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ABSTRACT

This report documentsReynoldsElectrical& EngineeringCo., Inc., analysisof
all major job groups with explanationsif minoritiesand females are
underutilizedin any one or more job group. Goals and timetableshave been
developedand good faith efforts are directed to correct any deficiencies. In
addition,AffirmativeAction Plans for the Handicapped,Vietnam Era Veterans,
and Disabled Veterans are includedwhich set forth policies,practices, and
procedures in accordancewith Departmentof Labor regulations. All personnel
decisionsare made at the Company level. Decisionsregarding the General
Manager or Deputy GeneralManager are made at the corporatelevel.
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ReynoldsElectrical& EngineeringCo.,Inc.
PostOffice Box98521• Las Vegas,NV 89193-8521

IN REPLY REFER TO:

October 1, 1991

To All Employees

AFFIRMATIONOF EQUAL OPPORTUNITYPOLICY

lt is my intent to inform employeesof my EEO policy and AffirmativeAction
co_nitmentto provide equal opportunityin all operationsand in all areas of
employmentand advancement.

lt is Company policy to recruit,hire, promote, and train (when appropriate)
person_ in all job titles withoutregard to race, color, religion,age, sex,
national origin, veteranstatus,or handicap. Reports are made to
E. C. Miramontes,the EEO Director,on a continuingbasis to monitor such
efforts. Mr. Miramontes is responsibl,_for keepingme informed and advisedon
the successof the Equal Opportunityand AffirmativeAction Programs.

All terms and conditionsof employment such as compensation,benefits,
transfers,layoffs, and return from layoff and Company-sponsoredtraining,
education,tuition assistance,social and recreationalprograms are
administeredwithout regard to race, color, religion,age, sex, national
origin,veteran status,or handicap.

Reasonableaccommodationwill be consideredfor individualswith handicapsand
disabled veterans (or Vietnam Era veterans)whether employeesor applicants
unless it can be demonstratedthat such accommodation(s)would impose hardship
on the businessconductedat our facilities.

The annually-publishedAffirmativeAction Plan is availablefor review by any
employee or applicantin all divisionand departmentoffices. In addition,
the plan may be observed and interpretedat the followinglocations: NTS -
Labor Relations,8:00 a.m. to 4:30 p.m.; downtown office,Wyandotte - Human
Resourcesand EEO, 7:30 a.m. - 4:30 p.m.

Employeesand applicantsare protectedfrom intimidation,coercion,
interference,or discriminationfor filing a complaintor assisting in the
investigationof a complaintunder all applicablelaws and regulations
includingSection 503 of the RehabilitationAct of 1973 and the Vietnam Era
Veterans ReadjustmentAssistanceAct of 1974, as amended.

REECo

TOTAL QUALITY IS OUR BUSINESS :,nj_n_EG,,G ,:(_,_N_



All Employees
Page 2

lt is requested,therefore,that all employeeswork in a joint effort to
attain the goals and objectivesof our EEO and AffirmativeAction programs.

General Manager

DLF:ECM:WO48M•Iw



DISSEMINATIONOF THE POLICY

lt is the Company'sresponsibilityand goal to communicateand interpretEEO
oolicy to all levels of management,supervision,and employees;recruiting
Sources; labor organizationswith whom the Company has agreements;community
agencies;and the communityat large.

Disseminationof the policy to employeesand prospectiveemployees is made
through the publicationand distributionof the AffirmativeAction Plan.

I. The policy on EEO continuesto be a definitivepart of the Company's
IndustrialRelationsPolicy Manual. A policy statementconcerningEEO
is also included in the Informationand Oirectivesfor REECo Employees
bookletwhich is distributedto all employeesat the time of hire.

At various times throughoutthe year, Directives issued or revised by
the GeneralManageremphasizingspecificCompany policies relating to
equal employmentopportunityand affirmativeaction are forwardedto all
divisions and departments. Additionally,employeesare informedof the
EEO policy by means of check stuffers.

2. The REECorder (an internalpublication)continuesto be availableto
communicateand interpretthe Company'sEEO and AffirmativeAction
program.

3. An Equal OpportunityManagementCourse (FOM) and an EOM Update Course
are conductedfor exempt employees. These programs are used to review
EEO policy and affirmativeactionobligationsas well as explain the
intentof the policy and individualresponsibilityfor effective
implementation. At these courses,employeesare remindedof General
ManagerD. L. Fraser's commitmenttowardsthe EEO and AffirmativeAction
programs.

4. Periodicmeetings are held with supervisionto explain the intent of the
EEO policy and individualresponsibilityfor implementationof the
policy.

Referenceto the EEO program and the status of its progress are included
in staff meetings conductedby the GeneralManager and other various
levels of managementat least quarterly. Responsibilityfor
disseminationof the Company'sEEO Policy and program is fixed at each
level of management.

The minority business enterpriseprogram is discussed at each meeting of
the ProcurementDepartmentpersonnel.

5. In additionto the equal opportunitycoursespreviouslymentioned in
this section, a review of Company EEO and affirmativeaction obligations
is includedin a new-hireorientationprogram for exempt employees.
Referenceis made to the CompanyEEO policy in the tape orientationfor
all new employees.

I
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6. Unionhiringhallsare continuallycontactedforrecruitingpurposesand
are advisedat leastannuallyin writingof theCompany'sposition,ith
respectto equalemploymentopportunity.The EEO policyis discussed
with ,,niunofficialsduringnegotiations.

7. Nondiscriminationclausesand EEO/Affin,ativeActionlanguageare
containedin unionagreements.

8. The PublicInformationOfficecontinueswith its effortto advisethe
communityandpublic of the Company'songoinginterestand commitmentto
its EEO program. Apprenticeshipnoticesare publishedin the _rder
when theyare receivedfromthe JointApprenticeshipTraining
Committees.

9. A copy of the GeneralManager'sCommitmentLetteron EEO and Affirmative
Actionis postedon bulletinboardsthroughoutall departmentsof the
Company.

I0. The PublicInformationOfficeensuresthatminoritiesand womenare
depictedin publications.Articleson EEO,promotionsof minorityand
femaleemployeesare includedin the REECorder.

II. EEO and AffirmativeActionprogramsare alsocommunicatedto employees
by meansof checkstuffers.Eachnotificationmay emphasizean
individualpolicysuchas sexualharassmentor explainthe stepsan
employeemay taketo resolvea potentialdiscriminatoryaction.
Employeesand managementare encouragedto callor visitthe EEOOffice
with theirconcerns.

In addition,the followingstepsare takento disseminateour policy
externally:

I. All private,stateand otheremploymentagenciesthat are frequently
used are notifiedinwritingat leastannuallythatwe are an equal
employmentopportunityemployerand to activelyreferminoritiesand
women. In January1991,32 schoolplacementoffices;20 unionoffices;
52 minority,veteran,handicapped,and womenorganizations;and 5 other
recrlaitmentsourceswerenotifiedof the Company'sEEO commitment.

2. The Company'sprocurementactivitiesareconductedin a
nondiscriminatorymanner. EqualEmploymentOpportunitycontractclauses
are used in all Companyprocurementdocumentsas requiredby Executive
Order11246and otherrelevantordersof the Secretaryof Labor. All
new or additionalEqualEmploymentOpportunityrequirementsare
immediatelypassedon to subcontractorsand suppliers.

The Company'sopendoor policypermitsa largenumberof minority
vendorsto callon buyersfor informationor assistancewithouta prior
establishedappointment.

The Companyincorporatesthe EqualOpportunityclausein all
constructionsubcontractsin excessof $2,500,whichimplementsthe
FederalEEO constructioncontractspecificationsrequiringthe
maintenanceof minorityand femaleconstructiontradesemploymentgoals.

2
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3. Writtennotificationof the Company'scommitment is directed to
communityorganizationsand schoolsand to minority and female
recruitmentand training organizationssuch as those listed in
Appendix I.

4. The Company's status as an equal opportunityemployer is referred to in
local, regional and nationaladvertising. Advertisementsare placed
under general help-wantedcolumns. Minority publicationsbased in large
metropolitanareas are utilizedto attract minoritycandidates for
positions in which personswith requisiteskills are unavailablein the
local area. The community is aware of the Company'shiring philosophy
as is evidencedby applicantflow statistics. Employees,including
minoritiesand females, activelyencouragepeople to submit applications
for employment.

5. Up to the present, pictures are not used in advertising. In the event
pictures are used in help-wantedadvertising,minoritiesand women will
be included. No consumer advertisingis done by the Company.

6. Writtennotificationof Companypolicy is sent to all subcontractors,
vendors, and suppliersrequestingappropriateAffirmativeAction
information.

A written program has been implementedto develop and encourageminority
industrialsuppliersto bid on open proposals. This program includes
the requirementthat the buyers aggressivelyseek out minority business
involvement. Buyers are given minoritygoals in their annual
appraisals.

RESPONSIBILITYFOR IMPLEMENTATION

lt is the intentof the Company to extend the responsibilityfor the Equal
EmploymentOpportunity/AffirmativeAction programover a broad management
base. Mr. D. L. Fraser,as GeneralManager, is responsiblefor implementing
the EEO/AAP includingthe establishmentof reasonablegoals and timetables.

DivisionManagers R. F. Pritchett(YuccaMountain Project),R. B. Land
(Administration),V. Gong (SpecialServices),W. G. Flangas (Operations&
Maintenance),S. Metta (QualityAssurance),H. W. Dickson (Environment,
Safety, and Health), and Acting DivisionManager S. D. Davis (Support
Services)are responsiblefor providingcontinuing implementationof the EEO
policy as set forth in Policy I.I.1.

E. C. Miramontes is the appointedCompany'sEqual EmploymentOpportunity
Director and reportsto the GeneralManager. The EEO Director is responsible
for:

I. Developingpolicy statements,affirmativeaction programs,internal and
external communicationtechniques.

2. Assisting in the identificationof problem areas.

3
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3. Assisting line managementin arriving at solutions to problems.

4. Designing and implementing audit and reporting systems that will:

a. Measure the effectiveness of the program.

b. Indicate need for remedial action.

c. Determine the degree to which goals and objectives have been
obtained.

5. Serving as liaison between the Companyand enforcement agencies.

5. Serving as liaison between the Companyand minority/female organizations
and community action groups concerned with employment of minorities and
womenin traditional and nontraditional occupations.

7. Keeping management informed of the latest EEOclevelopments.

8. Coordinating the development of the annual Affirmative Action Plan.

Mr. Miramontes' office is located on the first floor (north) at 2501
Wyandotte; telephone number (702) 295-2232; Hail Stop 546.

Other supervisory personnel, in addition to the above-named individuals, are
to assist in the implementation of the Affirmative Action policy in the
following areas:

1. Assist in the identification of problem areas and aid in the
establishment of goals.

2. Be actively involved with local minority and womenorganizations,
community action groups and community service programs.

3. Periodically audit training programs and hiring and promotion patterns
to remove impediments to the attainment of goals and objectives.

4. Conduct regular discussions with managers, supervisors and employees to
ensure Companypolicies are being followed.

5. Review qualifications of employees to ensure that minorities and women
are given full opportunity for transfer and promotion.

6. Provide career counseling to all employees seeking opportunities for
advancement.

7. Periodically audit each ]ocation to ensure comp]iance in the following
areas:

4



a. EEO posters are displayed.

b. All facilities,includingCompanyhousing,which the Company
maintainsfor the use and benefitof employees,are in fact
desegregated,both in policy and use. Facilitiessuch as
dormitories,locker rooms and rest rooms are comparablefor both
sexes.

c. Minority and female employeesare afforded full opportunityand
encouragementto participatein all Company-sponsorededucational,
training,recreational,and social activities.

8. Understandthat supervisors'work performanceis evaluatedat least
annuallyon the basis of their equal employmentopportunityefforts and
results. Salaryadjustmentsare determinedfrom these appraisals.

g. Providea working environmentfree of harassmentfor all employe=.s.

10. Assist an employee,if requested,to resolve a problemat any level.

In addition,the Deputy GeneralManager and Division Managers are responsible
for supportingthe AffirmativeAction program by the following:actions"

I. EstablishingspecificAffirmativeAction goals.

2. Conductingmeetings with managementand supervisorypersonnelto explain
intentof the policy and individualresponsibilityfor effective
implementation,making clear the GeneralManager'sposition in these
matters.

3. Ensuringall terms and conditionsof employmentsuch as promotions, :
hires, recruitment,compensation,benefits,transfers,layoffs,return
from layoff and Company-sponsoredtraining,education,tuition
assistance,and social and recreationalprograms are administered
without bias.

4. Maintainingjob evaluationsand selectionprocesseswhich ensure
attainmentof Companygoals.

5. Informingsupervisorstheir EEO efforts and resultswill be considered
in the yearly performanceappraisalreview.

6. Ensuringequivalentapprenticeshiptraining is providedall employees
without any regard to ethnic status or sex.

Human ResourcesDepartmentManager E. L. Lewis is responsiblefor supporting
the AffirmativeAction Programby the followingactions"

I. Preparinghire, promotion,termination,and training information,
QuarterlyComplianceReview ProgressReports,UtilizationReport -
CC257, EducationalAttainmentReports,OrganizationalCharts, handicap
reports by classificationand by department,EEO-I Report, VETS 100
Report, and specialreports upon request.

• ,,u,,1_,,ng a on _,.,....._, processesl.lI{_,t_ •
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3. Assistingmanagement in meeting AffirmativeAction goals.

4. Working closelywith minority and female recruiting sourcesand the
State EmploymentSecurityDepartment.

S. Advising all recruitingsourcesof the Company'sEqual Employment
Opportunityprogram.

6. Ensuring recruitmentadvertisingis placed in minority and female-
oriented publications.

7. Ensuringall interviewsand offers of employmentare consistentwith EEO
policy.

8. Reviewingall job descriptionsand specificationsto ensure they are
realisticand detail the actual requirements.

g. Ensuring the EEO policy statementis containedin employee handbooks.

10. Ensuring orientationis provided to all new employees coveringthe
objectivesof the Company'sEEO policy and the AffirmativeAction Plan.

11. Periodicallyreviewingapplicantflow data, hire and terminationrates,
and ensuring data is available.

12. Conductingexit interviewsto determinereasonsfor leaving.

13. Ensuringsalary schedules,hire rates, promotionincreases,and Company
benefitsare consistentwith EEO policy.

14. Ensuringtraining activitiesare consistentwith EEO policy.

Ms. Doris Burnett, ProcurementDepartmentManager, is responsiblefor
supportingthe AffirmativeAction programby ensuring the EEO policy is
communicatedto all subcontractors,vendors,and suppliers and is includedin
each of the covered subcontractsas well as purchase orders of $2,500 or more.

The procurementgoals for FY 1991 and the accomplishmentsas of the end of
August, 1991, are as follows:

Goal Accomplished

Small Business 62.0% 59.2%
DisadvantagedBusiness 5.5% 13.5%
Women-OwnedBusiness 5.0% 7.1%

A plan has been activatedfor small businessconcerns and small business
concerns owned and controlledby sociallyand economicallydisadvantaged
individualsas requiredunder Public Law 95-507. The proposed FY 1992
goals in this endeavorare:

Small Business 54.0 percent
DisadvantagedBusiness 5.5 percent
Women-OwnedBusiness 5.0 percent

6
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IDENTIFICATIONOF PROBLEMAREAS

I. Work Forces

The Company'swork force on August 25, 1991, totaled4,701 employees.
Of this number, 28.0 percentwere minority and 24.5 percent were female.
Black representationwas 17.7 percent; Hispanic,7.6 percent; Native
American, 1.4 percent;and Asian or Pacific Islander,1.3 percent. The
1988 State AffirmativeAction data shows labor force percentages for
Clark County for the followingminority and female groups: Black, 9.2
percent; Hispanic,8.1 percent;Native A_erican, 1.2 percent; Asian or
Pacific Islander,3.6 percent;other, .2 percent; and female, 45.8
percent. "Currentyear estimatesof populationand labor force by sex
and race/ethnicstatus were derived from the followingsources: the ...
Current PopulationSurvey (CPS);the Labor Market ProjectionsModel
(LMPM)developed ... by LawrenceBerkeley Laboratory;and Report 3:
Social Indicatorsfor Planninqand Evaluation,1980 Census of
Population... Labor force estimateswere controlledto the 1986
annual averagesprepared by this Department... Labor force estimates
by sex and race/ethniccategorywere primarilyderived from Current
PopulationSurvey data." (page iii, Nevada AffirmativeAction, 1988)

The Company'sminority and female representationis less than what is
desirable in some job groups. Effortswill be taken to maintain overall
minority and female representationin the Craft Worker category.
Notificationof apprenticejob opportunitiesto minority and female
outreach programs and effortsto apprise women of the nontraditionaljob
opportunitiesin the affectedjob groups will continue.

2. Applicant Flow

Hiring at the exempt level occurs in the categoriesof Officials and
Managers and Professionals. Nonexempthiring occurs in the Technical,
Office and Clerical,Craft Worker, Operative,Laborer,and Service
Worker categories.

A total of 1,760 applicationsfor open positionswere received during
the period August 20, 1990 to August 25, 1991. Of these applications,
26.4 percentwere minority and 30.7 percentwere female. Minorities
were 24.8 percent of the hires,while females comprised34.4 percent of
the hires. The Clark County Labor Force for CalendarYear 1988 was 22.3
percentminority and 4_.8 percent female.

The applicantflow analysisreveals that overallthere were an adequate
number of applicationsreceivedfrom minorities. Applicationsfiled by
Black job seekers represented64.4 percentof the minority total with
the heaviest number of applicantsin the ServiceWorker category.

There were less female applicantsoverall than the availablefemale
labor force. This is primarilycaused by the fact that a large
percentageof the total applicatior,s receivedwere union referrals for
Craftworker,Operative,and Laborer job categories,where females
representonly 5.4 percentof those referred. Seventy percent of the

-
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females appliedfor positionsin the Office and Clerical and the Service
Worker job categories. These categoriesrepresented33.9 percent ef the
total number of applications. Forty-eightpercentof all applications
were for the Professionaland the Technicaljob categorieswith females
representing16.5 percent of the applicationsin these categories.

Applicantflow data was furtheranalyzed,and comparisonswere made by
job categoriesof mi_ority and female groups to nonminoritiesand males.
Differencesin selectionrates were calculatedusing the four-fifths
(4/5's)rule or eighty percent (80%) rule. A selectionrate for any
ethnic or sex group which is less than 4/5's or BO percentof the rate
may be regarded as evidenceof adverseimpact. When the differencesare
based upon small numbersor where specialrecruitingor other programs
cause the pool of minority or female candidatesto be atypical of the
normal pool of applicants,there may be no adverse impact.

Categoriesand relatedjob groups are monitored closelyto determine
when and if a problemexists. Ongoing efforts to correct any problem
will continue.

3. SelectionProcess

The selectionprocess includes,upon receipt of a valid requisitionfrom
a department,a review of the job title and positiondescriptionto
ensure the classificationis appropriatefor the duties to be performed.
A review of the qualificationsis conductedto assure their relevancy.
The Companyhas position descriptionsfor all salariedexempt and all
nonexempt,nonbargainingemployees. While there are no formal job
descriptionsfor employeesrepresentedby a bargainingagreement,they
are expectedto be able to performthose duties normallyprescribed for
journey-levelworkers.

In order to hire and promotepeoplewho can accomplishthe necessary
tasks the Company has examined the worker specificationsand job
qualificationsand has determinedthey are not excessiveand are job
related.

The Company'sapplicationforms are designed to only solicit information
necessaryto determinequalificationsof applicantsand the applicant's
suitabilityfor employmentwith a governmentcontractorrequired to meet
certain national securityregulations. Informationrequestedfrom an
employee regardingrace, sex, age, handicap,and veteran status is on a
separatevoluntaryself-identificationfor_.

The Company's interviewprocedureshave been examined,and it was found
that only questionsrelevantto the job to be performedare asked, and
the questionsare not asked in a discriminatorymanner. In addition,
training classes in employee selectionare conductedfor exempt
personnel.

The Companydoes not normally utilizepen or pencil tests. The only
tests administeredare those necessaryto ascertainskills for the
particularjob to be performed;for example, typing and shorthandtests
are given to those people expectedto perform those duties as part of
the job, welding certificationtests are given to individualsexpected

8
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to weld as part of their job, driving tests are given to those people
expected to drive large vehicles,and a scienceand math test are given
to applicantsfor RadiationMonitor.

Resumes and applicationsare referredto the division manager in whose
area a vacancy exists. All applicationsare kept on file for two years;
and whenever a vacancyoccurs for which the applicantqualifies,the
applicationis then referred to the appropriatedivision/department.

The Human ResourcesDepartmentmay hire in ranges 2 through 9 and
referralsfrom union hiring halls G,nan open requisitionwithout
conferringwith the requestingdepartment. Referralsfrom union hiring
halls on an open requisitionare acceptedif they meet the job
qualificationsand medical and securityrequirements. The General
Manager approvesoutside hires and all offers made above salary midpoint
and has final approvalon promotions.

4. Other PersonnelActions

PrQmotions

Promotiondata was also analyzed. This data showed that a total of 577
promotionstook place during the plan year. Minority group employees
represented30.2 percent,while femalesrepresented34.0 percent.

Minorities and femalesoverall do not appear to be adverselyaffected by
the promotionalprocesses. Within the Professionalcategory,the
majority of promotionswere normal,upward progressionmovementswithin
the affectedjob groups. Lack of femaleswithin the feeder job groups
have been factorsthat have hamperedpromotionalopportunitieswithin
the Superintendentjob group.

Overall,minority and female candidatescontinueto be given
considerationfor vacant positionsin a nondiscriminatorymanner.
Requisite skillsof the candidatesalong with AffirmativeAction program
goals are the major areas of concern in selectingthe best person for
the job.

Ongoing job posting,tuition assistanceprogramand career counseling
will continue to provideminoritiesand femalesthose skills necessary
for promotionalopportunities.

Postinqs

Exempt and Nonexempt,NonbargainingUnit (NENBU)positionsare
frequentlyfilled through a job posting system. As a result of the
NENBU and Exempt posting system,71.5 percentof those biddingwere
qualifiedor qualifiableand were referredto the selectingofficial.
Of the number who bid, 72.4 percentof all minorities,71.2 percent of
nonminorities,69.9 percentof all females, and 78.6 percent of all
males were referred to the selectingofficial. There does not appear to
be any problem in this area. Minoritiesand females represented25.1
and 73.6 percent of the qualifiedor qualifiablebic!ders,respectively.
Successfulbiddersconsistedof 28.2 percentminoritiesand 78.2 percent

9
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females. Seventy-seven percent of the posted positions were for the
Office and Clerical categories.

Transfers

Transfers includemovement betweenrepresentedunits, movement between
representedunits and office and clerical,and movement between food
handler and custodian. There were 19 such actions,of which 7 (36.8%)
were minoritiesand 7 (36.8%)were female.

Lateral

Lateralmovement was analyzedfor those employeeswho moved from one job
classificationto anotherin the same salary range. Minorities
represented29.4 percentof these lateralmoves and females represented
52.g percent. The majorityof the lateralmovement occurred in the
Office and Clericalcategory. Monitoringeffortswill continue to
ensure minorities and femalesare not discriminatorilyimpacted.

Oemotion

Any downgradeof an individualresulting in economicor status loss
constituteda demotion in this analysis. The analysisrevealed that
29.2 percent were minoritiesand 22.6 percentwere female. Of the
actions, 66.3 percent occurred in the Craft Worker,Operative, and
Laborer categorieswhere general foremanrevert to foreman and foreman
revert to journeyworker.

Referrals

Referralsare normallymade in categoriesof Officialsand Managers,
Professional,and Technical. Referralratio of minorities or females to
the hiring officialdoes not indicatea significanthigher percentage
being rejected as comparedto nonminorityor male applicant . The
hirin_ rate versus the referral rate does not indicate a major problem
for minorities or females. The Companyreceived a large number of
applicationsfor advertisedopenings this year.

5. Facilities

lt is Company policy to make medical services and other such supportive
services availableto all employeeswithout regard to race, age,
religion,color, sex, veteran status,national origin, or handicap.

The Company policy and practice continuesto providefeeding and housing
in all facilitieswithout regard to race, color, religion,age, sex,
national origin, veteran status or handicap.

The Company plans and maintainsa nondiscriminatoryrecreation program.
The Company recreationprogram continuesto be most successful in the
involvementof minorities and women in all of its activities. The
percentage of minority and female participation,which is reported
quarterly, remainsconsistentlyhigh.

0

- _048N



An Employee Organization has been established to develop programs and
activities to enhance employee morale. Minorities and females are well
represented as representatives for this organization.

6. Seniority

Under some labor contracts,employeesare laid off Lased on their length
of employment. Under some labor agreementsnegotiatedby the Company,
the seniorityprovisionsmay be suspendedto the extent necessaryto
ensure that a minority employeeshall not be reduced in force if the
minorityemploymentgoals set forth in their respectiveagreementsare
either not achieved at the time of the reductionin force or, if
achieved,would not continueto be met.

A reduction-in-forcereview committeehas been establishedand is
composed of the Operationsand MaintenanceDivisionManager and/or the
Special Services DivisionManager,the Labor RelationsManager, and the
EEO Director. The committeereviewsthe work performanceevaluationsot
employeesselected for RIF (to afford knowledgeof each worker's skill
and ability),attendance,specialskills and securityclearance. This
procedureusually appliesto constructionworkers and laborersnot
covered by a seniorityclause. The committee'soverall intent is to
assure againstdiscriminatoryselection.

7. ApprenticeshipProgram

The apprenticeshipprogram for the plan year was conducted in
conjunctionwith the Joint-ApprenticeshipTraining Committees (JATC's).

Apprenticesparticipatingin the Company'sprogram are referred from the
JATC's, and their training is conductedin conjunctionwith those
committees. These programs provideopportunitiesfor minorities and
females to enter skilledcraft occupations.

The largestnumber of apprenticesbeing trainedduring the year was in
the operatingengineersprogram. The representationin this program was
12.0 percentminority and 12.0 percent female. The apprenticeship
programsduring the year containedan overall female representationof
10.4 percentand a total minority rate of 15.7 percent.A total of 115
apprenticestook part in the Company'sApprenticeshipTraining Program
in g differentcrafts.

As apprenticeshipnoticesare receivedfrom the JATC's, they will
continue to be sent to communityservicesorganizations,minority group
organizations,women's groups, schools,the VocationalRehabilitation
Center and individuals. These notices include a descriptionof the
trade programrequirementsand the locationof JATC to make application.

To keep Company employeesaware of apprenticeshipprograms,employees
are sent a questionnaireon an annual basis to obtain information
concerningtheir interestin these programs. Employeesin NENBU,
Laborer,Culinary,and Bull Gang job groups are surveyed. A total of 45
employeesrespondedand indicatedan interest in apprenticeship
programs. Of those indicatingan interest,24 or 53.3 percentwere

11
WO48N



female and 26 or 57.8 percentwere minority. These empl_yeesare sent
the appropriateJATC announcement(s)when receivedby the Company.

8. Training Programs

Special emphasis is given to the participationof minoritiesand females
in Company training programs at all levels. Also the Training and
EmployeeDevelopmentSection, in conjunctionwith the EEO Office,will
continue to develop effectivetraining programswhich deal with minority
and female employmentdiscrimination.

Neitherminoritiesnor femalesare significantlyunder-representedin
the Company'strainingor career improvementprograms. Minorities
represented24.3 percentof in-housetraining,19.4 percentof outside
training,and 28.6 percent of the EducationAid Program. Females
constituted33.0 percentof the in-housetraining program,29.0 percent
of outside training,and 63.4 percentof the EducationAid Program.

Other programs which offer opportunityto minority and female employees
are the Tuition Assistancefor formal education,the summer
Engineer-ln-TrainingProgram,and the CooperativeEducationPlan.

9. Attitude

Training in equal employmentopportunityis given to exempt personnelto
remind them of the Company'sattitude in this area. The attitudeof our
work force is favorable.

10. Other

Posterson equal employment are displayedon bulletin boards located in
all areas and are periodicallychecked. Labor unions are notified at
least annuallyof our Company'scommitmenttoward affirmativeaction.
Applicationsare kept on file 2 years. The appropriateEEO
notificationsare made to our subcontractors.

CORRECTIVEACTION

All availabilitystatisticshave been surveyedand revisedwhere appropriate.
Census data for 1980 was used.

I. Underutilization

Officialsand Managers

SectionChiefs - During the year, four femalesand four minoritieswere
promoted or hired in to this job group which exceeded our goals.
However, underutilizationstill exists and goals have been set.

RadiologicalScience Superintendents- One minority was promoted into
this group and underutilizationno longer exists.
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Professional

Engineers- One female was hired this year which met our goal and one
female declined a job offer. However, femalesare still underutilized.
A goal has been set.

Physical Sciences - The goal of nine femaleswas met. In addition,
three females declinedjob offers. However, femalesare still
underutilized. Goals have been set.

Planning and Scheduling - Two minoritieswere placed into this job group
which exceeded our goal and minorities are no longer underutilized. The
voluntary terminationof three females late in the year caused female
underutilization. A goal has been set for one female.

ElectronicData Processing- Four femaleswere hired in this job group
which was below our goal and four other femalesdeclined job offers.
Goals have been set.

Safety & Fire - One minoritywas hired in this job group which met our
goal. However, underutilizationcontinues. Anothergoal has been set.

QualityAssurance - One femalewas promoted to SectionChief causing
underutilizationof females. One female declined a job offer. A goal
has been set.

MaintenanceSpecialists- Two minoritieswere promoted into this job
group and are no longer underrepresented.

Technicians

Medical o The voluntaryterminationof a minoritycaused
underutilization. A goal has been set.

RadiologicalSciences - Four femaleswere placed into this job group
which met our goal and one female declined an interview. However,
femalesare still underutilizedby one. Anothergoal has been set.

Print Plant - One female was hired and underutilizationno longer
exists.

Communications- The goal of one female was not met causing continued
underutilization. Effortswill continueto recruit qualifiedfemales.

Inspection- Minoritiesare no longer underutilizeddue to a decrease in
the total workforce.

ElectronicData Processing- Two femaleswere placed into this job group
which met our goal. However, the loss of one female caused females to
continue to be underutilized. A goal has been set.

Paramedics- One female was hired For this job group and Females are no
longer underrepresented.
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Offi{e and Clerical

Payroll/TimeRecords - One minority terminatedfrom this job group
causingunderutilizationto continue. A goal has been set.

Messenger- Females are underutilized by one due to the loss of three
females from this job group. A goal has been set.

Craft Worker.

Minoritiesare well representedin all crafts. Eight femaleswere hired
during the year. Effortscontinue to inform femalesand minorities of
job opportunitiesin the craft field, especiallythroughthe union
apprenticeshipprogram. Unions were again notifiedof the Company's
desire to hire qualifiedfemales.

Ooeratives

Minoritiesare not underutilizedin this job category. One female was
hired during the year and one female declined a job offer.

a,aborer@

Two femaleswere hired during the year in this job categorywhich _as
14.3 percentof the total laborerhires. Femalesare no longer
underutiIized.

ServiceWorkers

Firefighters- No applicationswere received from females.
Consequently,the goal of one female was not met. Difficulty in finding
qualifiedfemalescontinues.

Recreation- Five femaleswere hired for this job group exceeding our
goal. However femalesare still underrepresentedby one. A goal has
been set.

No furtherspecial correctiveaction appearsnecessaryas a result of an
in-depthanalysis as describedin the previous sections. Those areas
analyzed include: Lateralmovements,selectionprocesses,application
forms, positiondescriptions,scored selectionprocedures,test forms,
referral ratios, participationin Company recreationalactivities,
facilities,senioritypractices,supportof Company policy,training
programs,formal techniquesfor evaluationof EEO effectiveness,area
housing,transportation,union and subcontractnotification,procurement
activity,and poster displays.
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DEVELOPMENTAND EXECUTIONOF PROGRAMS

1. The Company has made a completestudy of its exempt and nonrepresented
positionsfor accuracy in reflectingposition functionsand for
consistency. Periodic studiescontinueas positionschange.

2. The Company regularlyvalidatesworker specificationsdue to the ever
changing nature of our mission. The Companywill make every effort to
ensure nondiscriminationon the basis of race, color, religion,age,
sex, nationalorigin, veteranstatus and handicap.

Physicalrequirementsare reviewed to ensure they are job related,
consistentwith businessnecessityand the safe performanceof the job.
Physicallimitationsare evaluatedon an individualbasis. Job
location,job content and accommodationsare considered in each case.

3. Approved positiondescriptionsand worker specificationsare made
availableto all members of managementinvolved in recruiting,
classifying,selecting,and promotingprocesses. Becauseof the large
volume of job descriptions(almost400), it is not feasible to
distribute these descriptionsto all recruitingsources;.However,
copies are individuallydistributedupon request.

Security regulationsfor workers are in keepingwith regulationsand
proceduresof the Departmentof Energy.

4. The total selectionprocess is evaluatedperiodicallyto ensure the
process is free from bias.

a. Personnelinvolved in the selectionprocess are trained in the
Company'sresponsibilitytoward affirmativeaction.

b. The Companyobserves the requirementsof the OFCCP UniformGuidelines
on EmployeeSelectionProcedures.

c. The Company is not aware of any selectiontechniquethat may have the
effect of discriminationagainstminority groups and women. Any
personal informationsolicitedfrom an applicant is a requirement
based upon national security.

5. In an effort to recruit qualifiedminority and female applicants:

a. Notificationis made to the organizationslisted in Appendix I.

b. Notificationof job vacanciesare sent to NAACP, NALA, New Ventures,
and the NationalAmerican IndianCenter. Invitationsto visit the
Company are extended to the agencies'staff members so that they may
become acquaintedwith our operation.

c. Minority and female employeesregularlyrefer applicants,as do all
employees.
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d. Minorities and women representa large portionof the Company'sHuman
Resources staff.

e. Minorities and women, as well as other employees,from a wide variety
of jobs take an active part in career days and other motivational
programs at elementary,junior high and senior high schools (public
and parochial),as well as SouthernNevada CommunityCollege and the
Universityof Nevada,Las Vegas. Many Company employees serve on
communityadvisoryboards.

f. The Company participatedin a Job Fair for Personswith Disabilities
and Disabled Veterans in April Iggl, sponsoredby the Governor's
Committeeon the Employmentof the Handicapped.

g. Recruitmenttrips are made to attractminority and female engineering
students to the Company for summer employment.During the summerof
1991, a total of 52 college students, representing 23 colleges and
universities, were employed in engineering and other jobs. Of these,
22, 42.3 percent, were minority and 21, 40.4 percent, were female.

h. The Companydoes not publish a brochure for recruitment purposes.

i. Help wanted advertisements are placed in minority news media as well
as women's interest media.

j. Trips were made to San Francisco, and Vallejo, California; Fort
Valley and Atlanta, Georgia; Salt Lake City, Utah; and College
Station, Texas, to recruit for Technical and Professional job
categories.

k. The Companyexhibited recruiting booths at several local job fairs,
conferences and conventions. A female quality control technician, a
Hispanic physician and a Black physician were among the persons hired
from these recruitingefforts.

6. Company efforts to ensure that minority and female employees are
provided an equal opportunityfor promotionare:

a. Promotionalopportunitiesare posted internallyand are normally
filled in this manner. The requestingunit prepares a Personnel
Requisitionand forwards it to the Human ResourcesDepartmentthrough
their departmentand division manager.

Nonrepresentedand exempt positionsare posted for five days.
Employeesmust notify the Recruitingand EmploymentSection of their
interest and must file a completedSupplementalApplicationto
provide their qualificationsfor the position.

The Recruitingand EmploymentSectiondetermineswhich interested
employeesmeet the posted qualifications. Nonexempt nonbargaining
(NENBU)promotionsup to range 9 are made by the Recruiting and
EmploymentSection. For NENBU range 10 and above, supplemental
applicationsfor qualifiedpersons are referred to the requesting
unit. After being advised by the requestingunit, the Recruitingand
EmploymentSection schedulesinterviews. The requesting unit
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recommendsthe selectionfor range I0 and above and sends a written
justificationto the Human ResourcesDepartmentwith a copy to the
EEO Office. This document includesa comparisonof qualifications
betweenthose not selected and the employee selected. If the
employeenot selected has a handicap or is a Vietnamera veteran or a
disabled veteran,the descriptionshould includeany accommodation
considered. The Recruitingand EmploymentSectionnotifies employees
regardingthe selectionresults. In selection,range 10 and above,
seniority is not a factor unless the applicantsare equal in all
consideredfactors.

b. If nomination,rather than the postingprocedure,is used to fill a
vacant position, the divisionmanager informsthe Human Resources
Departmentwhich candidateswere consideredfor promotion. These
candidatesmust be assignedwithin the division. For such
nomination,the divisionmanager is requestedto submit a written
statementcomparingeach qualifiedperson consideredwith the
successfulnominee. In addition,this statementshould describe any
accommodationconsideredfor an employeewith a handicap,a Vietnam
era veteran, or a disabled veteran.

c. Most employeesare evaluatedon their job performanceat least on an
annual basis. Craft workersare evaluatedevery six months and
apprentices,every month. ProbationaryNonexempt,NonbargainingUnit
employeesare evaluatedat least once in the first four months of
their employment and annuallythereafter. ProbationaryExempt
employeesare evaluatedduring the first six months of employment and
on an annual basis.

d. Career counseling is offered as a formal training opportunity,and
other career counselingis done informallyby supervision. Services
by the Training and EmployeeDevelopmentSectionin this area
continue on several levels,includingthe procurementand
disseminationof course catalogs,brochures,and announcements;
conferenceson individualdevelopmentneeds; and career counseling.
Contactswith employeesrange from brief telephoneinterviewsto in-
depth conferencesand may involveany member of the Training staff,
dependingupon the nature of the request or inquiry.

e. Senioritypracticesare designed to have a nondiscriminatoryeffect
on minority and female employees. Furtherdescriptionof these
practicescan be found on page 11.

INTERNALAUDIT AND REPORTINGSYSTEMS

I. Monitoringof referrals,placements,transfers,promotions,and
terminationstakes place to ensure there is no discrimination. As an
example,divisionsare notifiedwhen terminationsof minority
constructionand maintenancecraft workers result in low percentages.
The divisionsare urged to requestminorities in these cases through the
requisitionprocess.
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2. Formal reports from managers are required at least quarterlythat
discuss achievementtoward goals and other EEO activity.

3. Reports are monitored by the EEO Office, the Human ResourcesDepartment,
and the ExecutiveOffir_ to ensure no discriminationis taking place.

4. Division and departmentmanagers,as well as the GeneralManager, assist
the EEO Director in the establishmentof goals for the affirmative
action year.

5. The Human ResourcesDepartmentand the EEO Office review Exit Interviews
for charges of discriminationby terminatingemployees. During each
conductedexit interview,each terminatingemployee is asked if they
encountereddiscrimination.

6. When it appearsdiscriminationmay be a factor in referrals,placements,
transfers,promotions,and terminations,anyone may request an
investigation. The Human ResourcesDepartment,as well as department
managers, frequentlyinitiatean inquirywith the EEO Office.

SUPPORTOF ACTION PROGRAMS

lt has been a long-standingpolicy of ReynoldsElectrical& EngineeringCo.,
Inc., to participatein communityactivities. Employeesare permittedand
encouragedto participatein communityaction programs as long as these
activitiesdo not jeopardizethe employee'swork performanceor reflect
unfavorablyupon the Company.

Companyemp oyees are involvedin a wide range of communityactivities,
servingon boards and committees. T!iesetypes of involvementin the comn_unity
presenta positive image of the Company as being genuinelyconcerned and
interestedir_the southernNevada community. A partial list is provided in
Appendix II.

In addition,the ProcurementDepartmentactively supportsthe small and
disadvantagedbusinessprograms. This supportis demonstratedby
participationin: Minority BusinessOpportunityDay, National Minority
PurchasingCouncil, Nevada Minority PurchasingCouncil, PurchasingCouncil
Trade Fair, National MinoritySupplier Devel_nmentCouncil,Nevada Economic
DevelopmentCouncil, Las Vegas Small BusinessAssociationAdvisory Council,
SouthernCaliforniaMinority PurchasingCouncil,Minority Business Opportunity
Trade Fair, Nevada FederalMarketingFair, NationalAssociationof Minority
Contractors,Clark County Minority/WomenBusiness CouncilBoard, and by
sponsoringand participatingin seminarsfor minority businesses.

Companyrepresentativesfrequentlyspeak on career opportunitiesto students
in both public and private schools,at levels from elementaryto university
graduate classes. Minoritiesand women activelyparticipateand serve as role
models.
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Communityorganizationsthat have recognizedthe Company includeUnited Blood
Services,OpportunityVillage, Girl Scouts,Campfire Girls, American Legion
for Boys State support, Big Brothers/BigSistersof Southern Nevada,Secret
Witness, Boys and Girls Clubs of Clark County, Boy Scouts, Easter Seal
Society, Bureau of VocationalRehabilitation,Candlelighters,Las Vegas YMCA,
SalvationArmy, United Way, KLVX Channel 10, OperationAngel Plane, Nevada
TreatmentCenter, March of Dimes, and CommunityFood Bank.

Company representativeshave also sponsored,attendedor participatedin
Minority EnterpriseDevelopmentWeek, Hispanic EmploymentProgram,Black
History Week, Hispanic HeritageWeek, National SecretaryWeek, Women's
EqualityDay, Women's HistoryWeek, HandicappedAwarenessDay, City of Las
Vegas CorporateChallenge,Latin Chamber of CommerceStudent Career Day,
Teaching Teachers Science,UNLV Collegeof EngineeringMinority and Female
Outreach Program, and WideningOpportunitiesfor Women Symposium.

During HispanicHeritage Week, 1990, the Test Site Cafeteriaprovided Hispanic
food on the servingline. In addition,the Company sponsoredthree Hispanic
high schoo_ studentsfor the Latin Chamberof Commerce StudentCareer Day.

The REECo EmployeeOrganizationsupportedan AfricanAmerican History Month
Dinner which was cateredby a minority caterer. A specialmenu of ethnic food
was provided at the Mercury Cafeteriaduring the Week of February25, 1991.

SEX DISCRIMINATIONGUIDELINES

In keepingwith the Compan) policy of equal employmentopportunity,the
followingpracticeswill continue:

I. Recruitmentand Advertisement

a. Sex is not a bonafideoccupationalqualification(BFOQ) for any job
within the Company. Employeesand applicants,therefore,are
recruitedfor all jobs regardlessof sex.

b. Because BFOQ is nonexistentfor our purposes,all advertisementsfor
employmentplaced in newspapersand other media expressno sexual
preference.

2. Job Policiesand Practices

a. Policy 1.1.3 "Discrimination"prohibitsdiscriminationbased upon
sex. Employmentpolicies and practices,which are consistentwith
these guidelines,are communicatedto all referral agenciesand to
all unionswith which the Companyhas a labor agreement.

b. Policy 1.1.4 "SexualAdvances"prohibitssexual harassment and
outlines proceduresfor employeesto seek remedy.

c. Employeesand applicantsare considered,regardlessof their sex or
marital status, for any availableposition which they are qualified
to perform.
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d. No distinctionas to sex is made in the administrationof the
compensationprogram, life insuranceprogram,disabilityplan, health
plan, employeeeducation,training and assistanceprogram, savings
plan, pensionplan, or other offered benefitplans.

e. Employeesand applicantsare treatedequally, regardlessof sex, in
all personnelactions. Nonjob-r_latedcriteria like marital status
or number of dependents are not used as a basis for employment
decisions. Additionally,the retirementpolicy appliesequally to
both sexes.

f. Appropriatephysicalfacilities,such as restroomsand lockers, are
comparablefor employeesof both sexes.

g. The State of Nevada has no known laws which could be construedas
"protectivelabor laws.n Accordingly,the Companywill follow the
OFCCP sex discriminationguidelines in the event a dispute arises.

h. MaternityPolicy" Paymentfor hospital,medical costs, doctors'
fees, and room and board are paid on the same basis as any other
illnessfor employee and spouse. Pregnancy-relateddisabilitiesare
treated the same as any other medicaldisability. Women are not
penalized in conditionsof employmentbecausethey require time away
from work becauseof child bearing. Absences from work (normally60
days) as a result of pregnanciesare chargedto sick leave until
accruedtime is exhausted. Vacation leave may be taken at the
employee'soption. An employee is expectedto return to work upon
releaseby her physicianand will be returned to her same position or
one of similarpay and responsibility. Constructionpersonnelare
allowed time away from work as deemed necessaryby their personal
physicianand will be returnedto a position of similar pay and
responsibility. Medical benefitsare awarded per union policy.

3. SenioritySystem

For nonrepresentedemployees, seniorityis the sole factor in the
accrual of vacationtime and the payment of severancebenefits. For
representedemployees,vacation leave is administeredas provided by
their labor contracts.

4. Wages

a. The Company'swage and salary schedulesare establishedeither on the
basis of evaluatedpoints for a particularjob or negotiatedcontract
with a union. At no time is sex a considerationin the determination
of wage and salary schedules.

b. Companyemployeesare not restrictedto any job classification. Job
openings are posted for a period of five working days. The postings
containthe classification,job description,minimum requirements,
and salary range. Any employee,regardlessof sex, who feels
qualifiedfor the position,may submit a supplementalapplicationfor
the posted job opening. Employeesare eligible to bid and transfer
to posted jobs at any time during their employmentafter completion

_,,_ir_ruud_ionaryp_r,uu.
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S. The Company continuesto actively seek women for all vacancies, with
emphasison those job groupswhere women are underutilized. The Company
also seeks males for job groups traditionallyheld by women such as
personnelprocessor, secretary,and word processor.

a. It is a Company objectiveto ensure that all employeesan¢!applicants
are afforded the opportunityto reach their full emp!oyme_t potential
without regard to sex. All employeeshave equal access to training
which is offered by the Company such as in-housesupervisoryand
management training,except that training for employeescoveredby a
labor agreementwill be limitedby the existenceof opportunities.
Training informationbelievedto be of interestto employees is
displayed on all bulletinboards. Training informationintendedfor
specific occupationalsegmentsof the work force is forwarded to the
appropriatemanagers and supervisorswho are responsiblefor
informingtheir employees.

b. All full-timenonrepresentedemployeesor a member of the Cooperative
EducationProgrammay take advantageof the EducationAid Program
(EAP). EAP is designedto assist eligibleemployees,regardlessof
sex, improvethemselvesthroughwork-relatededucation. EAP provides
reimbursementof 100 percentof costs and tuitionfor successful
completionof outside courseswhich relate to an employee's present
job or potentialfuturewith the Company.

c. Sexual harassmentawarenessworkshopsare availablefor all
employees.

CONSIDERATIONOF MINORITIESAND WOMEN
NOT CURRENTLY IN THE WORK FORCE

Labor RelationsManager F. C. Enus is a member of the Nevada Council on
OccupationalEducationand a member of the Nevada State ApprenticeshipCouncil
and will head a panel discussionon AffirmativeAction at the tri-state
conferenceof the NAACP.

The Company participatedin job fairs sponsoredby the Governor's Committeeon
Employmentof the Handicapped,Southern Nevada Job Fair, Nellis Family Support
Center Mini Job Fair, AmericanCollege of EmergencyPhysiciansConvention,
AmericanOccupationalHealth Conference,Western StatesOsteopathic
Convention,American IndustrialHygieneAssociationConference,Naval Shipyard
OutplacementProgram/CareerFair, Latin Chamberof Commerce Trade Fair,
Hispanic EmploymentSeminar and American Indian EmploymentWorkshop.

Companyrepresentativesparticipatedin Career Days sponsoredby the Fort
Valley State College, Georgia; CommunityCollegeof Southern Nevada;
Universityof Nevada, Las Vegas; and Universityof Nevada, Reno.

Noticesof apprenticeshipopportunitiesreceived from the Joint Apprenticeship
TrainingCommittees are sent to area high schools,colleges,and universities,
_.A to " 'ti _._ ....._. ,.,h_h_,,_ .A .:.oA in th°_° wnn_mco,,_ m_norl es ............ i i =_ i_o_o__II_ IIUV_ lI_ _U_ _ll I _u
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Trips were made to San Franciscoand Vallejo, California;Atlanta and Fort
Valley,Georgia; College Station,Texas; and Salt Lake City, Utah, to recruit
IndustrialHygienists,ElectronicTechnicians,LaboratoryTechnicians,
RadioactiveWaste ManagementSpecialists,Paramedics,Physicians,Health
Physicists,Sanitarians,and Engineers.

Letterswere sent to unions and apprenticeshipcommittees solicitingtheir
assistancein referral of qualifiedfemalesfor the Company'sconstruction
wbrkforce.
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AFFIRMATIVEACTION PLAN

FOR THE HANDICAPPED

OCTOBER 1991 THROUGH SEPTEMBER1992
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D{FINITION

HandicappedIndividual- any personwho (I) has a physicalor mental
impairmentwhich substantiallylimits one or more of such person's major life
activities,(2) has a record of such impairment,or (3) is regarded as having
such impairment. For purposesof this part, a handicappedindividual is
"substantiallylimited" if he or she is likely to experiencedifficulty in
securing,retaining,or advancingin employmentbecauseof a handicap.

SUBCQNTRACTPROVISIONS

The Company includes appropriateprovisionsreferencingaffirmativeaction for
the handicappedin every subcontractor purchase order of $2,500 or more.
Therefore,such provisionswill be binding upon each subcontractorand vendor.

INVITATION

The Company, as a governmentcontractor,is subjectto Section 503 of the
RehabilitationAct of 1973 which requires governmentcontractorsto take
affirmativeaction to employ and advance in employmentqualified individuals
with a handicap.

Employeesand applicantswith a handicap are invitedto assist the Company by
identifying(I) any specialmethods, skills, and procedureswhich help to
qualifyfor the position;and (2) the accommodationswhich would assist the
individualto performthe job properly and safe'wy,to include special
equipment,changes in the physicallayout of the job, eliminationof certain
duties to the jobs, or other accommodations.

AVAILABILITY OF PLAN

The AffirmativeAction Plan is distributedto all division and department
managers. The plan may be reviewedand interpretedon regular work days at
the followinglocations: NTS - Labor Relations,8:00 a.m. to 4:30 p.m.;
DowntownOffice, Wyandotte - Human Resourcesand EEO, 7:30 a.m. to 4:30 p.m.
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POLICY, PRACTICES,PROCEDURES

The Companyhas establishedan annual review of personnelprocessesto
determinewhether present proceduresassure careful,thorough and systematic
considerationof the job qualificationsof known individualswith a handicap
for job vacanciesfilled either by hiring or promotionand for all training
opportunitiesoffered or available. Review is made to ensure requirementsare
job-related,consistentwith businessnecessity and the safe performanceof
the job.

Personnelrecordsof each known individualwith a handicapare annotatedto
identifyeach position for which the individualapplied.

Where an individualwith a handicapwas rejected for employmentor promotion,
the reasonsfor rejectionare availablein Company personnelrecords. The
reasons for rejectionare made availableto the concernedindividualupon
request.

PHYSICALQUALIFICATIONS

Medical examinationproceduresand minimum physicalrequirementsfor work in
each job classificationwill be examinedon a continuingbasis to ensure that
such requirementsare job-related,consistentwith business necessity and the
safe performanceof the job.

Medical examinationsare conductedby the Company'sOccupationalMedicine
Departmentafter the individual'sapplicationhas been processed.

A Job FactorsPhysical RequirementTemplet has been developed listing physical
requirementsassociatedwith the varioustypes of jobs and work situations.
The EmploymentSection completesa Medical Service Request, Form RE-0803,
identifyingthose job-associatedphysicalrequirementswhich relates to the
job classification. The Company physicianexamines the individualin
accordancewith the Form RE-0803 and makes a medical recommendation. The
EmploymentSection reviewsthe form upon the applicant'sreturn from
OccupationalMedicine. Any recommendationthat has a physicalor a mental
limitation is reviewed with the concernedDepartmentand/or Division. The
determinationfor accommodationis made at the operating level.

Copies of all medical examinationsbecome a part of the individual'sCompany
medical file, which is confidentialinformationthat cannot be released unless
authorizedby the individualconcerned;except that:

I. Supervisorsand managers may be informed regardingrestrictionson the
work or duties of handicappedindividualsand regardingaccommodations.

2. First aid and safety personnelmay be informed,where and to the extent
appropriate,if the conditionmay requireemergencytreatment.

(,.w#
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3. Governmentofficialsinvestigatingcompliancewith the Act shall be
informedupon request.

4. The EmploymentSection processesall employmentforms and makes contact
with the appropriatedepartments,consequently,they will be aware of any
medical limitations.

The Company continuesto validateworker specificationsdue to the changing
nature of our mission. The Companywill continueto make every effort to
ensure nondiscriminationon the basis of handicap.

ACCOMMODATIONS

The Las Vegas office,where the Human ResourcesOffice is located, is
accessibleto individualswith a handicap. Modificationsof Test Site
facilitieswill be consideredon an as-neededbasis. All Companypersonnel
involvedwith planning,construction,and remodelingof facilitiesare
instructedto be familiarwith the regulationsof the American National
Standards Institute'sspecificationsfor making buildingsand facilities
accessibleto and usable by individualswith a handicap. Provisionsfor
individualswith handicapsare required in trailerspurchased by the Company.

Some accommodationsfor individualswith a handicap that have been made
includepurchase and installationof a wheelchairlift in a passengervan,
modificationsto work stations to accommodatewheelchairs,reassignmentof
duties for a heart diseasedemployee,amplifiedtelephonereceivers for the
hearing impaired,reassignmentof duties for a permanentwork restricted
employee, reassignmentof work location for an employee followingheart
surgery,rewrappingof paper into smallerunits for word processors to
minimize liftingrequirements,reassignmentof housing for an asthma
condition,releasetime for physicaltherapy, producingspecializedcomputer
programs for a programmerwith a visual handicap,installingsupport bars in
restrooms,and installingramps and installingbarrier-Freedrinking coolers
for wheelchair access.Two handicapparking spaces at the Las Vegas Wyandotte
office were relocatedto allow closer accessto the entrance. A telephonewas
installedin a NTS dorm room for an employeewho has a pacemakerwhich has to
be checked by telephonein Las Vegas for an EKG readout. A printerwas
installedto allow closer access to an employee. An accommodationof a
shorterwork day was offered to an employeewith a long-term illness.
Numerous personnelwith handicaps requireno accommodation.
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ASSESSMENT REPORT

The Company, throughself-identification,has surveyedits work force and has
determinedthe compositionof employees by handicap. As of August 25, 1991,
271 employeesidentifiedthemselvesas having a handicap,for a 5.7 percent
representation. Since this identificationis voluntary,it has been observed
that several employeeswho qualify as individualswith a handicap choose not
to identifythemselvesas such. Therefore,these numbersdo not present an
accurate reflection. Some Test Site officesare not accessibleto indivi-
duals with a handicapdue to a lack of paved sidewalksand streets and because
of the desert terrain. However,offices have accommodatedindividualswith a
handicap. Las Vegas facilitieshave designatedhandicappedparking areas.
The Wyandotteoffice,where the Human ResourcesDepartment is located, has an
elevator and an entrance with a ramp. Many occupationalclasses are not
conduciveto the employmentof individualswith a severe handicap because of
construction-orientedoperations. Jobs, however,are reviewed and only those
requirementsnecessaryfor entry into each occupationalclass are included.

INTERNALAND EXTERNALDISSEMINATION

On a continuing basis, it is Company practiceto communicateand interpretthe
EEO policy relative to individualswith a handicapto all levels of
management,supervision,and employees;to all recruiting sources;to labor
organizationswith whom we have agreements;to organizationsfor the
handicapped;and to the communityat large.

Labor agreementscontain anti-discriminatoryclausesconcerning individuals
with a handicap.

The AffirmativeAction policy is includedin the employee'shandbook,
Informationand Directive@for Employees, and in the IndustrialRelations
Policy Manual. The Company'sAffirmativeAction policy is posted on Company
bulletin boards.

Specialmeetings with managementand supervisorypersonnelto explain the
intentof the AffirmativeAction for the Handicappedpolicy are held regularly
throughoutthe year.

The Company'spolicy concerningindividualswith a handicap is also a subject
that is discussed at the New Employees'Orientation.

A roster of employeeswith a handicap is maintainedmonthly and is sent to
departmentmanagers semi-annually. Applicantsfor positionsare requestedto
voluntarilyidentifythemselvesif they have a handicap.

Externalcommunicationregardingthe Company'sAffirmativeAction commitment
to hire individualswith a handicap is conductedon a continuing basis.
Lettersare sent to schools,colleges,and labor organizationsreiterating
this policy. A partial list of these resourcesis included in Appendix I.
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The Human ResourcesDepartment,on a continuingbasis, discussesplacement,
recruitment,training,and accommodationswith the Nevada Rehabilitation
Center.

During April 1991, the Company participatedin a job fair for Personswith
Disabilitiesand Disabled Veterans sponsoredby the Governor'sCommitteeon
Employmentof the Handicapped.

The ProcurementDepartmentManagerensures that the Company'spolicy
concerning individualswith a handicapis communicatedto all subcontractors,
vendors, and suppliers.

RESPONSIBILITYFOR IMPLEMENTATION

lt is the intentof the Company to extend the responsibilityfor the
AffirmativeAction activitiesfor individualswith a handicapover a broad
managementbase. Mr. D. L. Fraser, 3s GeneralManager, is responsiblefor
implementingthe AffirmativeAction program.

DivisionManagers R. B. Land (Administration),R. J. Pritchett (YuccaMountain
Project),W. G. Flangas (Operations& Maintenance),V. Gong (Special
Services),H. W. Dickson (Environment,Safety, & Health), S. Metta (Quality
Assurance),and Acting Division ManagerS. D. Davis (SupportServices)are
responsiblefor providingcontinuingimplementationof the EEO policy as set
forth in Policy 1.1.1.

E. C. Miramontesis the appointedCompany'sEqual EmploymentOpportunity
Director and reports to the GeneralManager. He is responsiblefor:

I. Developingpolicy statements,affirmativeaction programs, internaland
externalcommunicationtechniques.

2. Assisting in the identificationof problem areas.

3. Assistingline management in arrivingat solutionsto problems.

4. Designingand implementingaudit and report systemsto measure program
effectivenessand indicate remedialaction.

5. Keepingmanagement informedof the latest developmentsin the affirmative
action area.

Mr. Miramontes'office is locatedon the first floor (north)at 2501
Wyandotte;telephonenumber (702) 295-2232;Mail Stop 546.

Human ResourcesDepartmentManager E. L. Lewis is responsiblefor the
preparationof reportsthat assist in monitoring the AffirmativeAction Plan.
Trainingopportunitiesare made availableto all employeesincluding
individualswith a handicap. An overalltotal of 4.6 percent of those who
received trainingduring this period had identifiedthemselvesas having a
handicap.
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Career counseling is an ongoing program throughthe Training and Employee
DevelopmentSection as well as throughsupervision. Such counselingis
availableto individualswith a handicap.

The _bove named individualsand other supervisorypersonnelwill be evaluated
at least annually in the performanceappraisalon the basis of their equal
employmentopportunityefforts and results. Salary adjustmentsare determined
from these appraisals.

lt is the responsibilityof supervisionto provide an environmentfree of
harassment.

EXECUTIONOF AFFIRMATIVEA(_TIONPROGRAMS

The Company utilizes communityagenciesfor recruiting individualswith a
handicap. Recruitingpersonnelare familiarwith the servicesof these
agencies and are aware of the abilitiesof individualswith a handicap. They
are presentlyadvisingthe Nevada RehabilitationServices,Vocational
RehabilitationCenter,State of Nevada EmploymentSecurityDepartment,the
Governor'sCommitteeon Employmentof the Handicapped,and Disabled American
Veterans Chapter XI of all positionsreleased for outside hire excludingthose
vacancieswhich are filled throughunion hiring halls.

Any individualinterestedin jobs filled through hiring halls are referred to
the appropriatehall to get on their out-of-worklist. Articles are included
in some of the CollectiveBargainingAgreementsthat specifyevery effort will
be taken to place individualswith a handicap in positionsin which they can
safely perform. The Company also providesfor preferredregistrationon the
hiring list of the InternationalUnion of Operating Engineers,Local Union
No. 12, for individuals55 or more years of age or individualswho have a
handicappreventing their employmentin any classificationother than
preferred. Those classificationsare Generator,Compressor,Pump, and
ElevatorHoist Operators.

The selectionprocesshas been evaluatedto ensure freedomfrom discrimination
includingindividualswith handicaps.

Personnelinvolved in recruitment,selection,promotion,and disciplineare
carefullyselectedto ensure the commitmentof the Company'sAffirmative
Action program.

Qualifiedapplicantswith a handicap are referred for review. Each referral
is returned to the EmploymentSectionwith disposition;such as, contact for
interview,hold for later consideration,or no vacanciesavailable.

The Company sends written notificationof Company policy to all
subcontractors,vendors, and suppliersrequestingappropriateaction on their
part.

29
W0480



Consideration will be given to all qualified individuals with a handicap not
currently in the work force and having requisite skills who can be recruited
through affirmative action measures.

The Company participatedin a job fair for Personswith Disabilitiesand
Disabled Veterans in April 1991, sponsoredby the Governor'sCommitteeon
Employmentof the Handicapped.

COMPLAINTPROCEDURES& RECORD KEEPING

All reports requiredpursuantto the Act are filed in a timely and efficient
manner. Copies of all appropriatereportswill be maintained as necessary.
These reportswill be made availablefor examinationupon request by any
authorizedrepresentativeof the Departmentof Labor.

If employeesor applicantsfeel they have been discriminatedagainston the
basis of a handicap,a complaintmay be filed verballyor in writing with the
immediatesupervisor,with the EEO Director,or with Labor Relations. If the
complaintis filed verbally,the person receivingthe complaintwill
immediatelyreduce it to writing, if appropriate,and copies will be provided
to the EEO Director,Labor Relations,and the appropriatedepartment and
divisionmanagers.

When possible,investigationof the complaintwill begin within two weeks
after receipt. The EEO Directorwill be responsiblefor determiningwhether
the investigationwill be conductedby EEO or Labor Rolations.

Upon completionof the investigation,a report will be prepared and
distributedto the ExecutiveOffice and the appropriatedivision and
departmentmanagers. A summaryof case facts and a determinationof cause or
no cause of discriminationshould be in the report. If applicable,a proposed
course of action to avoid similaroccurrencesshall be included in the report.

If a cause determinationwas made, the concerneddivision and department
managerswill review the entire matter with the ExecutiveOffice. The
recommendedproposed course of actionwill also be reviewed. The Executive
Office will approvethe final course of action on the complaint.

The complainantwill be informedof the resultsof the investigationand of
the course of action to be taken, if applicable. Satisfactoryresolutionto
all parties concernedat any intermediatesteps of a complaint is encouraged.
Prior to final resolution,Labor Relations,the EEO Office, and the Executive
Office will be made aware of attemptsto resolvethe situation.

Case files developed from a complaintare maintained in the EEO Office for two
years after closure and are subsequentlyretiredas provided by the Company's
Records Inventoryand DispositionSchedules.
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AFFIRMATIVEACTION PLAN

FOR DISABLED VETERANS

AND

VETERANSOF THE VIETNAM ERA

OCTOBER 1991 THROUGH SEPTEMBER1992
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DEFi;'_][TION$

DISABLEDVETERAN - a person entitledto disabilitycompensationunder laws
administeredby the Veteran'sAdministrationfor disabilityrated at 30
percentor more, or a person whose dischargeor releasefrom active duty was
for a disability incurredor aggravatedin the line of duty.

QUALIFIEDDISABLEDVETERAN - a disabled veteranas defined above who is
capableof performinga particularjob with reasonableaccommodationto the
disability.

VETERANOF THE VIETNAM ERA - a personwho (I) served on active duty for a
period of more than 180 days, any part of which occurred betweenAugust 5,
1964, and May 7, 1975, and was dischargedor released therefromwith other
than a dishonorabledischarge,or (2) was dischargedor released from active
duty for a service-connecteddisabilityif any part of such active duty was
performedbetweenAugust 5, 1964, and May 7, 1975.

SUBCONTRACTPROVISIONS

The Company includes appropriateprovisionsof the Act ii_every subcontractor
purchaseorder of $10,000 or _ore unless they are specificallyexempted by
rules, regulations,or orders of the Secretaryof Labor issued pursuant to the
Act. Therefore, such provisionswill be bindingupon each subcontractorand
vendor.

INVITATION

The Company, as a governmentcontractor,is subjectto Section 250 of the
Vietnam Era Veterans ReadjustmentAssistanceAct of 1974 which requires
governmentcontractorsto take affirmativeaction to employ _;mdadvance in
employmentall disabled veteransand veteransof the Vietn_,nera.

Applicantsand employeeswho are disabled veteransor veterans of the Vietnam
era and who wish to benefit under the AffirmativeAction program are invited
to identifythemselvesto the Company. The invitationstates that the
informationis strictlyon a voluntarybasis, that it will be kept
confidential,that refusal to provide it will not subjectthe applicantor
employeeto any adverse treatment,and that it will be used only in accordance
with the Act and appropriateregulations.

Disabled veteransor veteransof the Vietnam era are also invited to advise
,,,=_v,,,vQ,,jconcerning._nn._ }romonf _nA _nn_nn_fa _rrnmmnA_f_nn¢
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Employeesmay inform the Company at any future time of their desire to benefit
under the AffirmativeAction Plan.

AVAILABXLITyOF PLAN

The AffirmativeAction Plan is distributedto all division and department
managers.

The plan may be reviewed and interpretedon regularwork days at the following
locations: NTS - Labor Relations,8:00 a.m. to 4:30 p.m.; Downtown Office,
Wyandotte- Human Resourcesand EEO, 7:30 a.m. to 4:30 p.m.

POLICY,PRACTICES,PROCEDURES

The Company has establishedan annual review of personnelprocessesto
determinewhether present proceduresassure careful,thorough and systematic
considerationof the job qualificationsof known protectedveteran applicants
and employeesfor job vacanciesfilled either by hiring or promotionand for
all trainingopportunitiesoffered or available. Review is made to ensure
requirementsare job-related,consistentwith businessnecessityand the safe
performanceof the job.

Personnelrecordsof each known protectedveteran are annotatedto identify
each position for which the individualapplied.

For each case where a protectedveteran was rejected for employmentor
promotion,the r_sons for rejectionare available in Company personnel
records. The reasonsfor rejectionare made availableto the concerned
veteranupon request.

PHYSICALQUALIFICATIONS

Medicalexaminationproceduresand minimum physicalrequirementsfor work in
each job classificationwill be examinedon a continuingbasis to ensure that
such requirementsare job-related,consistentwith businessnecessity and the
safe performanceof the job.

Medicalexaminationsare conductedby the Company'sOccupationalMedicine
Departmentafter the individual'sapplicationhas been processed.

A Job FactorsPhysical RequirementTemplet has been developed listing physical
requirementsassociatedwith the various types of jobs and work situations.
The EmploymentSection completesa Medical Service Request, Form RE-0803,
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identifyingthose job-associatedphysicalrequirementswhich pertain to the
job classification. The Company physicianexaminesthe individualin
accordancewith the Form RE-0803 and makes a medical recommendation. The
EmploymentSection reviewsthe form upon the applicant'sreturn from
OccupationalMedicine. Any recommendationthat lists a physical or a mental
limitationis reviewedwith the concernedDepartmentand/or Division. The
determinationfor accommodationis made at the operatinglevel.

Copies of all medical examinationsbecome a part of the individual'sCompany
medical file, which is confidentialinformationthat cannot be releasedunless
authorizedby the individualconcerned;except that:

I. Supervisorsand managers may be informedregardingrestrictionson the
work or duties of disabledveterans and accommodations.

2. First aid and safetypersonnelmay be informed,where and to the extent
appropriate,if the conditionmay requireemergencytreatment.

3. Governmentofficialsinvestigatingcompliancewith the Act shall be
informedupon request.

4. The EmploymentSectionprocessesall employmentforms and makes contact
with the appropriatedepartments,consequently,they will be aware of any
medical limitations.

The Company continuesto validate worker specificationsdue to the changing
nature of our mission. The Companywill continueto make every effort to
ensure nondiscriminationon the basis of veteranstatus.

ACCOMMODATIONS

The Las Vegas office,where the Human ResourcesOffice is located, is
accessibleto the disabled veteran. Modificationsof Test Site facilities
will be consideredon an as-neededbasis. All Company personnel involvedwith
planning,construction,and remodelingof facilitiesare instructedto be
familiarwith the regulationsof the AmericanNational Standards Institute's
specificationsfor making buildingsand facilitiesaccessibleto and usable by
the individualswith a handicap. Provisionsfor individualswith handicaps
are required in trailerspurchasedby the Company.

Some accommodationsthat have been made includemodificationsto a timesharing
work station in the Systemsand ProgrammingSection,reassignmentof duties
for a heart diseasedemployee,reassignmentof duties for a permanentwork
restrictedemployee,reassignmentof work locationfor an employee following
heart surgery, rewrappingof paper into smallerunits for word processorsto
minimize lifting requirements,release time for physical therapy, amplified
telephonereceiversfor the hearing impaired,producingspecializedcomputer
programs for a programmerwith a visual handicap,installingsupport bars in
restrooms, installingramps and barrier-freedrinking coolers for wheelchair

--_ ...... _--- allocating -_='_---_ .... "_-- _-- _-_"_"-_ .... _'_access d,u pur_,d_,
handicaps,offering a shorterwork day to an employeewith a long-term
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illness,installinga printerto allow closer accessto an employee,
installinga telephone in a NTS dorm for an employeewith a pacemakerto allow
for a telephone EKG readout,and installinga wheelchairlift in a passenger
van. Numerous personnelwith handicapsrequireno accommodation.

INTERNAl,AND EXTI_RNALDISSEMINATION

The employment practicesof the Company are reviewedannually to determine
whether personnelprograms providethe required affirmativeaction for the
employmentand advancementof disabled veterans or veterans of the Vietnam
era.

In order to meet the above-statedcommitment,meetings are held on an annual
basis with managers and supervisorsto define the responsibilitiesto achieve
the objectivesof the AffirmativeAction Plan for Disabled Veterans and
Veteransof the Vietnam Era.

The Company enlists the assistanceand supportof all recruiting sourcesto
informprospectiveemployeesof the commitmentto employdisabled veterans or
veteransof the Vietnam era. Vacancy announcementsare sent to the
organizationsenumerated in Appendix I.

The Human ResourcesDepartment,on a continuingbasis, discusses placement,
recruitment,training,and accommodationswith the EmploymentSecurity
Department'sVeterans EmploymentRepresentativeand the RehabilitationCenter.

The ProcurementDepartmentManager, D. M. Burnett,ensures that the Company's
policy concerningdisabledveterans or veterans of the Vietnam era is
communicatedto all subcontractors,vendors, and suppliers.

The Companywill establishcontactswith the appropriatesocial service
organizations,such as the local American Legion and Veterans of ForeignWars.

The policy statementis contained in the Company'sIndustrialRelations Policy
Manual. The policy is also containedin the employeehandbook which is issued
to each employee.

In addition,the policy concerningdisabled veteransor veterans of the
Vietnamera is discussed in employeeorientationand management training
programs.

Contract agreementswith labor organizationscontainanti-dlscriminatory
clauses.

The Company'sAffirmativeAction policy is posted on Company bulletin boards.

i

m
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RESPONSIBII_ITYFOR IMPLEMENTATION

lt is the intent of the Company to extend the responsibilityfor the
AffirmativeAction activitiesfor disabledveterans and veterans of the
Vietnam era over a broad managementbase. Mr. D. L. Fraser, as General
Manager, is responsiblefor implementingthe AffirmativeAction program.

DivisionManagers R. B. Land (Administration),R. F. Pritchett(Yucca Mountain
Project),W. G. Flangas (Operations& Maintenance),V. Gong (Special
Services),H. W. Dickson (Environment,Safety,& Health), S. Metta (Quality
Assurance),and Acting DivisionManager S. D. Davis (SupportServices)are
responsiblefor providingcontinuingimplementationof the EEO policy as set
forth in Policy 1.1.1.

E. C. Miramontes is the appointedCompany'sEqual EmploymentOpportunity
Directorand reports to the GeneralManager. He is responsiblefor:

I. Developingpolicy statements,AffirmativeAction programs, internaland
externalcommunicationtechniques.

2. Assistingin the identificationof problemareas.

3. Assistingline management in arrivingat solutionsto problems.

4. Designingand implementingaudit and report systemsto measure program
effectivenessand indicateremedialaction.

5.
Keepingmanagement informedof the latestdevelopmentsin the Affirmative
Action area.

Mr. Miramontes'office is locatedon the first floor (north)at 2501
Wyandotte;telephonenumber (702) 295-2232;Mail Stop 546.

Human ResourcesDepartmentManager E. L. Lewis is responsiblefor the
preparationof reports that assist in monitoringthe AffirmativeAction Plan.
The above-namedindividualsand other supervisorypersonnelwill be evaluated
at least annuallyin the performanceappraisalon the basis of their equal
employmentopportunityefforts and results, lt is understoodthat salary
adjustmentsare determined from these appraisals.

lt is the responsibilityof supervisionto provide an environmentfree of
harassment.

EXECUTIONOF AFFIRMATIVEACTION PROGRAMS

The selectionprocesshas been evaluatedto ensure freedom from discrimination
includingdisabled veterans and veteransof the Vietnamera.
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Personnelinvolved in recruitment,selection,promotion,and discipline are
carefully selectedto ensure the commitmentto the Company'sAffirmative
Action program.

The Company will enlist the assistanceand supportof all recruitingsources,
includingthe local Veteran'sEmploymentRepresentativesin the State
EmploymentSecurity and the Veterans AdministrationRegionalOffice,to
develop on-the-jobtrainingopportunitiesfor coveredveteransand to recruit
job-readyveterans. In addition,notice of positionsreleased for outside
hire, except those filled throughunion hiring halls, are sent to Vietnam
Veterans Outreach Service of the VeteransAdministration,DisabledAmerican
Veterans Chapter XI, Veterans of ForeignWars Nevada District 5, Governor's
Committeeon Employmentof the Handicapped,Coordinatorfor Veterans Services
at the Universityof Nevada, Las Vegas, and the Nevada Vocational
RehabilitationCenter.

Applicationsfor vacanciesare referredfor review. Each referral is returned
to the Recruitingand EmploymentSectionwith disposition;such as, contact
for interview,hold for later consideration,or no openingsavailable.

The Companyalso sends written notificationof Company policy to all
subcontractors,vendors,and suppliersrequestingappropriateaction on their
part.

Considerationwill be given to all qualifieddisabled veterans and veterans of
the Vietnamera not currentlyin the work force and having requisite skills
who can be recruitedthroughAffirmativeAction measures.

The Company participatedin a job fair for Personswith Disabilitiesand
Disabled Veterans in April 1991, sponsoredby the Governor'sCommitteeon
Employmentof the Handicapped.

COMPLAINTPROCEDURESAND RECORD KEEPING

All reports requiredpursuant to the Act are filed in a timely and efficient
manner. Copies of all appropriatereportswill be maintainedas necessary.
These reportswill be made availablefor examinationupon request by any
authorizedrepresentativeof the Departmentof Labor.

If employeesor applicantsfeel they have been discriminatedagainston the
grounds of veteran status,a complaintmay be filed verbally or in writing
with the immediatesupervisor,with the EEO Director or with Labor Relations.
If the complaintis filed verbally,the person receivingthe complaintwill
immediatelyreduce it to writing, if appropriate,and copies will be provided
to the EEO Director Labor Relations,and the appropriatedepartmentand
divisionmanagers.

When possible,investigationof the complaintwill begin within two weeks
after receipt. The EEO Directorwill be responsiblefor determiningwhether
the investigationwill be conductedby EEO or Labor Relations.
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Upon completionof the investigation,a report will be prepared and
distributedto the ExecutiveOffice and the appropriatedivision and
departmentmanagers. A summaryof case facts and a determinationof cause or
no cause of discriminationshould be in the report. If applicable,a proposed
course of action to avoid similaroccurrencesshall be included.

If _ cause determinationwas made, the concerneddivision and department
managerswill review the entire matter with the ExecutiveOffice. The
recommendedproposed course of actionwill also be reviewed. The Executive
Office will approvethe final course of action on the complaint.

The complainantwill be informedof the results of the investigationand of
the course of action to be taken, if applicable. Satisfactoryresolutionto
all parties concernedat any intermediatesteps of a complaint is encouraged.
Prior to final resolution,Labor Relations,the EEO Office, and the Executive
Office will be made aware of attemptsto resolvethe situation.

Case files developedfrom a complaintare maintainedin the EEO Office for two
years after closure and are subsequentlyretired as provided by the Company's
Records Inventoryand DispositionSchedules.
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APPENDIX I

Alpha Kappa Alpha Sorority
Area TechnicalTraining Center
AmargosaValley Town Board
American Indian Science & EngineeringSociety
AmericanAssociationof UniversityWomen
Asian-AmericanClub
City of North Las Vegas HousingAuthority
Clark County CommunityCollegeCareer Center
Clark County CommunityCollege'sReentryCenter
Clark County high schools
DisabledAmerican Vets ChapterXI
DislocatedWorker Program
EconomicOpportunityBoard
FederalWomen's Program
Governor'sCommitteeon Employmentof the Handicapped
Las Vegas Paiute Tribal Council
Latin Chamberof Commerce
League of United Latin American Citizens (LULAC)
Moapa IndianReservation
NationalAmerican IndianCenter
NationalAssociationfor the Advancementof Colored People (NAACP)
NationalAssociationof Women in Construction
NationalOrganizationfor Women (NOW)
Nellis AFB Family SupportCenter
Nevada Associationof Latin Americans (NALA)
Nevada Black Chamberof Commerce
Nevada EmploymentSecurity
Nevada Equal Rights Commission
Nevada RehabilitationServices
Nevada State WelFare Division
New Mexico Club of Nevada
New Ventures, Inc.
Nye County Commissioner
Pueblo of Laguna,JTPA Program
St. Vincent Plaza Center
SouthernNevada VocationalTechnicalCenter
SouthwesternIndian PolytechnicInstitute
Universityof Nevada, Las Vegas
UNLV Women's Center
VeteransAdministration
VFW Nevada District 5
VietnamVeterans Outreach Services
VocationalRehabilitationCenter
Westside School
Western EconomicDevelopmentCovporation
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APPENDIX II

Afro American SummitCouncil
Amerlcan BusinessWomen's Association
American Cancer Society
American Red Cross
Amerlcan Nuclear Society
Amerlcan Society for Civil Engineers
American Societyfor Quality Control
Amerlcan Societyof Training and Development
Amerlcan VocationalAssociation
Amerlcan Welding Society
Angelplane
Associated GeneralContractors
Black ProfessionalWomen's Alliance
Black Public Administrators
Boy Scouts of America
Candlelighters
CarpentersJATC
Cement Masons JATC
Children'sMiracle Network
Clark County School DistrictAffirmativeAction Committee
Clark County VocationalAdvisory Committee
CommunityAction AgainstRape
Computer Users Educatorsof SouthernNevada
EAP Networkof Clark County
Family CounselingServices
Friends of Channel 10
Girl Scouts
Health PhysicsSociety
Hearing ImpairedCommission
Hispanic EmploymentProgramManagers
IndustrialAdvisory Board for Center for EmploymentTraining
InteragencyTask Force on ConfrontingChemicalDependency
IntergovernmentalTrainingCouncil
InternationalAssociationof BusinessCommunicators
IronworkersJATC
KCEP Radio (EOB)
Las Vegas AcademicallyTalented ParentsAssociation
Las Vegas Chamberof Commerce Women'sCouncil
Latin Chamber of Commerce
MilitaryAcademy SelectionCommittee.
NationalAssociationfor the Advancementof Colored People
NationalAssociationof Drug & Alcohol Counseling
National Associationof Female Executives
National Associationof Latin Americans
National PropertyManagementAssociation
National Urban League
Nevada Black Chamber of Commerce
Nevada CatholicWelfare
Nevada Citizens for Safety Now
Nevada Council on OccupationalEducation
Nevada EconomicDevelopmentCorporation(NEDCO)
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Nevada State ApprenticeshipCouncil
Nevada State HistoricalSociety
New Mexico Club of Nevada
Operating EngineerJATC
OpportunityDevelopmentCouncil
Private IndustryCouncil
Re-Entry Center at Clark County CommunityCollege
Southern Nevada Teamster Security Fund
SpecialOlympics
State Job Training PartnershipCouncil
State Technical Skills Committee
State VocationalTechnicalAdvisory Committee
Toastmasters
United Blood Services
United Way of SouthernNevada
UNLV EngineeringAdvisoryCommittee
We Care
Women in NontraditionalRoles
YMCA
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AVAILABILITYCONCLUSION PERCENTAGES
BASED ON THE 8 FACTORSOF CFR 60-2.11

Total Total

OFFICIALS& MANAGERS Minority Female

AA - DivisionManagers and Higher Status
(includingAssistants) 12.9 9.0

AB - DepartmentManagers
(includingAssistants) 12.5 6.5

AC - ProgramManagers
(includingAssistants) 8.8 35.6

AD- TechnicalDirectors 6.9 8.3
BA - Section Chiefs 21.2 19.2
BB - ProjectManagers 17.0 1.7
BC - RadiologicalScienceSuperintendents 19.9 11.9
CA - Branch Supervisors 22.3 28.0
CB- Superintendents 18.2 2.0
CC- "Lead"Supervisors 18.1 31.0

PROFESSIONAL

DA - Engineering 9.7 5.4
DB- Accounting 15.0 49.2
DC- IndustrialRelations 19.5 40.9
DD- PhysicalSciences 14.5 24.6
DE - Purchasingand Material 18.0 40.9
DF - Planningand Scheduling 12.8 39.7
DG - ElectronicData Processing 15.9 35.5
DH - Administrative 19.2 63.7
DI - Safety and Fire Services g.g 7.9
DJ - Legal 5.8 22.6
DK - QualityAssurance 10.0 7.3
DL - EquipmentSpecialists 21.6 29.7
DM - MaintenanceSpecialists 21.6 29.7
DN- Telecommunications 16.2 14.6
DO- TechnicalWriters 14.1 34.4
DP- Physicians 13.3 14.9

TECHNICIANS

EA - Medical 12.9 67.5
EB - RadiologicalSciences 24.0 25.0
EC - PrintingPlant 17.8 33.9
ED - Drafting 11.8 31.6
EE - Communications 11.9 10.4
EF - Material 20.0 31.9
EG- Inspection 11.8 5.9
EH - ElectronicData Processing 21.3 52.0
EJ - Power Dispatch 5.2 6.8
EL - Office Machine Repair 15.1 8.0
EM- Paramedic 10.6 9.0
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Total Total
OFFICE AND CLERICAL Minority Female

FA - Accounting 26.I 73.7
FB - Payroll/TimeRecords 20.7 64.4
FC - ElectronicData Processing 17.8 83.1
FD- Secretarial 22.8 83.0
FE - Clerical 20.6 70.8
FF - Messenger 45.5 46.1
FG - PBX 25.0 77.9
FI - Word Processing 20.4 80.3
FK - Personnel 21.6 73.1
FL - Stock Control 24.2 58.1

SI_RVIC_WORKERS

MA - Food Handlers 46.0 27.7
MB - Custodiansand Utility Persons 52.9 47.6
MC - Fire Fighters 10.2 2.9
MD - Recreation 28.7 53.7

Availabilitydata was derived using the 8 factor analysis as required by
Chapter60-2.11 (b). Data was updatedusing 1980 Census statistics.
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WORKFORCEANALYSISAND AFFIRMATIVEACTIONGOALS

BY JOB GROUPSWITHIN EEO-I CATEGORYFORTHE ENTIRE FACILITY

DATA AS OF 08-25-91
I

JOB GROUP JOB ANALYSIS ALL EMPLOYEES

CODE

Officials & Managers TOTAL MALE FEM. MIN.

Total in Job Group 17 16 I 4

DIVISION MANAGERS Percentof Total 94.1 5.9 23.5

AND External-Percentage_ .................... 9_0 13.6AA ...................................................
HIGHERSTATUS Under-utilization

AND ASSISTANTS Anticipated actions

Nume;ical goals

Percentage goal

Total in Job Group 33 31 2 5

Percent of Total 93.9 6.1 15.2
DEPARTMENTMANAGERS

External Percentage* 6.5 12.5AND AB
Under-utilization

ASSISTANTS
Anticipated actions

Numerical goals

Percentage goal

Total in Job Group 9 7 2 2

Percent of Total 77.8 22.2 22.2

PROGRAMMANAGERS Exte;nal-Pe;centage_......................35_6......8_8-
AC

AND ASSISTANTS Under-utilization i

.........6......................
Numericalgoals

Percentagegoal 35.6

Total in Job Group 2 2
...................................................

Percentof Total 100.0

TECHNICAL External-Percentage_....................813....619-
AD ...................................................

DIRECTORS Under-utilization

................................
....................................
....................................

* Availabilitybased on 8 factors of 60-2.11
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WORKFORCEANALYSISANDAFFIRMATIVEACTIONGOALS

BY JOB GROUPSWITHIN EEO-I CATEGORYFORTHE TOTAL FACILITY

DATA AS OF 08-25-91
&..... i I .....

JOB GROUP JOB ANALYSIS ALL EMPLOYEES

CODE

Officials & Managers TOTAL MALE FEM. MIN.

Total in Job Group 80 67 13 II

Percent of Total 83.8 16.3 13.8

External Percentage* 19.2 21.2
SECTIONCHIEFS BA

Under-utilization 2 5

Numericalgoals 2 3

Percentagegoal 19.2 21.2

Total in Job Group 14 14 2

Percentof Total 100.0 14.3

ExternalPercentage* 1.7 17.0
PROJECTMANAGERS BB

Under-utilization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 8 8 i

Percentof Total 100.0 12.5
RADIOLOGICAL _:Z_ZZ_-_I_Z_Z_: ...................

LAL_FHd/ r_I_HL_-
SCIENCE BC

Under-utilization

SUPERINTENDENTS Aniici;at;fi-aciions

Numericalgoals
....................... : ............................

Percentagegoal

Total in Job Group

....................................
...............................

..................................
Anticipatedactions

....................................
...................................................

Percentage goal
.,

* Availability based on 8 factors of 60-2.11

45



WORK FORCE ANALYSISAND AFFIRMATIVEACTION GOALS

BY JOB GROUPS WITHIN EEO-I CATEGORY FOR THE TOTAL FACILITY

DATA AS OF 08-25-91

JOB GROUP JOB ANALYSIS ALL EMPLOYEES

CODE

Officials & Managers TOTAL MALE FEM. MIN.

Total in Job Group 75 54 21 22

Percentof Total 72.0 28.0 29.3

ExternalPercentage* 28.0 22.3
BRANCH SUPERVISORS CA .......

Under-utilization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 98 96 2 18

Percentof Total 98.0 2.0. 18.4

External Percentage* 2.0 18.2
SUPERINTENDENTS CB

Under-utiIization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 81 56 25 22

Percentof Total 69.1 30.9 27.2

ExternalPercentage* 31.0 18.1
LEAD SUPERVISORS CC

Under-utilization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group

Percentof Total

 x ern  - ercen  Ge......................
Under-utiliza_ion

Anticipatedactions
............................

Numericalgoals
....................... , ............................

Percentagegoal

* Availabilitybased on 8 factorsof 60-2.11
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WORKFORCEANALYSISANDAFFIRMATIVEACTIONGOALS

BY JOB GROUPSWITHIN EEO-I CATEGORYFORTHE TOTAL FACILITY

DATAAS OF 08-25-91

JOB GROUP JOB ANALYSIS ALL EMPLOYEES

CODE

Professionals TOTAL MALE FEM. MIN.

Total in Job Group 76 74 2 ii

Percent of Total 97.4 2.6 14.5

External Percentage* 5.4 9.7
ENGINEERING DA

Under-utilization 2

Anticipated actions 13

Numerical goals 3

Percentage goal 5.4

Total in Job Group 17 8 9 6
Percent of Total 47.1 52.9 35.3

External Percentage* 49.2 15.0ACCOUNTING DB ...................................................
Under-uti I ization

Anticipated actions

• Numerical goals

Percentage goal

Total in Job Group 43 21 22 9

Percent of Total 48.8 51.2 20.9

INDUSTRIAL External Percentage* 40.9 19.5DC ..........................
RELATIONS Under-util ization

_n_icip_e_-_c_i;ns................................
Numprical goals
................................................ ___

Percentage goal

Total in Job Group 118 90 28 19
.............. • .......... i ............................

Percent of Total 76.3 23.7 16.1
....................... i ............................

External Percentage* 24.6 14.5
PHYSICALSCIENCES DD

Under-util ization 1

_n__cip__e_"_c_ion_........ i_......................
....................... i ............................

Numerlca I goals
....................... i ............................

Percentage goal 24.6

• !_,vailability based on 8 factors of 60-2.11
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WORKFORCEANALYSISANDAFFIRMATIVEACTIONGOALS

BY JOB GROUPSWITHIN EEO-I CATEGORYFORTHE TOTAL FACILITY

DATA AS OF 08-25-91

JOB GROUP ANALYSIS ALL EMPLOYEES

Professionals TOTAL MALE FEM. MIN.

Total in Job Group 57 31 26 12

Percentof Total 54.4 45.6 21.1

External Percentage* 40.9 18.0
PURCHASINGAND

Under-utilization
MATERIAL

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 19 13 6 3

Percent of Total 68.4 31.6 15.8

ExternalPercentage* 39.7 12.8
PLANNINGAND

Under-utilization I
SCHEDULING

Anticipatedactions 2

Numericalgoals I

Percentagegoal 39.7

Total in Job Group 75 55 20 15

Percentof Total 73.3 26.7 200

External Percentage* 35.8 15.9
ELECTRONICDATA

Under-utilization 6
PROCESSING ...................................................

Anticipatedactions 14
...................................................

Numericalgoals 8
...................................................

Percentagegoal 35.8

Total in Job Group 76 10 66 15
...................................................

Percentof Total 13.2 86.8 19.7

...................
ADMINISTRATIVE ....................................................

Under-utilization

................................
....................................................

Numericalgoals
...................................................

_ Percentagegoal

* Availabilitybased on 8 factorsof 60-2.11
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WORKFORCEANALYSISANDAFFIRMATIVEACTIONGOALS

BY JOB GROUPSWITHIN EEO-I CATEGORYFORTHE TOTALFACILITY

DATA AS OF 08-25-91

JOB GROUP JOB ANALYSlS ALL EMPLOYEES

CODE

Professionals TOTAL MALE FEM. MIN.

Total in Job Group 24 23 I I

Percent of Total 95 8 4.2 4.2

SAFETY External Percentage* 7.9 9.9-
AND DI

Under-util ization I

FIRE SERVICES Ani:icipa_:ed aci:ions "2

Numerical goals

Percentage goal 9.9

Total in Job Group 3 2 I I

Percent of Total 66.7 33.3 33.3

ExternalPercentage* ................22_6....5-8-
LEGAL DJ ............................

Under-utilization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Group 28 27 I 6

Percentof Total .........96-4....3_6---2i_4-

QUALITY External Percentage* .................7_3---16-0-
DK ...........................

ASSURANCE Under-util ization i

_n_icip_e_-_c_ion_........._......................
............................

Numericalgoals I

Percentagegoal ..................7-3........

Total in Job Group 4 3 I i

Perceni:-of Total ......... 75-6---25_6---25_O-

EQUIPMENT External-Percentage* ................... 29_7---2i_6-
DL ................................

SPECIALISTS Under-util ization
............................

Anticipated actions

_me_ic_i-_o_s....................................
...................................................

Percentagegoal

* Availabilitybased on 8 factorsof 60-2.11
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WORK FORCE ANALYSISAND AFFIRMATIVEACTION GOALS

BY JOB GROUPS WITHIN EEO-I CATEGORY FOR THE TOTAL FACILITY

DATA AS OF 08-25-91

JOB GROUP JOB ANALYSIS ALL EMPLOYEES

CODE

Professionals TOTAL MALE FEM. MIN.

Total in Job Group 8 3 5 2

Percentof Total 37.5 62.5 25.0

ExternalPercentage* 29.7 21.6
MAINTENANCE DM

Under-utilization
SPECIALISTS

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 11 7 4 3

Percentof Total 63.6 36.4 27.3

ExternalPercentage* 14.6 16.2
TELECOMMUNICATIONS DN ...............................

Under-utiIization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 13 5 8 2

Percentof Total 38.5 61.5 15.4

TECHNICAL ExternalPercentage* 34.4 14.1
DO

WRITERS Under-utilization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 4 4 I

Percentof Total I00.0 25.0

_x_ern__-_er_en(_Ge_...................i___'-i___-
PHYSICIANS DP ...................................................

Under-utilization

AR_C_p_ea-_C_OnS................................
_ume_c_i-G;_is....................................
__-_ ....................................

* Availabilitybased on 8 factorsof 60-2.11
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WORKFORCEANALYSISANDAFFIRMATIVEACTIONGOALS

BY JOB GROUPSWITHIN EEO-I CATEGORYFORTHE TOTAL FACILITY

DATAAS OF 08-25-91

JOB GROUP ANALYSlS ALL EMPLOYEES

Technicians TOTAL MALE FEM. MIN.



WORKFORCEANALYSISANDAFFIRMATIVEACTION GOALS

BY JOB GROUPSWITHIN EEO-I CATEGORYFORTHE TOTAL FACILITY

DATAAS OF 08-25-91

JOB GROUP ANALYSlS ALL EMPLOYEES

Technicians TOTAL MALE FEM. MIN.

Total in Job Group 85 80 5 15

Percent of Total 94.1 5.9 17.6

External Percentage* 10.4 11.9
COMMUNICATIONS

Under-utilization 3

Anticipated actions I0

Numerical goals 3

Percentage goal 10.4

Total in Job Group 38 7 31 12
Percent of Total 18.4 81.6 31.6

External Percentage* 31.9 20.0
MATERIAL

Under-utilization

Anticipated actions

Numerical goals

Percentage goal

Total in Job Group 23 18 5 2

Percent of Total 78.3 21.7 8.7

External Percentage* 5.9 ii,8INSPECTION
Under-utilization

Anticipated actions

Numerical goals
...................................................

Percentage goal

Total in Job Group 12 7 5 2
...................................................

Percent of Total 58.3 41.7 16.7

External Percentage* 52.0 21,3
ELECTRONICDATA ....................................................

Under-utilization I

PROCESSING a_ti_i_t_-_i_ .........i......................

...........................i........
....................... , ............. ,...............

Percentagegoal 52.1

* Availabilitybased on 8 factorsof 60-2.11
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WORKFORCEANALYSISANDAFFIRMATIVEACTIONGOALS

BY JOB GROUPSWITHIN EEO-I CATEGORYFORTHE TOTAL FACILITY

DATAAS OF 08-25-91

JOB GROUP JOB ANALYSIS ALL EMPLOYEES

CODE

Technicians TOTAL MALE FEM. MIN.

Total in Job Group 4 4

Percent of Total I00.0

External Percentage* 6.8 5.1
POWERDISPATCH EJ

Under-utilization

Anticipated actions

Numerical goals

Percentage goal

Total in Job Group I0 10 3

Percent of Total I00.0 30.0

External Percentage* 8.0 15.1
OFFICE MACHINE EL

Under-utilization
REPAIR

Anticipated actions

Numerical goals

Percentage goal

Total in Job Group 32 30 2 6

Percent of Total 93.8 6.3 18.8

External Percentage* 9.0 10.6
PARAMEDIC EM

Under-utilization

Anticipated actions

Numerical goals
...................................................

Percentage goal

Total in Job Group

...................................
External Percentage*

Under-utilization

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

Numerical goals

.................
* Availability based on 8 factors of 60-2.11
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WORKFORCEANALYSlS ANDAFFIRMATIVEACTIONGOALS

BY JOB GROUPSWITHIN EEO-I CATEGORYFORTHE TOTAL FACILITY

DATA AS OF 08-25-91
i i

JOB GROUP JOB ANALYSIS ALL EMPLOYEES

CODE

Office & Clerical TOTAL MALE FEM. MIN.

Total in Job Group 22 22 12

Percentof Total 100.0 54.5

ExternalPercentage* 73.7 26.1
ACCOUNTING FA

Under-utilization

................................
Numericalgoals

Percentagegoal

Total in Job Group 25 6 19 2

Percentof Total 24.0 76.0 8.0

ExternalPercentage* 64.4 20.7
PAYROLL/TIME FB

Under-utilization 3
RECORDS

Anticipatedactions 2

Numericalgoals I

Percentagegoal 20.7

Total in Group 20 I 19 6

Percentof Total 5.0 95.0 30.0

83.1 17.8
ELECTRONICDATA FC

Under-utilization

PROCESSING Anticipated actions

Numerical goals

Percentage goal

Total in Group i28 128 34

Percent of Total i00.0 26.6

..............External Percentage*......................... 83-0 22.8
SECRETARIAL FD ...................................................

Under-utilization
...................................................

Anticipated actions
...................................................

Numerical goals
...................................................

Percentage goal

* Availability based on 8 factors of 60-2.11
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WORKFORCEANALYSISANDAFFIRMATIVEACTIONGOALS

BY JOB GROUPSWITHIN EEO-I CATEGORYFORTHE TOTAL FACILITY

DATA AS OF 08-25-91

JOB GROUP JOB ANALYSlS ALL EMPLOYEES

CODE
Office & Clerical TOTAL MALE FEM. MIN.

Total in Job Group 261 23 238 87

Percentof Total 8.8 91.2 33.3

External Percentage* 70.8 20.6
CLERICAL

Under-utilization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 9 6 3 5

Pe;cen{-;f-f_[al ................ 6677 33.3 55.6

Ex{e;nil-Pe;cen{iGe i ............... 46.1 45.5MESSENGER
Under-utilization I

Anticipatedactions 3

Numericalgoals 2

........................ a:i........
Total in Group 3 3 2

Percentof Total 100.0 66.7

ExternalPercentage* 77.8 25.0
PBX ...................................................

Under-utilization

Numericalgoals

Percentagegoal

Total in Group 11 11 4

....................................................

External Percentage* 80.3 20.4

WORD PROCESSING O_;ZG{i_i_{_; _..................................

................................
...................................................

Numerical goals

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

* Availabilitybased on 8 factorsof 60-2.11
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WORK FORCE ANALYSISAND AFFIRMATIVEACTION GOALS

BY JOB GROUPS WITHIN EEO-I CATEGORY FOR THE TOTAL FACILITY

DATA AS OF 08-25-91
i

JOB GROUP JOB I ANALYSIS ALL EMPLOYEES

CODEI

Office & Clerical TOTAL MALE FEM. MIN.

Total in Job Group 10 10 5

Percentof Total 100.0 50.0

ExternalPercentage* 73.1 21.7
PERSONNEL FK

Under-utilization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 4 4 4

Percentof Total 100.0 100.0

External'Percentage* _8.1_ 24 2
STOCK CONTROL FL

Under-utilization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group

Percentof Total

ExternalPercentage*

Under-utilization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group

Percentof Total

Externa_ Percentage*

Under-utilization

An£ c p E a ctions
...........................

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

Percentagegoal

*Availabilitybased on 8 Factorsof 60-2.11
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WORKFORCEANALYSISAND AFFIRMATIVEACTIONGOALS

BY JOB GROUPSWITHIN EEO-I CATEGORYFORTHE ENTIRE FACILITY

DATAAS OF 08-25-91

JOB GROUP JOB ANALYSIS ALL EMPLOYEES

CODE

Craft Workers TOTAL MALE FEM. MIN.

Total in Job Group 7 7 2

Percent of Total i00.0 28.6

GA -_'xternal Percentage* *
ASBESTOSWORKERS HA

PA Under-utilization
QA .............................

Anticipated actions

Numerical goals

Percentage goal

Total in Job Group 119 113 6 20

Percent of Total 95.0 5.0 16.8

GB External Percentage* * *
CARPENTERS HB

PB Under-utilization
QB

Anticipated actions

Numerical goals
............................

Percentage goal

Total in Job Group I0 I0 5

Percent of Total I00.0 50.0

External Percentage* * *
CEMENTMASONS ................................

Under-util ization

Anticipated actions

Numerical goals
....................... i ............................

Percentage goal

Total in Job Group 344 337 7 42
...................................................

Percent of Total 98.0 2.0 12.2
...................................................

External Percentage* * *
ELECTRICIANS ....................................................

Under-util ization
....................... i ............................

Anticipated actions
....................... i ............................

Numerical goals
....................... i ............................

Percentage goal

• Goals set according to 41 CFR60-4.6; 13.9% minority, 6.9% female
J/



WORK FORCE ANALYSISAND AFFIRMATIVEACTION GOALS

BY JOB GROUPS WITHIN EEO-I CATEGORYFOR THE ENTIRE FACILITY

DATA AS OF 08-25-91

JOB GROUP ANALYSIS ALL EMPLOYEES

Craft Workers TOTAL MALE FEM. MIN.

Total in Job Group 3 3

Percentof Total 100.0

ELEVATOR ExternalPercentage* * *

MECHANICS Under-utilization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 98 97 I 24

Percentof Total 99.0 1.0 24.5

External Percentage* * *
IRONWORKERS

Under-utilization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 550 538 12 107

Percentof Total 97.8 2.2 19.5

OPERATING ExternalPercentage* * *

ENGINEERS Under-utilization
... ...................................

Anticipatedactions
....................................................

Numericalgoals

Percentagegoal

Total in Job Group 41 37 4 7

Percentof Total 90.2 9.8 17.1

External Percentage* * *
PAINTERS

Under-utilization

................................
....................... . ............................

Numericalgoals
....................... , ............................

Percentagegoal

• Goals set accordingto 41CFR 60-4.6; 13.9% minority,6.9% Female

58



WORK FORCE ANALYSISAND AFFIRMATIVEACTION GOALS

BY JOB GROUPS WITHIN EEO-I CATEGORY FOR THE ENTIRE FACILITY

DATA AS OF 08-25-91
I

JOB GROUP JOB i ANALYSIS ALL EMPLOYEES

CODE

Craft Workers TOTAL MALE FEM. MIN.

Total in Job Group 146 146 33

Percentof Total 100.0 22.6

GJ ExternalPercentage* * *
PLUMBERS HJ

_ Under-utilization
Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 52 51 1 13

Percentof Total 98.1 1.9 25.0

SHEET METAL GK ExternalPercentage* * *
HK

WORKERS PK Under-utilization
QK

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 140 140 46

Percentof Total 100.0 32.9

GL ExternalPercentage* * *
TUNNEL WORKERS HL

PL Under-utilization

Anticipatedactions

_;_i-G;_i_....................................
....................................

Total in Job Group 14 14 2

ROADSPRINKLER
GM

FITTER PM ______________v_:_...................................................
Under-utilization

i_ii_;_i;_-_;_................................
Numerical-Goals....................................

....................................
• Goals set accordingto 41 CFR 60-4.6; 13.9% minority,6.9% Female
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WORK FORCE ANALYSIS AND AFFIRMATIVEACTION GOALS

BY JOB GROUPS WITHIN EEO-I CATEGORY FOR THE ENTIRE FACILITY

DATA AS OF 08,-25-91

JOB GROUP JOB ANALYSIS ALL EMPLOYEES

CODE

Operatives TOTAL MALE FEM. MIN.

Total in Job Group 42 41 I 12

Percentof Total 97.6 2.4 28.6

External Percentage* * *
OPERATING IA ..........................................

JA Under-utilization
ENGINEERS

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 233 229 4 30

Percentof Total 98.3 1.7 12.9

External Percentage* * *
TEAMSTERS IB

JB Under-utilization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 154 145 9 29

Percentof Total 94.2 5.8 18.8

ExternalPercentage* * *
FORKLIFT DRIVERS IC

JC Under-utilization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 41 37 4 7

Percentof Total 90.2 9.8 IT.I

MECHANICS ID ....................................................
JD Under-utilization

...................................................

6n_r_n_faA _rf_nnc

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

Percentagegoal

• Goals set accordingto 41 CFR 60-4.6; 13.9% minority,6.9% female
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WORK FORCE ANALYSISAND AFFIRMATIVEACTION GOALS

BY JOB GROUPS WITHIN EEO-I CATEGORYFOR THE ENTIRE FACILITY

DATA AS OF 08-25-91

JOB GROUP JOB ANALYSIS ALL EMPLOYEES

CODE

Laborers (Unskilled) TOTAL MALE FEM. MIN.

Total in Job Group 249 231 18 132

Percentof Total 92.8 7.2 53.0

ExternalPercentage* * *
LABORERS KA

LA Under-utilization

Anticipatedactions

Numericalgoals

Percentagegoal

Total in Job Group 19 19 12

- Percent of Total 100.0 63.2

External Percentage* * *
TUNNELWORKERS KB

Under-util ization

_n__c__e_-_ _ons-
Numericalgoals

 er en  GeGo i....................................
Total in Job Group

Percentof Total

_Eern_i_e_enE_Ge;...............................
6n_er-u_i__z_Eion----..............................
_n_ic_p_e_-_ _on_................................
Numericalgoals

-

Percentagegoal

Total in Job Group

_rcen_-o_-_o_...................................
_iie_n_i_e_ceni_e_...............................
............................................

Under-utilization

_nE_c_p_e_-_c£ions................................

....................... I ............................

Numerical goals
....................... _ ............................

_ Percentage goal

• Goals set according to 41 CFR 60-4.6; 13.9% minority,, 6.9% female
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WORKFORCEANALYSISANDAFFIRMATIVEACTIONGOALS

BY JOB GROUPSWITHIN EEO-I CATEGORYFORTHE ENTIRE FACILITY

DATA AS OF 08-25-91

JOB GROUP ANALYSIS ALL EMPLOYEES

Service Workers TOTAL MALE FEM. MIN.

Total in Job Group 256 164 92 156

Percent of Total 64.1 35.9 60.9

External Percentage* 27.7 46.0
FOODHANDLERS

Under-util ization

Anticipated actions

Numerical goals

Percentage goal

Total in Job Group 297 122 175 196

Percent of Total 41.1 58.9 66.0

External Percentage* 47.6 52.9
CUSTODIANSAND

Under-util ization
UTILITY PERSONS ................................

Anticipated actions

Numerical goals

Percentage goal

Total in Job Group 47 47 I0

Percent of Total I00.0 21.3

External Percentage* 2.9 i0.2
FIREFIGHTERS

Under-util ization I

Anticipated actions 3
..... . .............................................

Numerical goals I
....................... , ............................

Percentage goal 2.9

Total in Job Group 14 8 6 4
....................... , ............................

Percent of Total 57.1 42.9 28.6

_xEern_-_rcen£_ge_..... 53.7 287
RECREATION ....................................................

Under-util ization I

_n__cip_ea-_c__on_........._......................
...................................................

Numericaigoals 2
...................................................

Percentagegoal 53.7

* Availabilitybased on 8 factorsof 60-2.11
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ANNUALPERCENTAGEPLACEMENTRATES

In the event anticipated actions are less or more than projected, the Company

will strive to hire and promote minorities and females at a percentage rate

equal to the availability of the job group.

In some cases where availability is low and turnover is low, it is possible

the placement rate will exceed the availability when such a placement

opportunity occurs.
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SUMMARYOF 1991 GOALATTAINMENT

WORKFORCE GOALS PLACEMENTS WORKFORCE
AS OF 8-26-90 AS OF 08-25-91

JOB GROUP TOTAL FEM. MIN. FEM. MIN. TOTAL FEM. MIN. TOTAL FEM. MIN.

OFFICIALS & MANAGERS

Section Chiefs 78 12 8 2 I 15 4 4 80 13 11
15.4% 10.3% 19.2% 21.2% 26.7% 26.7% 16.3% 13.8%

Rad Sci Supts 6 0 0 0 2 0 I 8 0 I
0.0% 0.0% 19.7% 0.0% 50.0% 0.0% 12.5%

PROFESSIONAL

Engineering 81 3 11 3 15 I I 76 2 ii
3.7% 13.6% 5.4% 6.7% 6.7% 2.6% 14.5%

Physical Sciences 109 25 19 9 38 9 5 118 28 19
22.9% 17.4% 24.6% 23.7% 13.2% 23.7% 16.1%

Planning & 20 8 I I 4 I 2 19 6 3
Scheduling 40.0% 5.0% 12.8% 25.0% 50.0% 31.6% 15.8%

Electronic Data 67 20 II 6 15 4 6 75 20 15
Processing 29.9% 16.4% 35.5% 26.7% 40.0% 26.7% 20.0%

Safety & Fire 19 I 0 i 8 0 I 24 I I
Services 5.3% 0.0% 9.9% 0.0% 12.5% 4.2% 4.2%

Maintenance 6 5 0 0 3 0 2 8 5 2
Specialists 83.3% 0.0% 21.3% 0.0% 66.7% 62,5% 25.0%

TECHNICIANS

Radiological 121 26 34 4 9 4 0 109 26 29
Sciences 21.5% 28.1% 26.0% 44.4% 0.0% 23.9% 26 6%

Printing Plant 11 2 4 2 2 I 1 Ii 3 4
18.2% 36.4% 33.9% 50.0% 50.0%1 27.3% 36 4%

Communications 82 6 14 I 11 0 I 85 5 15
7.3% 17.1% 10.4% 0.0% 9.1% 5.9% 17 6%

Inspection 28 4 2 I 4 2 0 23 5 2
14.3% 7.1% 11.8% 50.0% 0.0% 21.7% 8 7%

Electronic Data 11 4 2 2 2 2 I 12 5 2
Processing 36.4% 18.2% 52.0% 100.0% 50.0% 41.7% 16 7%

Paramedic 33 I 8 I 5 I 0 32 2 6
3.0% 24.2% 9.0% 20.0% 0.0% 6.3% 18 8%
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SUMMARYOF 1991 GOAL ATTAINMENT

WORKFORCE GOALS PLACEMENTS WORKFORCE
AS OF 8-26-90 AS OF 08-25-91

JOB GROUP TOTAL FEM. MIN. FEM. MIN. TOTAL FEM. MIN. TOTAL FEM. MIN.

OFFICE & CLERICAL

Payroll 27 20 3 i 3 2 0 25 19 2
74.1% 11.1% 19.3% 66.7% 0.0% 76.0% 8.0%

SERVICE WORKERS

Firefighters 46 0 I0 I 8 0 2 47 0 10
0.0% 21.7% 5.3% 0.0% 25.0% 0.0% 21.3%

Recreation 15 4 6 2 9 5 I 14 6 4
26.7% 40.0% 53.7% 55.6% 11.1% 42.9% 28.6%
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SUMMARYOF 1991 GOAL ATTAINMENT

WORKFORCE GOALS ACTIONS WORKFORCE
AS OF 8-26-90 AS OF 8-25-91

JOB GROUP TOTAL FEM. MIN. FEM. MIN. TOTAL FEM. MIN. TOTAL FEM. MIN.

CRAFT WORKERS

Asbestos Workers 8 0 3 6.9% 13.9% 2 0 0 7 0 2
0.0% 37.5% 0.0% 0.0% 0.0% 28.6%

Carpenters 125 6 22 6.9% 13.9% 7 0 0 119 6 20
4.8% 17.6% 0.0% 0.0% 5.0% 16.8%

Cement Masons I0 0 6 6.9% 13.9% I 0 0 i0 0 5
0.0% 60.0% 0.0% 0.0% 0.0% 50.0%

Electricians 373 2 47 6.9% 13.9% 47 5 3 344 7 42
0.5% 12.6% 10.6% 6.4% 2 0% 12.2%

Elevator Mechanics 3 0 0 6.9% 13.9% 0 3 0 0
0.0% 0.0% 0 0% 0.0%

Ironworkers 107 I 24 6.9% 13.9% 5 0 I 98 I 24
0.9% 22.4% 0.0% 20.0% 1 0% 24.5%

Operating Engineers 589 13 110 6.9% 13.9% 52 3 4 550 12 107
2.2% 18.7% 5.8% 7.7% 2 2% 19.5%

Painters 48 4 7 6.9% 13.9% 0 41 4 7
8.3% 14.6% 9 8% 17.1%

Plumbers 147 I 31 6.9% 13.9% 14 0 2 146 0 33
0.7% 21.1% 0.0% 14.3% 0 0% 22.6%

Sheet Metal Workers 55 2 16 6.9% 13.9% II 0 3 52 I 13
3.6% 29.1% 0.0% 27.3% 1 9% 25.0%

Tunnel Workers 146 0 48 6.9% 13.9% 12 0 2 140 0 46
0.0% 32.9% 0.0% 16.7% 0 0% 32.9%

Road Sprinkler 14 0 2 6.9% 13.9% 0 14 0 2
Fitters 0.0% 14.3% 0 0% 14.3%

TOTAL CRAFT WORKERS 1625 29 316 6.9% 13.9% 151 8 15 1524 31 301
1,8% 19.4% 5.3% 9.9% 2,0% 19,8%
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SUMMARY OF 1991 GOAL ATTAINMENT

WORKFORCE GOALS ACTIONS WORKFORCE
AS OF 8-26-90 AS OF 8-25-91

JOB GROUP TOTAL FEM. MIN. FEM. MIN. TOTAL FEM. MIN. TOTAL FEM. MIN.

OPERATIVES
(Semi-Skilled)

Operating Engineers 43 I 15 6.9% 13.9% 2 0 0 42 i 12
2.3% 34.9% 0.0% 0.0% 2.4% 28.6%

Teamsters 232 3 35 6.9% 13.9% 25 I i 233 4 30
1.3% 15.1% 4.0% 4.0% 1.7% 12.9%

Forklift Drivers 173 10 31 6.9% 13.9% 0 154 9 29
5.8% 17.9% 5.8% 18.8%

Mechanics 53 6 10 6.9% 13.9% 0 41 4 7
11.3% 18.9% 9.8% 17.1%

TOTAL OPERATIVES 501 20 91 6.9% 13.9% 27 I i 470 18 78
4.0% 18.2% 3.7% 3.7% 3.8% 16.6%

LABORERS(Unskilled)

Laborers 289 25 153 6.9% 13.9% 14 2 6 249 18 132
8.7% 52.9% 14.3% 42.9% 7.2% 53.0%

Tunnel Workers 20 0 13 6.9% 13.9% 0 19 0
0.0% 65.0% 0.0%

TOTAL LABORERS 309 25 166 6.9% 13.9% 14 2 6 268 18
8.1% 53.7% 14.3% 42.9% 6.7%

GRAND TOTAL 2435 74 573 6.9% 13.9% 192 11 22 2262 67 523
(Crafts, Operatives, 3.0% 23.5% 5.7% 11.5% 3.0% 23.1%
and Laborers)
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