related
situations.

The Vocational Rehabilitation Coordinatoris availableto employees in need of services and to their departments
for consultation in the specifics of reasonable accommodation and program services. Outside rehabilitation
specialists are utilized when necessary in the rehabilitation effort where formal job analysis and vocational
counseling are indicated. All related services within the Laboratorycontributeto the rehabilitationeffort with the
primary focus being on accommodating theemployee with adisability withinthe Laboratorycommunity.

s Disability Management Committee. A Vocational RehabilitationCommitteewas formed in FY '81 and was
recently renamed the Disability Management Comminee. It continues to function on an ad hoc basis in order
to provide a means for the rehabilitationof employees who are disabled in a way that substantially limits their
work activities. This represents the Laboratory's commitment to keep workers with a disability on the job.
Vocational rehabilitation may include such accommodations as job modification, job transfer,retraining, and
trialemployment. The team approachensuresthe applicationof all available resources at the Laboratory to the
vocational rehabilitation effort. The I..BL Disability Management Committee includes representativesfrom
Health Services, Employee/Labor Relations, Equal OpportunityAdministrator, Benefits, Risk Management,
Plant Engineering and Environmental Health & Safety as well as ex-offlcio members from the Of,"_ceof the
President Vocational Rehabilitation Services and external agencies. Referralsare made by Health Services,
the Risk Manager or the disabled employee's department.

s ADA Accommodation Fund. LBL has made a significant investment this year in keeping individual
employees with disabilities on the job utilizing the ADA Accommodation Fund. Types of accommodations
have included major bathroom modifications, a specially fabricated work station, electronic door openers,
designated parking spaces, telesensory devices, wheelchair ramps, variousspecial appliances, and a contract
with a disability paratransitshuttle service.

• Special Selection Procedure. LBL has initiated a special selection procedurewhich providesemployees who
can no longer perform their usual and customary duties due to medical reasons with a 90 day preferential
access to open positions for which they are qualified. The procedure involves a coordinated effort between
Vocational Rehabilitation and Staffing for both non-industrialand industriallyrelatedcases.

s Vocational Rehabilitation Clmlr Program. To better accommodateemployees returningto work who could
be helped by the temporary use of an orthopedic chair, the Vocational RehabilitationCoordinator (VRC) and a
representativeof Health Services identified and purchaseda secretarialand executive model orthopedic chair
to loan to employees with special needs. Exceptional needs are referred to a vendor with a wide selection of
ergonornicchairs so that the employee can ch_._osethe best chairforhis/herneeds.

Arrangements were made with the LBL Purchasing Department to keep the VRC informed of any
departmental requests for the purchaseof special chairsfor employees with permanent accommodation needs.
This arrangement has served to ensure the uniformityin quality and appropriatenessof the chairs being
purchased and a,'_',gives the VRC the opportunityto assist the employeewith any additional needs.
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• Employee Assistance Program. The LaboratoryEmployeeAssistance Programis available to all employees
and provides confidential counseling for all kinds of problems, including those relating to divorce, family,
alcohol, drugs, finances, job-related concerns, anxiety, depression, stress, and interpersonal relationships at
work.

When an employee requests help with an alcohol or drug problem, the Laboratory grants sick leave for
participationin approvedrehabilitationprograms.The Laboratorymaintains a medical service facility to treat
injuries andminor ailments and to advise employeeson conditions that should be discussed with or treated by
an outside physician. Other health services areprovided by the Laboratoryand are described in the Employee
HandbookandRegulations& ProceduresManual.

Training

A supply of two excellent videos dealing with a_tudes toward people with disabilities and practical examples of
accommodations have been purchasedandloaned out to departmentsand division personnel administrators.

Shuttle Buses

Two new on-site shuttle buses bought in 1993 were purchasedwith disabled access as a requiredfeature. These
buses have been delivered andwill be put into service shortly.

Parking Spaces

At some locations, there are parking spaces identified as reserved for persons with a disability. In addition,
reserved parking privileges for employees with a physical disabilitymay be authorized by the Laboratory'sParking
Cornmineewhenthe need is verified by LBL's HealthServices staff.

Facility Modification

Buildings have been selected as representative of dense population centers having high disabled occupancy
potential. Initial priorities were then established formore detailedstudies of key areas of the Laboratoryto develop
scope and budgetcost estimates for specific projectsas candidatesfor funding.

Intheearlyeighties,KurtzmanandKodama,ArchitectsandPlanners,submittedadetailedsurve_jfBuildings50,
50A,50B,70,and70A withrecommendationsfor"ModificationsfortheDisabled"proposedascandidateprojects.

Sincetheprogram'sinception,bothcapitalandnon-capitalfundshavebeenappropriatedtoaccomplishtheneeded
improvements.OtherLaboratoryfunds,astheybecomeavailable,areusedtocarryoutpriorityrecommendations
fornon-capitalprojects.

The I..BL Reception Center opened in April, 1993. The building was made ADA compliant, from access to the
building to access to restroom facilities, aspan of the remodelingproject.

InFY 1994theLaboratorywillimprovetheaccessibilityoftheBuilding50auditorium.

The Facilities Department is responsible fordesign and review of new buildings, additions,and modifications, with
emphasis on barrier-freedesigns, and the documentation requiredfor preliminaryproposals submitted to DOE for
project authorization.
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DisabUity.Accessible Buildings at LBL

Completed projects covering new facilities and modifications to existing facilities designed to meet the then current
barrier-free access requirements for persons with a disability are shown below:

1. Building 2 - Access, Toilets and Parking

2. Building 3 - Access, Toilets and Parking

3. Building 16 Addition - Access

4. Building 29 - Trailers - Access, Toilets and Parking

5. Building 4.4A and 44B Trailers - Access

6. Building 46 - Second Floor (North end) - Access, Toilets and Parking

7. Building 46A - Access, Toilets and Parking

8. Building 48 Fire Station - Access, Toilets and Parking

9. Building 50A, 50]3, 50E, and 501::- Access, Parking and Toilets. Plus Access to Auditorium

10. Building 50A Terrace - Access and Parking

11. Building 50A, 50B, 55, 70A, 72 and 90, - Elevator Improvements and Control Panels

12. Building 50C - Access and Parking

13. Building 50D - Access, Toilet and Parking

14. Building fiI - Access and Toilet

15. Building 55 - Access, Toilets and Parking

16. Building 55 Addition - Access, Toilets and Parking

17. Building 65 - Bus Shelter and Access

18. Building 65 - Data Processing Services - Access, Toilets and Parking

19. Building 65 - Visitor's Center - Access, Toilets and Parking

20. Building 71 Second Floor - Access

21. Building 75B - Access, Toilets and Parking

22. Building 90 - Access, Toilets and Parking

23. Building 90 Trailer Complex - Access, Toilets and Parking

24. Building 934 - Access and Toilet

25. LBL Shuttle Buses - Two modified for access
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26. Telephone Access - Various locations at the Laboratory

27. Building 26 - Health Services - Access and Parking

28. Building46- Access

28. Building 54 - Cafeteria - Access, Toilets and Parking

30. Building 55 - Second Floor Addition - Access, Toilets and Parking

31. Building 70 - Access and Parking

32. Building 70 Addition - Second Floor Offices - Access, Toilets and Parking

33. Building 70A - Access, Toilets and Parking

34. Building 72 - ARM Support Laboratory Addition - Access, Toilets, and Parking

35. Building 77 - Access and Women's Toilet

36. Building 72 - ARM Addition - Access, Toilets, and Parking in Support Laboratory

37. Building 74 - Laboratory Addition - Access and Parking

38. Building 70 - Addition, Second Floor Laboratories - Access

39. Building 83 - Access, Toilets and Parking

40. Building 69 - Access, Toilets and Parking

41. Building 77A - Phase I Access and Parking

42. Building 62 - Access, Toilets and Parking

43. Building 31 - Access, Toilets and Parking

44. Building 66 - Access, Toilets and Parking

45. Building 51N - Access and Parking

46. Building 46 - Toilet

47. Building 936 - Access, Toilets and Parking

48. Building 26 Addition - Access, Toilets and Parking

49. Building 6 Light Source Addition - Access, Toilets and Parking

50. Building 65 Reception Center - Access, Toilets

Construction or modifications in progress or planned for removing barriers for individuals with a disability
include:

1. Building 50 Auditorium - Access, Toilets and Parking
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G. PERSONNEL PRACTICES AND PROCEDURES
741 and 250

In addition to the activities previously mentioned, the Laboratory has utilized and will continue to utilize the
following measures to promote equal employment opportunity/affirmative action for qualified individuals with a
disability and qualified special disabled veterans and Vietnam-era veterans.

Hiring and Promotion

The Laboratory has reviewed its personnel processes and determined that the present procedures ensure careful,
thorough, and systematic consideration of the job qualifications of known qualified individuals with disabilities and
qualified special disabled veterans and Vietnam-era veterans for job vacancies filled either by hiring or promotion,
and for all training opportunities offered or available. Personnel practices and procedures do not stereotype
individuals with a disability, special disabled veterans or Vietnam-era veterans in a manner which would limit
their access to jobs for which they are qualified. Further, in determining the qualifications of a covered veteran,
LBL will consider only that portion of the military record relevant to the specific job qualifications for which the
veteran is being considered.

Recruiting

Appropriate outreach and positive recruitment activities are being undertaken. The Laboratory will continue to
I enlist the assistance and support of appropriate recruiting sources (including state Employment Development

Department, vocational rehabilitation agencies or facilities, college disabled students' placement offices,
educational/training agencies, and organizations of or for individuals with a disability, special disabled veterans,
and Vietnam-era veterans). Examples of the Laboratory's recruitment sources for individuals with a disability and
special disabled veterans include: Deaf Self Help, The Center for Independent Living, San Francisco
Rehabilitation Center, Rehabilitation Services of Northern California, and the Department of Rehabilitation. The
Laboratory has joined with the Berkeley Veteran's Assistance Center, Swords to Plowshares (San Francisco), Veva
(Oakland), the EDD Disabled Veteran's Outreach Program (Berkeley), and other veterans organizations in an
effort to recruit veterans for positions.

Outreach Recruitment efforts have resulted in direct contact with various agencies representing individuals with a
disability, special disabled veterans and Vietnam-era veterans. LBL Staffing Specialists coordinate recruitment
efforts for individuals with a disabilities, special disabled veterans and Vietnam-era veterans to ensure that pre-
employment problems in interviewing, accommodation issues, and job analyses and restructuring are adequately
addressed.

Job Qualification Requirements.

On an ongoing basis, as job requisitions are received, Human Resources Departmentstaffreviews the physical and
mental qualification requirements of each position to ensure that qualificationsare job-related and are consistent
with business necessity and the safe performanceof the job. As requiredby the Americans with Disabilities Act,
all job postings identify esser,.dal andmarginal job requirements.

Update

This Affirmative Action Program shall be reviewed and updated annually. If there are any significant changes in
procedures,rights or benefits as a result of the annual updating, those changes will be communicated to employees
and applicants for employment.
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Benefits

Employees who are special disabled veterans, Vietnam-era veterans or who have disabilities receive the same
benefits as other employees.

Self-Analysis and Internal Audit

The Human Resources Department regularly reviews job requisitions to ensure that all stated physical or mental
job requirements are job-related and are consistent with business necessity and the safe performance of the job.

Data/Records

The Laboratory captures and can identify personnel actions of the disabled and special disabled/Vietnam-era

veteran applicants and employees. The Laboratory maintains records of complaints involving employees with
disabilities, special disabled veterans, and Vietnam-era veterans for at least one year.
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DISCLAIMER

This document was prcpan_ as an account of woxk sponsored by the United Sta_
Government. While this document is be/i¢ved to contain con_c_ information, neither

the United States Gove=nment nor any agency thereof, nor Thc Regents of the

University c_ Califo11_, nor any of their employee.s, makes any warranty, ©Xpre_ c_

implied, or assumes any legal responsib/.lity for the accuracy, completeness, or

usefulness of any hdonnation, apparatus, product, or process disclosed, or represents

that its use would not infringe privately owned right. Refe.,ence here_ to any

specific cornmeal product, process, or service by its trade name, trad_mazk,

mznufa_, or otherwise, does not necessarily constitute or imply its endorsement,
recomm,mdation, or farming by the United States Government or any agency

therefor, or The Regents of the University of California. The views and opinions of
aulhors expressed he_in do not ne,ces_ri]y state or reflect those d the United States

Govea,nment or any agmcy the=col, or The Regents of the University of Califom/a.

l.,aw_mce Be=kel©y Laboratory is an equal opporamhy employer.
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