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I am pleased to present the Department of Human Resourees” (DHE) FY2005-06 Amnuzl Report and Workforee
Analy=is,

FY 100506 Annual REeport

The Anmmal Feport gives an account of DHE s accomplizhments m FY 2005-06 and presents goals for FY 2006-07.
DHE made sigmoficant stndes m improving the efficiency and effectivensss n the buman rasouwress fimefions in the
Citv. This included imoplementation or progress toward 30 of 46 recommendations m the department’s May 2005
Civil Serice Beform report, as well as numerons addifional metiatives. Although the departmrent has accomplizshed 2
great deal in this past fizeal vear, there 15 still mouch more work to be done, as indicated by our goals sat for the
curent fiscal year.

Workforce Analysiz

The Warkforee Analysis provides a picture of the City's workforce charactenistics and trends over the past five
wyears. The analysis updates data presented m the May 2005 Crvl Service Eeform report and meludes additienzl data
to assist n project implementation m other areas, such as workforee and succession planning. The analysis can be
used as a reference tool, a resowrce m plannmg new programs, or to answer questions on staffing that may artse m
Citv departments.

I some cases, the analysis confirms assumptions alveady held, for example, that owr emplovees” average age and
length of service increased over the past five vears. The data also confinm that changes in the City workfores
generally raflact trends m the U5, population at large, namely, that large numbers of emplovess in the baby-boom
generation are neanng retivemsent. At least 18% of City emplovess are eligible for full refiremant benefits; in some
departments, the figure 1z 25%.

The analysis alse 1denfifies areas m which the City should gather additional data. For exampls, DHE cwrrently
cellects applicant and application data for permanent civil service positons, but these data are not centrally available
for provizional hives. The City alzo lacks accessibls data on emplovess ' education levels or spectfic skills such as
language ability, which are important factors when designmg traiming programs and delivering ssrices. Qualitatve
data on the expectations of new City emplovees and the reasons people decide fo leave Cify employment with
safisfactory service would assist in refinmg recnitment and retenfion programs. Frojects cwrrently under way to
implement 2 new, web-based applicant and referval tracking system and to update the Human Eesource Information
System will zo a long way toward gathening and anzlyvzing these types of data.

DHFE. i= preparing its first Workfores and Succeszsion Planumg Feport, winch will provide a detatled analv=is on the
future of San Franeisco’s workforce. I look forward to presenting it to vou later this fiscal vear.

[ hope vou find thes docwment useful and mmformative, and look forward to any faedback and comments vou may
have.
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|l Ll‘ l""r h— 3
Phalip & Gmshurg

Humzn Fasouwrees Director
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1 Department of Human Resources Annual Report FY 20  05-

06

1.1 Department Overview

The Department of Human Resources (DHR) has th@fmlg mission, vision, and values to
reflect the guiding direction and principles of euork:

Mission: The Department of Human Resources recruits, exgjamd develops the City's
workforce to meet the expectations and servicesiee&an Franciscans.

Vision: We strive to provide expert human resources sesvihnrough leadership, facilitation,
and innovation.

Values

o Accountability: We take pride in our work and aesponsive to each other and those
who depend on our services.

o Caring: We understand that our work affects indraidives and the delivery of
important City services. For this reason, we armamanicative with those who depend
on us.

o Excellence: We strive for the highest levels ofiwitlial and organizational achievement.
We recognize exemplary and dedicated performance.

o Fairness: We act with honesty, integrity and ethi¢e are committed to merit-based
employment principles and equal employment oppdstun

0 Respect: We recognize the value of each individadlview our diversity as a strength.

o Teamwork: We perform our work with collaboratiordasooperation. We support each
other through honest communication and a safeeardihg environment.

Organizational Structure:

The City’s Civil Service Commission (Commission}he policymaking and appeals body that
administers Civil Service Rules. The Commissioive inembers are appointed by the Mayor
for six year terms, and are charged with adoptiegrtles, policies and procedures necessary to
carry out the civil service provisions of the C#yCharter. The Human Resources Director is
selected by the Mayor from candidates nominatetheyCommission and confirmed by a vote
of the Board of Supervisors.

DHR is tasked with administering personnel poli@asd procedures as determined by the
Commission, and is comprised of three divisione Employee Services Division negotiates
labor agreement with employee organizations, ingatts complaints of workplace
discrimination, administers workers’ compensatiendits for injured employees, and
coordinates citywide efforts to train and develomgpéoyees. The Department Services Division
conducts examinations that identify qualified apgtits for City employment, and members of
its Client Services team serve as a single poigbatact for City departments seeking human
resources services. Finally, the Administrationi§lion supports DHR'’s internal finance and



personnel infrastructure, as well as the citywidartdn Resources Information System (HRIS).
The Administration Division also coordinates int@rand interdepartmental projects designed to
improve the efficiency and effectiveness of humasources functions.

Department of Human Resources Organizational Chart

Gavin Newsom
Mayor
Civil Service Philip A . Ginsburg
Commission Human Resources Director
[ I ]
Employee Services Department Services Administration
Division Division Division
Employee Equal Workers' Workforce Recru;ment Client Finance & HR Proiects DHR Human
Relations | |Employment| [ Compensa- | [Development] Jn—— | ——— Information J Resources
Opportunity tion & Training - Services Services

1.2 Summary of DHR FY 2005-06 Accomplishments

DHR made significant strides in improving efficigrend effectiveness in FY 2005-b@his
included implementation of or progress toward 3@®fecommendations in the department’s
May 2005 Civil Service Reform report, as well asnauous additional initiatives undertaken.
This section highlights the major accomplishmeritsach team.

Employee Relations

0 Negotiated 38 labor agreements (or MOUs — Memorandinderstanding) on time and
within budget. Only three negotiations went to &etion.

o Implemented civil service reforms in these MOUgJuding consolidation of 14 separate
crafts agreements into one master agreement; skgyncreases based on satisfactory
performance; more forms of performance-based cosgtem; lengthening and
standardization of probationary periods acrosseagests; and creating a Joint Labor
Management Laborers Apprenticeship Program wittDdegartment of Public Works
and Public Utilities Commission.

0 Achieved agreements with almost every union toragddressing retiree medical costs
as required by Governmental Accounting Standaras@@GASB) Statement 45.

Equal Employment Opportunity
0 Resolved over 90% of discrimination complaints with2 months of filing, an increase
from prior rates of 62% in FY 2003-04 and 77% i192@5.

1 FY 2005-06 refers to the fiscal year starting Jul2005 and ending on June 30, 2006. In tablesepted in this
report, this fiscal year is noted as FYQ6.
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o

Developed and coordinated a harassment preveméomng program for City
supervisors as required by state law AB 1825.

Successfully completed a pilot mediation prograrnhwiastings College of Law students
and professors. Mediated six agreements and agveshtinue the program beyond the
pilot stage.

Workers’ Compensation

(0]

o

o

Increased savings on medical costs by implemeiatingw bill review service, saving an
average of 67% of medical claims costs in FY 2065e@dmpared to a savings rate of
55% in FY 2004-05.

Achieved a claims closing ratio of 110.4%, well eddhe performance measure target of
103%.

Ended the fiscal year $4,383,464, or 9.14%, unddgét through improvements in
claims handling, the improved medical bill revievogess and changes in workers’
compensation laws which reduced the amount of daarbe paid.

Workforce Development and Training

(0]

Expanded staff from two to ten and delivered ov608 classroom hours to 1,600
employees who attended 113 classes. Served owdeitments through special
projects such as workshops, retreat facilitationl, strategic interventions that reached
over 1,000 employees. Created and disseminatechthimdVorkforce Development
newsletter to promote learning and training oppaties.

Made substantial progress in implementing the Maydirective that all employees have
current performance evaluations, including extemsigining of supervisors and
managers in conducting performance planning andhegais.

Established the Training and Organization Develapm&twork group among City
departments; launched the multi-year City Univgrpiiogram to expand training to more
employees; and began succession planning.

Developed a series of training modules and a coamggtmatrix for supervisors and
managers called 24-PLUS for Supervisors & Manageested the Supervisors and
Managers Roundtable; and implemented a pilot 3&&#sment program at DHR.

Recruitment and Assessment Services

(0]

Drafted and passed a new Civil Service Rule, REAl for Position-Based Testing,
which will shorten examination times and reducédficent provisional hiring by
departments. Created and delivered training tortieyeatal personnel staff on position-
based testing and provided trainees with a referemnual on this testing process.
Completed the five-year Management Classificatiott @ompensation Program (MCCP)
project. Over 950 positions were audited and 93agament job codes were
consolidated into new broadbanded job codes white wr will be abolished. Currently,
366 positions are filled in the new job codes, a8l additional filled positions will
move into the new job codes shortly. Ninety eligibsts were created to clear old
provisional appointments.

Completed the transfer of the Police Examinatioariiéo DHR and made significant
progress toward streamlining and speeding exanmepsas that have historically been
well conducted but contentious and time-consuming.



Client Services

o0 Re-engineered and automated the appointment pratesigned and implemented new
conviction history and fingerprinting proceduresdaxpanded One-Stop Appointment
processing, which brings the new employee procgssrvices — fingerprinting, health
benefits and retirement processing — together enaamtral location.

o Partnered with the Information Services team tagieand implement online
terminations to reduce paperwork, errors, and dostdved in processing employee
terminations.

o Transitioned the City’'s classification program ii@bent Services, including
implementation of the ongoing MCCP classificatisaogram and preliminary approvals
for departments’ budget submissions. This is aifsagmt step toward completing
implementation of the Client Services model, whicbvides departments with a single
point of contact for all departments to addressoad range of services.

o Developed and implemented the City’s (Disaster i8erWorker) DSW Identification
Card Project.

Finance and Information Systems

o Strengthened information systems infrastructurenbtalling Pentium 4 computers and
LCD screens for nearly all staff, LAN Desk to betteanage information systems, and
new servers that doubled available drive space.

o Improved the accuracy of reporting for health aadtdl information, which will reduce
costs and increase efficiency of benefits transastiimplemented programming changes
to speed requisition processing; completed a pragegrocess terminations online; and
assisted with the production of DSW cards for acaémployees.

0 Successfully advocated for a $10 million budgettf@ multi-year upgrade to the City’s
Human Resources Information System, processed R&@ith reimbursement payment
requests from employees, and completed a requestdposals and vendor selection for
web-based online employment application and refeofiware.

1.3 Civil Service Reform Update

In May 2005 DHR published its Civil Service Reforaeport (Report), a comprehensive review
of the City’s human resources systems, which pexvi¢l recommendations across four key
areas: hiring, employee investment and performammeagement, separations, and system
governance. At the time of this report, 30 recomdag¢ions have either been implemented or are
in progress. Many of the accomplishments listedrabily teams are reorganized thematically
below.

Hiring: To hire the most qualified candidates in atimely manner.

o Our Report highlighted the large number of emplgyiegob classes with four or fewer
employees, which create testing and other ineffis. More than 100 classes have
been slated for abolishment or consolidation asalt of the completion of the MCCP
project.

o The classification plan as a whole was found toudtelated and not adequately meeting
operational needs. MCCP and position-based tegtithgllow greater flexibility to
create position-specific minimum qualifications foposition to meet departments’
unique needs. We have just begun a project towethie classification plan as a whole,



recommend high priority areas for change, and eraatatabase of classification
information to speed and improve current and futlassification work.

0 Hiring someone often took anywhere from six montha year. Implementation of
position-based testing will reduce hiring times rimainy positions to under 90 days.

o The City has traditionally limited centralized reiting efforts to posting job
announcements. This passive approach, and a paped-application method, did not
help the City attract top talent. DHR now has gwvaitle recruitment coordinator to
expand and professionalize recruitment effortsoAs integrated, web-based
application and referral system is planned to beraponal by January 2007.

Employee Investment/Performance Management: To motate and inspire high levels of
employee performance through career development, germance assessment, effective
management, accountability, and flexible compensatn.

o Probationary periods, the final stage in the selagirocess and best predictor of success
on the job, were so inconsistent that they werkcdit to administer. Standard
probationary period length language was negotigtidthe MOUs to facilitate this
administration.

0 A concern repeatedly voiced by employees duringstakeholder outreach process was
that many had not had a performance review in y€amsAugust 15, 2005, the Mayor
directed departments to conduct performance evahgfor all employees. During the
first half of the fiscal year, departments repottieat 74% of scheduled appraisals were
done and estimated that by fiscal year end 89% avibelcomplete. DHR provided
performance planning and appraisal training to @@€r staff to facilitate this progress.
The target for FY 2006-07 is 100%. A tracking sysfer appraisals is planned for
implementation by December 2006.

o All stakeholders emphasized the need for employeing, both to improve current
performance and to promote career development. Bé#igned and implemented 24-
PLUS training for all new managers and supervissiggificantly increased tuition
reimbursement funds through MOUSs, and expandetidhes of training offered and
delivered at DHR and through City University, atparship with City College of San
Francisco, San Francisco State University, thenassi and philanthropic communities,
and labor organizations. In FY 2006-07, we willesfapproximately 50,000 hours of
training to City employees, a 300% increase overpttior fiscal year.

o0 We were not doing enough to recognize and rewarfdmmeance. To address this,
provisions were negotiated into the MOUs that kakisfactory performance to step
increases, and performance bonuses were negatidbeithe professional and managerial
labor contracts.

Separations: To minimize the disruption to employeg and departments caused by
separations.
o0 We found that termination appeals could take uwtoyears to resolve. Now, new MOU
provisions providing for standing arbitrators pedrarbitration of appeals to occur within
90 days.
o We found Citywide bumping rules rewarded senidboiy often risked putting employees
in jobs they are not qualified to do. In May 206& Commission asked DHR to draft



Civil Service Rule changes that restrict interdapantal bumping for professionals and
managers.

Approximately 43% of the City’s workforce is oved §ears of age, and large numbers of
the City’s most experienced staff are becomingtakgo retire. DHR is reviewing
workforce data and trends and meeting with departsn® identify high risk areas and
development programs to be prepared for possiBedbstaff, including knowledge
management strategies.

Governance: To make personnel administration moreunctional by simplifying and
harmonizing overlapping rules, regulations, and regonsibilities into a more cohesive
system.

(0]

It was cumbersome and time consuming for departsrtenteceive hiring approval. In
response, DHR modified requisition approval proesge reduce the number of
approvals needed by over a third and approve riéiguis 45% faster.

The rules and procedures governing personnel acti@ne described as voluminous,
confusing, overlapping and contradictory. In FY @@¥, DHR'’s Client Services team is
revising the Human Resources Policy and Proceddassial (Manual); the Employee
Relations team will recommend revisions to the Eoypé Relations Ordinance, which
governs personnel management and employer-emptelg®ns; and the Commission
will convene a Rule Revision task force with thelgaf simplifying rules.

Too many labor contracts made contract adminisindaborious. In the spring of 2006,
14 crafts unions agreed to one consolidated mi&Day.

1.4 Summary of Goals for FY 2006-07
In continuing implementation of recommendationsfrihe Civil Service Reform report to
improve human service systems, teams within DHRaeihtinue their work on the following
major goals.

Employee Relations

(0]

Implement all MOU provisions, including a prograoneixpand health benefits to as-
needed employees, GASB retiree benefits comméigarenticeship program
improvements, and expedited dispute resolution.

Provide training to departments in MOU compliance.

Negotiate successor MOUs for police officers, fgkfers, and nurses that meet City
interests with respect to budget, efficiency, réarant, and retention.

Equal Employment Opportunity

(0]

o

(0]

Coordinate the Disability Employment Advisory Pattetievelop recommendations on
increasing employment of individuals with disalig.

Continue and expand the Pilot Mediation Programéaliate complaints of employment
discrimination.

Continue to reduce time to complete resolutionarhplaints.
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Workers’ Compensation
o Implement the Temporary Transitional Work Progranexpand transitional work
opportunities to injured employees across departsnen
o The Mayor’s Shape Up San Francisco Program is &sierbased injury and illness
prevention and health promotion program. DHR wsliat departments in adopting the
Program’s Shape Up at Work Strategies.
o Design, gain approval for, and implement a MedRralvider Network.

Workforce Development and Training

0 Begin succession planning by publishing the firsiwal Workforce Analysis of
employee demographics; piloting projects at DHR #@nedPublic Utilities Commission to
develop succession planning solutions that mayppécable to other departments; and
creating knowledge transfer proposals.

o Continue building the City University Program wiah ongoing planning group and
advisory body; developing curricula with stakeholdartners including City College of
San Francisco and San Francisco State Universipgraling potential funding sources;
and developing a marketing campaign to employees.

o Continue to build and expand training and consgléntivities through professional
development of training staff, improved marketiog training opportunities,
implementation of online training, enhanced faigif and dissemination of information
on available resources.

Recruitment and Assessment Services

o Full implementation of citywide position-based tegtand restructuring of the citywide
exam plan; continue position-based testing traifin@ ity department staff to allow the
Recruitment and Assessment Services team to fatpsoalucing critical citywide
eligible lists and decrease departmental dependampeovisional hiring.

o Develop more collaborative exam efforts and inaezfficiency of production of eligible
lists by using the recently-published 3-year ciggvexam plan.

o Coordinate recruitment efforts among departmendsparol resources to create a
responsive and effective recruitment program.

Client Services

o Redesign the Human Resources Policies and ProceMameual, including creation of an
interactive user database for housing the Manumdlaecing the HR Fundamentals
Program to train to the new Manual; and expanduegManual to include all human
resources functions.

o Implement a new web-based, integrated online agijbic and referral system.

o Complete the DHR Classification Project, a compnshe review of the City’s
classification plan, recommendations for improvetnand a database to speed and
improve the consistency of classification decisions

o Complete several projects included in the City’sd3ter Service Worker (DSW)
program, including: (1) Citywide DSW Identificatidbards; (2) Citywide DSW Training;
(3) Citywide Employee Communication; (4) Citywid&/ Skills Bank and Deployment;
(5) DSW Volunteer; and (6) Human Resources PoliDiesng Disasters in conjunction
with the Department of Public Health Pandemic Hiojétt.

11



Finance and Information Services
0 Begin the process of acquiring and implementingiBnintegrated System.
o0 Reorganize the department’s budget structure teateturrent operations.
0 Support department and citywide disaster prepassdpeojects through computer
systems and website.
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2 Workforce Analysis

2.1 Purpose

The purpose of this analysis is to provide a petfrthe City’s workforce characteristics and
trends over the past five years. In May 2005 thpadenent of Human Resources (DHR)
published its Civil Service Reform report to revidve state of human resources systems and
offer recommendations for improvement. This analysovides both an update to data presented
at that time as well as additional data to infommjgct implementation in a number of areas,
particularly succession planning. Finally, it senes a companion document to our 2006 Equal
Employment Opportunity Workforce Utilization Analgswhich provides detailed information

on the gender and racial/ethnic composition ofitbekforce using the same dataset as in
Section 2.3 Workforce Characteristics.

2.2 Summary of Findings

2.2.1 Current Employees and Five Year Trends

Appointment Type
o Permanent civil service (PCS) employees are thyestgroup of the City’s workforce
(87.2%), followed by permanent exempt (6%) prownisia4.8%), and temporary exempt
(1.9%) employees with part or full time scheduBstween FY 2001-02and FY2005-06,
the percentage of the workforce with PCS statuse@dsed by 0.1% and provisionals
increased by 0.9%.

Major Service Areas and Department
o In order to summarize information about departmehts City’'s budget and other
documents describe data by groupings of departncatied major service areas (MSAS).
The highest percentage of employees (35%) aresid@departments that comprise
MSA B Public Works, Transportation, & Commercedoled by 22% of employees in
one of the eight departments in MSA A Public Privtec(22%).

0 Between FY 2001-02 and FY 2005-06, the proportioanoployees working in MSA B
Public Works, Transportation, & Commerce, and MS&lture & Recreation,
decreased 0.3% and 0.8%, respectively. MSA C Hualfare & Neighborhood
Development had the largest change in proportidotaf workforce (0.6%) over the
same period.

Age and Length of Service
o0 The average employee is 47 years old with a leafyfiervice of 13 years. This has
increased since FY 2001-02, when the average emphlwas 46 years old with 12 years
of service.

2 FY 2001-02 refers to the fiscal year starting Jul2001 and ending June 30, 2002. Throughoutepert, fiscal
year references in the text follow this style. Blsgear references in tables are in a shortenesiorerso FY 2001-
02 is written FY02.

13



Job Codes
0 The three job codes with the largest number of eggas are:
e 9163 Transit Operator (7.6% of employees)
* Q2-4 Police Officer (5.6% of employees)
» 2320 Registered Nurse (4.0% of employees)

o The City’s workforce is allocated into a total gi.Q7 job codes; 479 of these job codes
have three or fewer incumbents.

Union Representation
0 San Francisco has a high proportion of employga®sented by labor unions—over
99%, represented by over 40 distinct unions. Omaaee 27% of employees in
jurisdictions represented in a 2002 report of penfnce measure data by the
International County Managers Association wereagsented by labor unions. In
Philadelphia, another city and county jurisdicti@@% of employees were represented in
one of four unions.

Residence
0 The largest percentage of employees reside in &arcisco County (42.5%) followed by
San Mateo (22.3%) and Contra Costa (11.1%) courflesost three percent (2.7%) of
the City workforce resides outside of the Bay Area.

Retirement Milestones

o Retirement “milestones” refer to combinations o¢ @amd years of service that represent
minimum retirement eligibility requirements. Empé®s who are at least 50 years of age
and have five or more years of service are eligiimie vesting retirement (i.e. health
benefits and a small monthly allowance). Those a@50 years of age with 20 years of
service or 60 years of age with 10 years of serateeeligible for full retirement benefits.
Citywide, 38% of employees are at the 50-5 milest@md at least 18% are at the 50-20
or 60-10 milestone.

o Inthe Police Department, almost one quarter (2dfgurrent employees are at least 50
years old and have 20 years of service. In theda¢ion & Park and Juvenile Probation
departments, over 25% of employees have reachediilestone.

o TWU Local 200 SEAM has a higher proportion of enygles at the 50-5 and 50-20
milestones than any other union—71% and 51%, réispée—followed by Supervising
Probation Officers (64% and 50%) and Supervisingsis (66% and 39%).

New Hires
0 Between FY 2001-02 and FY 2005-06, the DepartmeRublic Health consistently had
the largest number of new hires. Other departmaitkslarge numbers of new hires
during the period include MTA — Metropolitan Tran&gency, Human Services Agency,
Police Department, and Public Utilities Commission.
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Hiring was highest in all years of the FY 2001-0Zt 2005-06 period among the 24-34
age group, followed by the 34-44 and 45-54 agepgou

On average, compared to all current employees,@ree$ hired within the past five
years are more likely to be residents of San Fsaonodr Alameda counties, and less
likely to be residents of San Mateo or Contra Cosianties.

Separations

(0]

(0]

On average over the past five years, 80% of sapasaivere voluntary on the part of
employees, and 20% were involuntary. The main reagwr voluntary separations were
retirements and resignations, while involuntaryasaepons were due to layoffs and
terminations.

The total number of separations decreased in F2-23) due to a large (20%) drop in
resignations, perhaps due to the tighter labor etarinditions at that time. Total
separations increased slightly in FY 2003-04 dueyoffs, spiked in FY 2004-05 due to
layoffs and a particularly large number of retirense and returned to FY 2003-04 levels
in FY 2005-06.

Turnover Rates

o During the previous five fiscal years, the ovetathover rate peaked at 8.5% in FY
2004-05 due to layoff-related separations (i.eoftsyand early retirements to mitigate
the effects of layoffs) and higher numbers of raguétirements and resignations. The
overall turnover rate was lowest in FY 2002-03.886 and averaged 6.8% during the
period. Turnover was highest in departments progdseneral Administration &
Finance services (average of 8.6%) and lowestdsetiproviding Public Works,
Transportation, and Commerce services (averageeb)s

Paid Leave
o The Citywide average of total paid leave usageciaeed between FY 2001-02 and FY

2005-06, from 16.2% of hours to 16.7% of hours. afen constituted the largest portion
of paid leave for all years and all MSAs at appnaiely 5.5% of total hours.

Unpaid Leave

o

Unpaid leaves shorter than three pay periods aeted from the payroll system. In FY
2005-06, unpaid leave accounted for 2%-5% of hddeslth-related issues are the
underlying reason for over two-thirds of unpaidvieaunpaid sick leave, workers’
compensation leave, and state disability weredhgebkt sources of unpaid leave hours.

Unpaid leaves of absences longer than three paydseare reported from the HR
Information System. While the overall number of anbleaves did not change between
FY 2004-05 and FY 2005-06, the proportion of lealeesick leave without pay and
workers’ compensation leave increased substantiatign 38% to 42% for sick leave
without pay and from 25% to 33% for workers’ comgation leave. The average
duration of unpaid leave increased from 12 to 1t
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Overtime and Compensatory Time
o When employees work more than their scheduled hthayg can be paid in dollars or in
hours of paid leave. Comp time earned reflectstowerpaid in time off. Not all
employees are eligible to earn comp time. Comp @ar@ed was consistently highest in
MSA A Public Protection. Between FY 2001-02 and Z005-06, the percentage of
comp time earned decreased in all MSAs.

o Overtime hours decreased from FY 2001-02 througt26d3-04, and then increased in
the final two years of the period. Total hours wers% lower in FY 2005-06 (2.28
million) than in FY 2001-02 (2.45 million).

o Citywide, MSA A Public Protection and MSA B Publorks, and Commerce had the
largest amount of overtime hours during the peride top three departments with
overtime hours over the past five years have beetTA and Police and Public Health
departments. Overtime hours for all three were lawéY 2005-06 than in FY 2001-02.

Promotive Leaves
o On a discretionary basis, departments may gramtehgloyees promotive leaves from
their permanent positions to accept an exemptarigional position with higher pay and
responsibility. Departments can backfill the vagarimt the promotive employee retains
rights to the position.

o In April 2005, 716 employees were on promotive &the average length of a promotive
leave at the time was 3.6 years. In June 2006 uh&ber of employees on promotive
leave had increased by 27% to 907 employees. ltnaginthe average length of time on
promotive leave dropped by 19.4% to 2.9 years.

2.2.2 Applicants and Applications

o Applicant characteristics in any given year dependhe exams being conducted. In FY
2004-05, 14,532 applicants submitted 24,460 appdica for City positions. Of the
applicants, 48% resided in San Francisco. Over 2 8 applicants lived in one of the
nine Bay Area counties.

o Nearly half (45%) of all permanent civil servicdjexaminations conducted in FY 2004-
05 had five or fewer applicants. Just over a qu#@9%) had between six and 50
applicants and 27% had fifty or more.

o Application volume in any given year depends onegka&ms being conducted, but entry
level positions generally draw the largest appligaools. Of the ten classes drawing the
most applications in FY 2004-05, four were tragksses, two were clerical, and one
each was for entry level eligibility workers, engms, emergency dispatchers, and
librarians.

2.2.3 Recommendations and Next Steps
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o While City systems provide data on the number gbleyrees who are hired and
separated and the reason codes for each suchdiians®HR recommends
supplementing this with more qualitative data andlysis from entrance and exit
interviews to assist in recruitment, workforce depenent, and succession planning
purposes.

0 A new integrated, web-based job application andrraf system is scheduled to come
online by January 2007, making new types of datdlave, and likely improving data
quality in this area. We recommend more detaileadyais of both applicants and what
happens to their applications. We also recomment/sis of data on applicants’
educational backgrounds to assist workforce devedoyt and succession planning
efforts.

o Detailed data on promotional leaves and retirersbgibility data by department and job
class will be presented in the upcoming Workfonee Succession Planning report,
which will report separately on police officers diréfighters, who are historically most
likely to retire when they are eligible for the nmaxim retirement allowance.

2.3 Workforce Characteristics

This section provides general descriptive stagsticthe City’s workforce as of May 17, 2006.
Data are for employees of all City departmentduigiag the MTA, but excluding the San
Francisco Unified School District and Community Iége District, the Trial Courts, as well as
Board members, commissioners, elected officiald,tamporary exempt employees with as-
needed schedules. Technically, the data in thisosedescribe “appointments” rather than
individuals; one individual can hold multiple appwonents, such as a full time nurse who
sometimes works extra shifts. By excluding as-ndeggpointments, the appointments in this
section generally translate to employees. For métional purposes, Section 2.3.2 includes a
table showing the twenty most populated job classesl in temporary exempt, as-needed
appointments.

2.3.1 Total Employees by Appointment Status

o Permanent civil service (PCS) employees (87.2%jhardargest group of City’s
workforce, followed by permanent exempt (PEX, 8ptpvisional (TPV, 4.8%) and
temporary exempt (TEX, 1.9%¢mployees.

3DHR reports the percentage of employees exemptrldarter sections 10.104-1 through 10.101-12 écCivil
Service Commission. The percent of exempt emploiyet®ese reports will differ from the figure abadvecause
they 1) capture data from a different date; 2)udel employees exempt under Charter sections 14§2winereas
this report includes all exempt categories; anth@ude only full time employees, whereas this r¢pwludes part
time employees. The percentage of exempt, full &mgloyees in this dataset (i.e. as of May 17, 2@8&ulated
with the Commission report methodology is 1.27%.

* DHR reports the number of provisional (TPV) empley to the Civil Service Commission semiannually. O
September 5, 2006, DHR reported that there werd0lpBovisional employees as of June 30, 2006.

® Temporary exempt (TEX) employees with a part tonéull time schedule are included here becausie werk
schedule implies that they are incurring hours. perary exempt employees with an as-needed schadeile
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Citywide Employees by Appointment Type

Appointment Type Number %

PCS - Permanent Civil Service 24,096 87.2%
PEX - Permanent Exempt 1,645 6.0%
TPV - Temporary Provisional 1,337 4.8%
TEX - Temporary Exempt 515 1.9%
Other 27 0.1%
Total Employees 27,622 100%
Source: HR Information System

Permanent (PCS) employees are appointed throuyfl aezvice examination and
eligible list referral process. Permanent ExempX{Pappointments are at will.
Provisional (TPV) appointments are made by departsnehen there is no eligible list
from which to hire, and are limited to three yearduration. Temporary exempt (TEX)
appointments are also exempt from civil servicengrations and the duration of each
one is limited to 1,040 hours per fiscal year.

Jurisdictions define appointments and schedulesvariety of ways, complicating
comparisons. A rough comparison with federal awilivorkforce data shows the City
has a slightly lower percent of permanent employ882%) than the federal
government (95.0%, January 2005 figures), and laglnigroportion of temporary
employees (6.7% compared to 4.8%).

2.3.2 Temporary Exempt Employees

(0]

In addition to the permanent, provisional, and egieemployees discussed above, the
City employs temporary workers to perform work oseasonal and as-needed basis.
Temporary Exempt (TEX) appointments with an “As Ne&’ (AN) schedule, are
eligible to, but may not actually work hours untiegse appointments.

excluded because they may or may not work hourdisasissed in Section 2.3.2. “Other” includes TerapoCivil
Service (TCS), Non Civil Service (NCS), Rehired fjEand Temporary Limited Term (TLT).

® In the federal system, permanent appointmerside employees who are (1) in the competitiveise who hold
career appointments and who either have completdzhfion or are not required to serve probatiohjr(2he
competitive service who hold career-conditional@ppnents, or who hold career appointments ancg@mnéng
probation; (3) in the excepted service whose agpa@nts carry no restrictions such as conditiomalefinite,
specific time limitations, or trial periods; (4) fhe excepted service who are serving trial perardshose tenure is
equivalent to career-conditional tenure in the cetitige service; and (5) in the Senior Executivevide (SES)
who are not serving under “limited term and limitrdergency” appointments. Temporary and indefinite
appointments include all other employees who ddalbwithin any of these categories of permanga@ntments.
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Twenty job codeSrepresent 74% of all TEX appointments with as-eeesthedules; the
remaining 26% of appointments are scattered amafmgther job classes. The three
largest groups are P103 Special Nurses, who aerggnfull time employees who may
choose to work additional shifts under this jobesatiedical student residents assigned
to San Francisco General Hospital to complete thaiming; and testing technicians used
by the Department of Human Resources to admingstgrioyment examinations.

Top 20 Job Classes Held by Temporary Exempt Employe  es

Job Code Title Number %
P103 Special Nurse 1,379 29%
2277 Post M.D. llI 223 5%
2275 Post M.D. Il 217 5%
2273 Post M.D. | 182 4%
1227 Testing Technician 147 3%
2230 Physician Specialist 147 3%
2708 Custodian 134 3%
2279 Post M.D. IV 133 3%
3602 Library Page 121 3%
9910 Public Service Trainee 105 2%
2328 Nurse Practitioner 101 2%
3280 Assistant Recreation Director 99 2%
2302 Nursing Assistant 97 2%
1229 Special Examiner 71 1%
1402 Junior Clerk 64 1%
1404 Clerk 64 1%
3210 Swimming Instructor/Pool Lifeguard 60 1%
2736 Porter 55 1%
8320 Counselor, Juvenile Hall 55 1%
8226 Museum Guard 54 1%

211 Other Job Codes 1,262 26%
Total TEX As-Needed 4,770 100%
Source: HR Information System

Individuals who hold these appointments may or matyactually work hours in them.
For example, many human resources employees @ithdave a concurrent
appointment as exam proctors (classes 1227 and a2#can administer employment
exams outside of their regular work schedules. Eeployees actually work hours in
these appointments, whereas full-time nurses db#partment of Public Health, who
hold concurrent appointments as P103 Special Nuesg,often do work hours under
these appointments.

2.3.3 Employees by Department and Major Service Are  a

(0]

This report includes data for 48 City departmergrging in size from fewer than 10 to
over 5,000 employees. In order to summarize infdionaabout departments, the City’'s

" The terms job code, job class, and classificagi@used interchangeably and refer to the fout-diginber and
title for each City position, e.g. 8226 Museum Gliar
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budget and other documents describe data by grgsipihdepartments called major
service areas (MSASs), which are categories of sesvi

The highest percentage of employees (35%) proradédic Works, Transportation, &
Commerce services across 10 departments, followétlblic Protection (22%) services
through eight departments, and Community Healt&qP4ervices provided through the
Department of Public Health. MSA E Culture & Redi@a has the fewest number of
employees (1,833) across seven departments.
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Employees by Department and Major Service Area
MSA Department Number %

A: PUBLIC PROTECTION ADULT PROBATION 101

DISTRICT ATTORNEY 251

EMERGENCY COMMUNICATIONS DEPARTMENT 229

FIRE DEPARTMENT 1,701

JUVENILE PROBATION 240

POLICE 2,531

PUBLIC DEFENDER 150

SHERIFF 938

Subtotal 6,141 22%
B: PUBLIC WORKS, AIRPORT 1,292
TRANSPORTATION & COMMERCE |BOARD OF APPEALS 5

DEPARTMENT OF BUILDING INSPECTION 273

ECONOMIC & WORKFORCE DEVELOPMENT 14

GENERAL SERVICES AGENCY - PUBLIC WORKS 1,175

MTA - MUNICIPAL RAILWAY 4,711

PORT 216

PUBLIC UTILITIES 1,908

TAXI COMMISSION 5

Subtotal 9,599 35%
C: HUMAN WELFARE & CHILD SUPPORT SERVICES 130
NEIGHBORHOOD DEVELOPMENT |CHILDREN & FAMILIES COMMISSION 10

CHILDREN, YOUTH & THEIR FAMILIES 34

DEPARTMENT OF THE STATUS OF WOMEN 6

ENVIRONMENT 61

HUMAN RIGHTS 38

HUMAN SERVICES AGENCY 1,758

RENT ARBITRATION BOARD 29

Subtotal 2,066 7%
D: COMMUNITY HEALTH PUBLIC HEALTH 5,883

Subtotal 5,883 21%
E: CULTURE & RECREATION ACADEMY OF SCIENCES 8

ARTS COMMISSION 26

ASIAN ART MUSEUM 55

FINE ARTS MUSEUM 104

PUBLIC LIBRARY 708

RECREATION & PARK 839

WAR MEMORIAL 93

Subtotal 1,833 7%
F: GENERAL ADMINISTRATION ADMIN SERVICES 369
& FINANCE ASSESSOR / RECORDER 116

BOARD OF SUPERVISORS 53

CITY ATTORNEY 329

CITY PLANNING 141

CIVIL SERVICE 7

CONTROLLER 169

ELECTIONS 35

ETHICS 12

GENERAL SVCS AGENCY - TELECOM&INFO SVCS 267

HEALTH SERVICE SYSTEM 32

HUMAN RESOURCES 159

MAYOR 123

RETIREMENT SYSTEM 70

TREASURER/TAX COLLECTOR 218

Subtotal 2,100 8%
Total Employees 27,622 100%
Source: HR Information System
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2.3.4 Employees by Age Group

o0 The average age of a City employee is 47.2.

o0 One percent of the City’s workforce is 25 or youn@8o are 65 or older, and over one
third (36%) are between the ages of 45 and 54.

Employees by Age Group

Age Group Number %

<25 166 1%
25-34 2,996 11%
35-44 7,540 27%
45-54 9,961 36%
55-64 6,175 22%
65+ 784 3%
Total 27,622 100%
Citywide Average Age 47.2
Source: HR Information System

Employees by Age Group
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2.3.5 Employees by Length of Service
o0 The average length of service is 13.1 years.

o Sixteen percent of the City’s workforce has beepleged with the City for less than
five years, one quarter (25%) for at least 20 yemnd 29% for 5-9 years.
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Employees by Length of Service (LOS)
Length of Service

(by years) Number %

<5 4,486

5-9 7,891 29%
10-14 4,829 17%
15-19 3,409 12%
20-24 3,095 11%
25-29 2,577 9%
30+ 1,335 5%
Total 27,622 100%
Citywide Average LOS 13.1
Source: HR Information System

Employees by Length of Service
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2.3.6 Employees by Hourly Pay Rate

o The Citywide average pay rate is $34 per hour.@lgest group of employees (39%)
earn between $20 and $29 per hour, while four perearn less than $20 per hour and
8% earn over $50. Nationally, average wages fae stad local government workers
were approximately $23 in March 2005.

0 Actual take-home pay varies due to overtime payamdpensation for performance or
skill-based premiums, such as acting assignmentTgeg difference is typically largest
for public safety employees because they earratiges$t amounts of overtime and
premiums for training, education, and work on Idgaidays in lieu of time off.
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Employees by Hourly Rate

Average in
Hourly Rate Rate Group
<$20 4% $ 17
$20-29 39% $ 25
$30-39 31% $ 34
$40-49 19% $ 44
$50+ 8% $ 61
Total Employees 100%
Citywide Average $ 34
Source: Current Payroll Database, PPE 5/19/06.

Employees by Hourly Rate
45%
40%
o 35% -
[}
0 30%
2 25% -
LIEJ 20% |
= 15%
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<$20 $20-29 $30-39 $40-49 $50+
Hourly Rate

0 All MSAs except MSA F General Administration anch&nce have concentrations of
over 40% employees in a particular range. MSA Alieudrotection has 43% in the $30-
39 range. MSAs B, C, D, and E have 44-57% in ti@ 32 range.

Employees by Hourly Rate and MSA
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<$20 1% 4%

$20-29 14% 49% 48% 44% 57% 29%
$30-39 43% 29% 40% 18% 26% 31%
$40-49 36% 12% 6% 23% 2% 19%
$50+ 7% 7% 3% 10% 2% 18%

Source: Current Payroll Database, PPE 5/19/06.
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2.3.7 Employees by Job Code—Top 100 Job Codes

0]

While there are over 1,200 job codes in the Citsarge number of employees are
concentrated in a relatively small number of thénfact, 69% of employees are in 100
job classes.

A quarter (25.2%) of employees are in the top sixglasses, almost one-third (31.4%)
are in the top 10 job classes, and 43.9% are itoih@5 job classes. Fifty percent of the
workforce is in 36 job classes.

The top three job classes with the largest numbemployees is 9163 Transit Operator
(7.6%), followed by Police Officers, Q2-4, (5.6%)d 2320 Registered Nurse (4.0%).

Comparing the top 10 job classes the table belovotoparable classes in Philadelphia,
Philadelphia had proportionally more Police Off&€t5.4%) compared to San Francisco
(5.6% in classes Q2, Q3, Q4), more Firefighter8%g).than San Francisco (3.8% in class
H2); more Laborers (2.6%) than San Francisco (lirBétass 7514); and slightly fewer
senior clerks (1.4%) than San Francisco (1.7%as<lL426).

Combining groups of similar job clas&efive large groups of employees are:
» Police Officers —7.9%
* Transit Operators — 7.6%
» Firefighters — 5.8%
* Nurses —5.2%
* Information Systems workers — 2.4%

8 “police” includes employees represented by the ROMEA — Police, “Transit Operators” includes eoyses

represented by TWU Transit Operators, “Firefightémsludes employees represented by Locals 798 ar@OMEA

— Fire, “Nurses” includes employees represente8BNJ 790 Nurses and Local 856 Supervising Nurses, a
“Information System workers” includes Local 21 epy@es in classes 1002-1073.
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Top 100 Job Classes

Job Number Cumulative
Rank Code Title (sort order) % %
1 9163 Transit Operator 2,093 7.6% 7.6%
2 Q2,03,Q4 |Police Officer 1,546 5.6% 13.2%
3 2320 Registered Nurse 1,108 4.0% 17.2%
4 H 2 Firefighter 1,059 3.8% 21.0%
5 2302 Nursing Assistant 574 2.1% 23.1%
6 2708 Custodian 568 2.1% 25.2%
7 8304 Deputy Sheriff 555 2.0% 27.2%
8 1426 Senior Clerk Typist 479 1.7% 28.9%
9 8177 Attorney (Civil/Criminal) 356 1.3% 30.2%
10 7514 General Laborer 348 1.3% 31.4%
11 2905 Senior Eligibility Worker 313 1.1% 32.6%
12 3417 Gardener 276 1.0% 33.6%
13 8214 Parking Control Officer 275 1.0% 34.6%
Q35,Q36,Q037
14 0380-0382 |Police Inspector 266 1.0% 35.5%
15 Q50-52 Police Sergeant 253 0.9% 36.5%
16 H 3 Firefighter/Paramedic 250 0.9% 37.4%
17 2736 Porter 244 0.9% 38.2%
18 1424 Clerk Typist 221 0.8% 39.0%
19 2940 Protective Services Worker 215 0.8% 39.8%
20 7371 Electrical Transit System Mechanic 214 0.8% 40.6%
21 2312 Licensed Vocational Nurse 213 0.8% 41.4%
22 9139 Transit Supervisor 185 0.7% 42.0%
23 1446 Secretary 2 175 0.6% 42.7%
24 7334 Stationary Engineer 174 0.6% 43.3%
25 1404 Clerk 170 0.6% 43.9%
26 3602 Library Page 162 0.6% 44.5%
27 8238 Police Communications Disp 155 0.6% 45.1%
28 2903 Eligibility Worker 153 0.6% 45.6%
29 3284 Recreation Director 142 0.5% 46.1%
30 5241 Engineer 142 0.5% 46.6%
31 7355 Truck Driver 142 0.5% 47.2%
32 7372 Stationary Eng, Sewage Plant 142 0.5% A47.7%
33 2587 Health Worker 3 141 0.5% 48.2%
34 H 20 Lieutenant, (Fire Department) 137 0.5% 48.7%
35 8444 Deputy Probation Officer 135 0.5% 49.2%
36 7318 Electronic Maintenance Tech 132 0.5% 49.6%
37 2604 Food Service Worker 131 0.5% 50.1%
38 3630 Librarian 1 129 0.5% 50.6%
39 5207 Assoc Engineer 128 0.5% 51.0%
40 2232 Senior Physician Specialist 126 0.5% 51.5%
41 7381 Automotive Mechanic 126 0.5% 52.0%
42 8201 School Crossing Guard 126 0.5% 52.4%
43 1632 Senior Account Clerk 121 0.4% 52.9%
44 1823 Senior Administrative Analyst 117 0.4% 53.3%
45 5203 Asst Engr 114 0.4% 53.7%
46 2930 Psychiatric Social Worker 113 0.4% 54.1%
47 2912 Senior Social Worker 112 0.4% 54.5%
48 7410 Automotive Service Worker 112 0.4% 54.9%
49 1428 Unit Clerk 109 0.4% 55.3%
50 1408 Principal Clerk 103 0.4% 55.7%
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Top 100 Job Classes (continued)

Job Cumulative

Rank Code Title Number % %
51 2328 Nurse Practitioner 102 0.4% 56.0%
52 9209 Community Police Services Aide 102 0.4% 56.4%
53 1824 Pr Administrative Analyst 100 0.4% 56.8%
54 2586 Health Worker 2 99 0.4% 57.1%
55 3610 Library Assistant 99 0.4% 57.5%
56 9102 Transit Car Cleaner 94 0.3% 57.8%
57 9703 Emp & Training Spec 2 94 0.3% 58.2%
58 1450 Executive Secretary 1 93 0.3% 58.5%
59 7345 Electrician 93 0.3% 58.9%
60 1630 Account Clerk 90 0.3% 59.2%
61 8226 Museum Guard 90 0.3% 59.5%
62 2322 Nurse Manager 88 0.3% 59.8%
63 ]10Q60,061,Q62|Police Lieutenant 85 0.3% 60.1%
64 2920 Medical Social Worker 84 0.3% 60.4%
65 7346 Painter 83 0.3% 60.7%
66 8306 Senior Deputy Sheriff 80 0.3% 61.0%
67 1652 Senior Accountant 78 0.3% 61.3%
68 7501 Environmental Service Worker 78 0.3% 61.6%
69 1244 Senior Personnel Analyst 77 0.3% 61.9%
70 2908 Hospital Eligiblity Worker 76 0.3% 62.1%
71 1053 IS Business Analyst-Senior 75 0.3% 62.4%
72 1654 Principal Accountant 74 0.3% 62.7%
73 3616 Library Technical Assistant 1 74 0.3% 62.9%
74 2430 Medical Evaluations Assistant 70 0.3% 63.2%
75 7344 Carpenter 70 0.3% 63.5%
76 1222 Sr Payroll & Personnel Clerk 69 0.2% 63.7%
77 1458 Legal Secretary 1 69 0.2% 64.0%
78 5211 Sr Engineer 68 0.2% 64.2%
79 6318 Construction Inspector 68 0.2% 64.4%
80 1022 IS Administrator 2 67 0.2% 64.7%
81 2230 Physician Specialist 66 0.2% 64.9%
82 8158 Child Support Officer I 65 0.2% 65.2%
83 8320 Counselor, Juvenile Hall 65 0.2% 65.4%
84 1054 IS Business Analyst-Principal 64 0.2% 65.6%
85 2305 Psychiatric Technician 64 0.2% 65.9%
86 2830 Public Health Nurse 64 0.2% 66.1%
87 7313 Automotive Machinist 64 0.2% 66.3%
88 922 Manager | 62 0.2% 66.6%
89 2913 Program Specialist 62 0.2% 66.8%
90 7347 Plumber 62 0.2% 67.0%
91 7388 Utility Plumber 61 0.2% 67.2%
92 6331 Building Inspector 59 0.2% 67.4%
93 1636 Health Care Billing Clerk 2 58 0.2% 67.6%
94 1043 IS Engineer-Senior 57 0.2% 67.9%
95 1220 Payroll Clerk 57 0.2% 68.1%
96 1842 Management Assistant 57 0.2% 68.3%
97 9131 Station Agent, Municipal Railway 57 0.2% 68.5%
98 3632 Librarian 2 55 0.2% 68.7%
99 931 Manager Ill 54 0.2% 68.9%
100 3280 Assistant Recreation Director 54 0.2% 69.1%

Total for Top 100 Job Classes 18,922

Total Employees 27,622

Source: HR Information Systems
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2.3.8 Employees by Job Code—Classes with Three or F  ewer
Employees

o The City’s workforce is allocated into a total gLQ7 job codes, of which 479 job codes
have three or fewer incumbents.

o A total of 756 employees or 3% of the workforcedsoh job class in which there are
three or fewer employees. There are 287 job claggknly one incumbent.

Groups of Job Classes with Three or Fewer Employees

# of
Groups of Job Classes Number EEs
Number of job classes with three or fewer employees

Number of job classes with two or fewer employees 107 214
Number of job classes with one employee 287 287
Total Number of Job Classes with Three or Fewer Emp  loyees 479 756
Total Job Classes Citywide 1,107
Total Employees 27,622

Source: HR Information System

2.3.9 Employees by Union Local

0 The largest proportion of employees (36.9%) isespnted by SEIU Locals 250, 535,
and 790. In contrast, there are two dozen unioaisrépresent fewer than 100 employees.

o San Francisco has a relatively high proportionropeyees represented by labor
unions—over 99%. Conditions of employment of mahghe remaining employees (133
or 0.5%) are set by the Unrepresented Ordinantiegrghan the standard labor
agreement (or MOU).

o On average, 27% of employees in jurisdictions regmeed in a 2002 report of
performance measure data by the International ddahagers Association were
represented by labor unions. For Philadelphia,faeratity and county jurisdiction, 72%
of employees were represented in one of four unions
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Employees by Union Local

Union Number Cumulative
Rank Code Union Title (sort order) % %
1 790 |SEIU Locals 250, 535, 790 10,189 36.9% 36.9%
2 021 [Local 21, Professional & Technical Engineers 3,448 12.5% 49.4%
3 911 [Police Officers Association 2,183 7.9% 57.3%
4 253 |TWU Local 250-A, Transit Operators 2,093 7.6% 64.9%
5 798 |Locals 798 & 799, Firefighters 1,597 5.8% 70.6%
6 791 |SEIU - Nurses 1,324 4.8% 75.4%
7 261 |[Local 261, Laborers International 942 3.4% 78.8%
8 351 [Municipal Executives Association 776 2.8% 81.6%
9 498 |SF Deputy Sheriff's Association 760 2.8% 84.4%
10 006 |Local 6, Electrical Workers 736 2.7% 87.1%
11 039 [Local 39, Stationary Engineers 567 2.1% 89.1%
12 311 [Municipal Attorney's Association 427 1.5% 90.7%
13 130 |Local 1414, Machinists 375 1.4% 92.0%
14 038 |Local 38, Plumbers 308 1.1% 93.1%
15 200 |TWU Local 200, SEAM 260 0.9% 94.1%
16 164 |UAPD Physicians & Dentists 222 0.8% 94.9%
17 216 |Teamsters, Local 853 Truck Drivers 149 0.5% 95.4%
18 651 |SF Probation Officers Association 135 0.5% 95.9%
19 252 |TWU Local 250-A, Automotive Service Workers 132 0.5% 96.4%
20 858 |Local 856, Teamsters - Supervising Nurse 110 0.4% 96.8%
21 236 [|Carpenters, Local 22 98 0.4% 97.1%
22 856 |Local 856, Teamsters - Multi-Unit 97 0.4% 97.5%
23 004 |Painters, Local 4 95 0.3% 97.8%
24 251 |Local 250, TWU Miscellaneous 80 0.3% 98.1%
25 929 |SF Building Inspectors 74 0.3% 98.4%
26 001 |Unrepresented Employees - Miscellaneous 69 0.2% 98.9%
27 002 |Unrepresented Employees - Management 68 0.2% 98.6%
28 419 |SFDA Investigators Association 54 0.2% 99.1%
29 003 |Operating Engineers, Local 3 53 0.2% 99.3%
30 104 |Sheet Metal Workers, Local 104 44 0.2% 99.4%
31 580 [Cement Masons, Local 580 27 0.1% 99.5%
32 377 |lron Workers, Local 377 17 0.1% 99.6%
33 007 |Brick Layers & Hod Carriers 15 0.1% 99.6%
34 793 |Fire Rescue Paramedic, Local 793 15 0.1% 99.7%
35 016 |Theatrical Stage Employees, Local 16 15 0.1% 99.8%
36 965 |Supervising Probation Officers, Local 3 14 0.1% 99.8%
37 034 |Pile Drivers, Local 34 13 0.0% 99.9%
38 718 |Glaziers, Local 718 10 0.0% 99.9%
39 040 |Roofers, Local 40 10 0.0% 99.9%
40 352 [Municipal Executive Association - Fire 8 0.0% 100.0%
41 969 |[SF Institutional Police Officers Association 8 0.0% 100.0%
42 353 [Municipal Executive Association - Police 2 0.0% 100.0%
43 350 |Teamsters, Local 350, Animal Keepers 2 0.0% 100.0%
44 604 |Port Director 1 0.0% 100.0%
Total Employees 27,622 100.0%

Source: HR Information System
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2.3.10 Employees by County of Residence

0 The largest percentage of employees reside in Barcisco County (42.5%) followed by
San Mateo (22.3%) and Contra Costa (11.1%) Courfilesost three percent (2.7%) of
the City workforce resides outside of the Bay Atea.

Employees by County of Residence

Residence Number %
Bay Area Counties
Alameda 2,888 10.5%
Contra Costa 3,063 11.1%
Marin 893 3.2%
Napa 109 0.4%
San Francisco 11,752 42.5%
San Mateo 6,146 22.3%
Santa Clara 271 1.0%
Solano 1,184 4.3%
Sonoma 580 2.1%
Subtotal Bay Area Counties 26,886 97.3%
Outside of Bay Area 736 2.7%
Total Employees 27,622 100.0%
Source: HR Information System

2.3.11 Unpaid Leaves of Absence

0 Unpaid leaves that last more than six weeks (theseperiods) are reported from the
Human Resources Information system. See sectioR12fdr payroll system data on
unpaid leave hours.

o While the overall number of unpaid leaves did rf@rge between FY 2004-05 and FY
2005-06, the proportion of leaves for sick leavéhawut pay and workers’ compensation
leave increased substantially, while those for faare leave decreased. The average
duration of unpaid leave increased from 12 to 1tms

® Callifornia law prohibits jurisdictions from disaminating in hiring based on residence.
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Leaves of Absence

2005 2006

Avg. Length Avg. Length
% (Months) % (Months)
Sick leave without pay 167 38% 10 187 42% 11
Workers Compensation Leave 112 25% 20 146  33% 20
Family Care Leave 75 1% 7 39 9% 10
Personal Leave 60 14% 8 58 13% 10
Employee Organization Repres 9 2% 17 8 2% 26
Education 8 2% 11 3 1% 5
Unpaid Administrative Leave 5 1% 3 2 0% 9
All Other 6 1% 28 6 1% 33
Total 442  100% 12 449 100% 14
Source: HR Information System

2.3.12 Promotive Leaves

o In April 2005, 716 employees were on promotive &dhat is, had taken leave from a
permanent position to accept an exempt or provaipasition with higher pay and
responsibility. On a discretionary basis, departsi@ave granted such leaves of in order
to insulate employees from the risk of taking exeorrovisional promotions. The
average length of a promotive leave at the time 3vagears.

o In June 2006, the number of employees on prométaee had increased by 27% to 907
employees. In contrast, the average length of impromotive leave dropped by 19.4%
to 2.9 years.

o Departments may fill the vacancy that occurs wheeraployee goes on promotive leave.
However, if the promoted employee abridges theivde the requisition is reactivated
and the replacement worker is displaced.

Employees on Promotive Leave
Number of Employees

Years of Leave 2005 2006 % Change

<1 224 405 80.8%
1-2 120 180 50.0%
2-3 104 88 -15.4%
3-4 94 63 -33.0%
4-5 23 19 -17.4%
5-6 16 22 37.5%
6-7 16 12 -25.0%
7-8 22 17 -22.7%
8-9 10 9 -10.0%
9-10 6 17 183.3%
>10 81 75 -7.4%

Total Employees 716 907 26.7%

Average Years 3.6 2.9 -19.4%

Source: HR Information System
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2.3.13 Age and Length of Service of All Employees

o The chart below shows all current employees byaagklength of service. The upper
right quadrant shows employees who are curreniiybét to retire because they are 50
or older and have 20 or more years of service.

0 The density of certain horizontal bands indicategry or periods of particularly low or
high hiring. For example, the plot is denser inlthed of employees who have four to
eight years of service, indicating high levels wiry five to nine years ago, and lighter
for those who have two to three years of experiginckcating fewer hires three to four
years ago.

Age and Length of Service of All Employees

40 Graph excludes outlying
values for age and service
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2.3.14 Average Age and Length of Service by Departm  ent
o The average age of employees Citywide is 47.2 yadrd-or the three largest
departments, the average age is as follows:
* Public Health: 47.7 years old
* MTA- Municipal Railway: 49.3 years old
* Police: 44 years old
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The average age among employees by departmentsrange37.4 in Economic &
Workforce Development to 51.4 at the War Memorial.

The average length of service (LOS) Citywide fopéogees is 13.1 years. For the three
largest departments, the average length of seiwice

* Public Health: 12.5 years

* MTA- Municipal Railway: 13.5 years

* Police: 16.1 years

The average length of service ranged from two yeatise Children & Families
Commission to 16.1 years at both the Police anéniie/Probation departments.
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Average Age and Length of Service of Employees by D  epartment
Average Average
Department Title Total EEs Age LOS

ADMIN SERVICES 369 48.2 11.2
ADULT PROBATION 101 48.0 14.9
AIRPORT 1,292 49.5 11.6
ARTS COMMISSION 26 48.8 8.7
ASIAN ART MUSEUM 55 46.5 6.8
ASSESSOR / RECORDER 116 49.7 13.9
BOARD OF SUPERVISORS 53 41.6 10.1
CHILD SUPPORT SERVICES 130 47.0 11.2
CHILDREN & FAMILIES COMMISSION 10 39.5 2.0
CHILDREN, YOUTH & THEIR FAMILIES 34 37.6 3.5
CITY ATTORNEY 329 46.8 10.8
CITY PLANNING 141 43.0 9.8
CONTROLLER 169 46.5 11.8
DEPARTMENT OF BUILDING INSPECTION 273 49.6 11.9
DISTRICT ATTORNEY 251 46.3 12.5
ECONOMIC & WORKFORCE DEVELOPMENT 14 37.4 3.7
ELECTIONS 35 40.0 6.3
EMERGENCY COMMUNICATIONS DEPARTMENT 229 41.8 10.3
ENVIRONMENT 61 38.1 4.3
ETHICS 12 39.6 4.5
FINE ARTS MUSEUM 104 48.2 9.6
FIRE DEPARTMENT 1,701 43.8 14.0
GENERAL SERVICES AGENCY - PUBLIC WORKS 1,175 47.4 12.3
GENERAL SVCS AGENCY - TELECOM&INFO SVCS 267 48.6 13.4
HEALTH SERVICE SYSTEM 32 49.7 10.9
HUMAN RESOURCES 159 48.1 12.7
HUMAN RIGHTS 38 50.6 14.5
HUMAN SERVICES AGENCY 1,758 47.4 12.1
JUVENILE PROBATION 240 49.3 16.1
MAYOR 123 40.8 6.9
MTA - MUNICIPAL RAILWAY 4,711 49.3 13.5
POLICE 2,531 44.0 16.1
PORT 216 50.3 14.1
PUBLIC DEFENDER 150 41.9 10.1
PUBLIC HEALTH 5,883 47.7 12.5
PUBLIC LIBRARY 708 45.1 13.4
PUBLIC UTILITIES 1,908 48.6 13.3
RECREATION & PARK 839 48.5 16.0
RENT ARBITRATION BOARD 29 51.3 11.5
RETIREMENT SYSTEM 70 50.2 13.6
SHERIFF 938 42.6 11.9
TREASURER/TAX COLLECTOR 218 48.3 11.1
WAR MEMORIAL 93 51.4 15.2
ALL OTHER DEPARTMENTS 31 45.0 8.4
Total 27,622

Citywide Average 47.2 13.1
Source: HR Information System
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2.3.15 Retirement Milestones by Major Service Area

o0 The retirement “milestones” in the following tableger to combinations of age and
years of service that represent minimum eligibiteguirements. Each column shows the
percentage of employees who have reached the onikesén individual who is counted
as being age 50 with 20 years of service or agsisDten years of service will also be
counted in the 50 with 5 years of service colunime milestones are:

o0 50-5 =50 years of age and having five years of sernAdl employees at this
milestone can retire and receive post-retiremealthénsurance as well as a
small monthly payment (monthly vesting retiremeenéfit). Police officers and
firefighters at this milestone are eligible forexndce retirement, which means a
larger monthly retirement allowanc®.

0 50-20 =50 years of age and having 20 years of servié®dk0= 60 years of age
and having 10 years of service. Employees at egh#rese milestones meet the
minimum age and service requirements for miscetlaa@mployees (i.e. neither
police officers nor firefighters) to retire and e monthly retirement
allowances*

0 More detailed retirement risk projections for swparsonnel and miscellaneous
employees will be addressed in a subsequent Wakfand Succession Planning Report.
It will report separately on police officers antefighters, who have different retirement
provisions and are most likely to retire when they eligible for the maximum
retirement allowance.

o As of May 2006, CCSF employees grouped into MSAs&haached the following
milestones presented below. Columns show the pergemf employees within a major
service area which have reached the stated agemgith of service; “50-5" is fifty years
old with five years of service.

0 MSA E Culture & Recreation and MSA A Public Protenthave the highest percentage
(20%) of employees that are at least 50 years alu20 years of service. Each of the
other MSAs has over 15% of employees at the sanestone.

19 Charter Sections A8 595, A8.596, A8.597 and A8.6@@ine retirement provisions for sworn employeéthe
Police and Fire Departments. Sworn employees asbim the City’s Retirement System with a minimah®
years of service and at least 50 years of agep€&heentage for each year of credited service isewith the age
of retirement, with a maximum retirement allowané®0 percent of the employee’s final compensatiorsworn
employees.

! Charter Section A8.509 outlines retirement prawisifor miscellaneous employees (generally empbyéd® are
not sworn employees of the Police or Fire Departs)employees with a minimum of 5 years of serzod at
least 50 years of age are vested in the City’'sr&atnt System. However, eligibility requirementsrietirement are
50 years of age and at least 20 years of servié@ gears of age and at least 10 years of sefllue percentage for
each year of credited service increases with tleecfgetirement, with a maximum retirement allowaiof 75
percent of the employee’s final compensation fasamilaneous employees.
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o MSA B Public Works, Transportation, & Commerce taes greatest percentage (8%) of
employees that has reached the milestone of atd@agears old and at least 10 years of
service.

Retirement Milestones by MSA Based on Age and Lengt  h of Service
Total # % of EEs by Age & LOS

Major Service Area (MSA) of EEs % 50-5 % 50-20 % 60-10
A: Public Protection
B: Public Works, Transportation, & Commerce 9,599 44% 19% 8%
C: Human Welfare & Neighborhood Development 2,066 37% 16% 7%
D: Community Health 5,883 40% 17% 7%
E: Culture & Recreation 1,833 40% 20% 7%
F: General Administration & Finance 2,100 37% 15% 7%
Grand Total 27,622
Source: HR Information System

2.3.16 Retirement Milestones by Department

o Citywide, 38% of employees are eligible for a vegtietirement (i.e. are at the 50-5
milestone), and at least 18% are eligible for fetirement benefits (i.e. are at the 50-20
or 60-10 milestone). By comparison, in the City &ualinty of Denver, 11.6% of the
workforce was eligible for retireméeitas of December 2005.

o0 Inthe Police Department, almost one quarter (2dBgurrent employees are at least 50
years old and have 20 years of service. In theddtion & Park and Juvenile Probation
departments, over 25% of employees have reachediiléstone.

'21n Denver, a normal unreduced retirement is atéfgéhe earliest retirement age is 55. An emplsyeenefit
may be reduced 3% for each year under age 65 (8@%eab5) unless the employee has reached thedRie-
(years of service + age = 75). An employee is kefte. eligible to receive retirement benefitspafive (5) years
of credited service with the City and County of Ben There are no minimum service requirementsrfembers
age 65.
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Retirement Milestones by Department Based on Age an  d Length of Service

% of EEs by Age & LOS

% 50-20
Department 50 (sort order) 70000
HUMAN RIGHTS 38 50% 32% 13%
WAR MEMORIAL 93 58% 27% 13%
RECREATION & PARK 839 45% 26% 7%
JUVENILE PROBATION 240 45% 25% 8%
POLICE 2,531 29% 24% 3%
ADULT PROBATION 101 42% 24% 10%
RETIREMENT SYSTEM 70 44% 23% 11%
CONTROLLER 169 38% 22% 10%
MTA - MUNICIPAL RAILWAY 4,711 45% 21% 7%
PORT 216 50% 21% 9%
GENERAL SVCS AGENCY - TELECOM&INFO SVCS 267 46% 21% 8%
FIRE DEPARTMENT 1,701 27% 20% 1%
PUBLIC UTILITIES 1,908 42% 19% 8%
CHILD SUPPORT SERVICES 130 37% 18% 8%
ASSESSOR / RECORDER 116 44% 18% 12%
HUMAN RESOURCES 159 41% 18% 3%
DISTRICT ATTORNEY 251 31% 18% 8%
PUBLIC HEALTH 5,883 40% 17% 7%
HUMAN SERVICES AGENCY 1,758 39% 16% 8%
PUBLIC LIBRARY 708 35% 16% 6%
GENERAL SERVICES AGENCY - PUBLIC WORKS 1,175 38% 15% 7%
DEPARTMENT OF BUILDING INSPECTION 273 45% 15% 10%
PUBLIC DEFENDER 150 19% 15% 2%
CITY ATTORNEY 329 30% 15% 5%
BOARD OF SUPERVISORS 53 26% 15% 4%
CITY PLANNING 141 26% 15% 2%
FINE ARTS MUSEUM 104 36% 14% 3%
TREASURER/TAX COLLECTOR 218 41% 14% 10%
RENT ARBITRATION BOARD 29 55% 14% 7%
AIRPORT 1,292 48% 13% 9%
HEALTH SERVICE SYSTEM 32 44% 13% 9%
ARTS COMMISSION 26 38% 12% 4%
EMERGENCY COMMUNICATIONS DEPARTMENT 229 17% 11% 3%
ADMIN SERVICES 369 40% 11% 6%
SHERIFF 938 21% 10% 2%
MAYOR 123 20% 7% 5%
ASIAN ART MUSEUM 55 24% 4% 5%
CHILDREN & FAMILIES COMMISSION 10 0% 0% 0%
CHILDREN, YOUTH & THEIR FAMILIES 34 3% 0% 3%
ECONOMIC & WORKFORCE DEVELOPMENT 14 7% 0% 0%
ELECTIONS 35 17% 0% 3%
ENVIRONMENT 61 8% 0% 0%
ETHICS 12 17% 0% 0%
ALL OTHER DEPARTMENTS 31 23% 10% 6%
Total Employees 27,622
Average, All Department for Each Milestone 38% 18% 6%
Source: HR Information System
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2.3.17 Retirement Milestones by Union

o0 In 19 unions, 20% or more employees have at ldage&rs of age and 20 years of
service. In particular, for TWU Local 200 and Swypging Probation Officers Local 3,
50% or more of employees have reached this milestorfive unions at least 10% of
employees have reached the 60-10 milestone.
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Retirement Milestones by Union Based on Age and Len

Total #
of EEs

gth of Service

% of EEs by Age & LOS

% 50-5

% 50-20
(sort order)

% 60-10

200 |TWU Local 200, SEAM
965 |Supervising Probation Officers, Local 3 14 64% 50% 7%
858 |Local 856, Teamsters - Supervising Nurse 110 66% 39% 15%
251 |Local 250, TWU Miscellaneous 80 48% 38% 5%
003 |Operating Engineers, Local 3 53 57% 34% 8%
040 |Roofers, Local 40 10 40% 30% 0%
377 |lron Workers, Local 377 17 59% 29% 12%
006 |Local 6, Electrical Workers 736 53% 29% 10%
651 |SF Probation Officers Association 135 43% 25% 11%
911 |Police Officers Association 2,183 27% 24% 2%
351 |Municipal Executives Association 776 47% 24% 8%
104 |Sheet Metal Workers, Local 104 44 61% 23% 2%
856 |Local 856, Teamsters - Multi-Unit 97 44% 23% 6%
130 |Local 1414, Machinists 375 55% 21% 7%
039 |Local 39, Stationary Engineers 567 53% 21% 7%
004 |Painters, Local 4 95 45% 21% 5%
798 |Locals 798 & 799, Firefighters 1,597 25% 20% 1%
791 |SEIU - Nurses 1,324 42% 20% 5%
793 |Fire Rescue Paramedic, Local 793 15 A47% 20% 7%
236 |Carpenters, Local 22 98 52% 19% 6%
261 |Local 261, Laborers International 942 36% 19% 5%
419 |SFDA Investigators Association 54 31% 19% 9%
216 |Teamsters, Local 853 Truck Drivers 149 43% 18% 9%
164 |UAPD Physicians & Dentists 222 39% 17% 10%
253 |TWU Local 250-A, Transit Operators 2,093 42% 16% 6%
021 |Local 21, Professional & Technical Engineers 3,448 37% 16% 7%
790 |SEIU Locals 250, 535, 790 10,189 40% 16% 8%
038 |Local 38, Plumbers 308 39% 15% 9%
252 |TWU Local 250-A, Automotive Service Workers 132 30% 15% 5%
311 |Municipal Attorney's Association 427 26% 14% 4%
580 |Cement Masons, Local 580 27 33% 11% 4%
718 |Glaziers, Local 718 10 40% 10% 0%
498 |SF Deputy Sheriff's Association 760 16% 8% 1%
034 |Pile Drivers, Local 34 13 23% 8% 0%
016 |Theatrical Stage Employees, Local 16 15 20% 7% 0%
002 JUnrepresented Employees - Miscellaneous 69 26% 6% 4%
929 |SF Building Inspectors 74 42% 4% 8%
001 JUnrepresented Employees - Management 68 12% 1% 4%
007 |Brick Layers & Hod Carriers 15 33% 0% 0%
All Other Unions 21 57% 38% 5%

Total Employees 27,622

Average, All Department for Each Milestone 38% 18% 6%

Source: HR Information System
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2.3.18 Characteristics of FY 2004-05 Applicants and  Applications

0 This section describes applicants to, and apptinatfor, city employment during FY
2004-05" While the City’s Classification Plan has approxieta 1,200 job classes,
examinations are not conducted for each clasdibicah each year; they are conducted
where there is a need to hire. This means theaglpool, and applications submitted,
can vary substantially from year to year. For exianihe City typically receives
thousands of applications for entry level firefighpositions in years when new recruits
are sought. In FY 2004-05, the Municipal TranspataAgency conducted four large
exams, for Transit Operators, Station Agents, Tit&gerator Supervisors, and Transit
Car Cleaners.

o0 This section does not include data on applicantQPolice Officer, provisional or
exempt positions, which are maintained separa@®applicant data are described in
section 2.3.19 below.

0 The total number of applicants to City employmenEl 2004-05 was 14,532, and the
total number of applications submitted was 24,460.

o0 A total of 3,318 applications were submitted bygeavho indicated they were City
employees at the time of submittal.

o Each applicant submitted an average of 1.7 apmirsitwith numbers ranging from a
single submission to 32 applications submitted g applicant.

o0 The proportion of applicants and applications fiday Area county residents was the
same—ijust over 92%. The largest group of applicaais San Francisco County
residents (48.3%), followed by applicants residm&an Mateo (17.2%) and Alameda
(11.0%) counties. Another 7.3% of applicants lieedside of the Bay Area.

o Comparing applications submitted to applicants diyynty of residence, San Francisco
residents submitted more applications per persan dipplicants from any other county.
For San Francisco residents, 2.0 applications wsapenitted to every one applicant. In
comparison, the ratio was 1.6 applications to ewery Alameda applicant, and one
application to every one San Mateo applicant. Tighdst percentage of applications
came from San Francisco County residents (56.18ftpwed by Alameda (10.8%) and
San Mateo (10.0%) Counties. Another 7.4% of apptioa were from outside of the Bay
Area.

3 Data in the City’s Applicant Tracking and ReferBslstem are for permanent civil service examinatiomly.
This section does not include applicant or applicatlata for provisional and exempt positions, Whéce
maintained separately by departments.
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Residence Number

Applicants

Applicants & Applications by County of Residence

Applications

) Number

%

Bay Area Counties
Alameda 1,605 11.0%| 2,647 10.8%
Contra Costa 1,126 7.7% 1,822 7.4%
Marin 123 0.8% 238 1.0%
Napa 37 0.3% 54 0.2%
San Francisco 7,026 48.3%| 13,710 56.1%
San Mateo 2,495 17.2%| 2,451 10.0%
Santa Clara 338 2.3% 630 2.6%
Solano 570 3.9% 905 3.7%
Sonoma 79 0.5% 151 0.6%
Subtotal Bay Area Counties 13,399 92.2%| 22,608 92.4%

Outside of Bay Area 1,077 7.3%| 1,799 7.4%

Unknown* 56 0.4% 53 0.2%

Total 14,532 100%]| 24,460 100%

Source: Applicant Tracking and Referral System

* Denotes data that were missing, miscoded, or not available.

2.3.19 Characteristics of Q2 Police Officer Applica

o During FY 2005-06, the police officer examinatiaeam moved from the Police
Department to the Department of Human Resources. e are for applicants to the
entry level (Q2) police officer position Novembe&(® through April 2006. The total
number of applicants during that time was 3,929.

nts

Residence of Q2 Police Officer Applicants

A higher proportion of Q2 applicants—22%—Ilived adésthe Bay Area than applicants
for other positions, of which 92% lived in the Bagea. The largest number of Q2

applicants were San Francisco County residents \3fbHowed by applicants residing in
San Mateo and Alameda counties, 17% and 12% regpkct

Residence Number %
Bay Area Counties
Alameda County 453 12%
Contra Costa 377 10%
Marin 68 2%
Napa 11 0%
San Francisco 1,214 31%
San Mateo 662 17%
Santa Clara 169 4%
Solano 27 1%
Sonoma 99 3%
Subtotal Bay Area Counties 3,080 78%
Outside of Bay Area 849 22%
Total Q2 Police Officer Applicants 3,929 100%
Source: Applicant Tracking and Referral System
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2.3.20 Applications and Job Classes for FY 2004-05

o In FY 2004-05, there were five or fewer applicaioaceived for 45% of the
classifications for which the City received applioas. In addition, eight job classes (2%)
received over 500 applications per class.

Job Classes Receiving Applications

Number of

Number of Applications Received Classes

500 or more 8

100 - 499 56 14%
50 -99 41 11%
6 - 49 110 28%
5 or fewer 174 45%
Total 389 100%
Source: Applicant Tracking and Referral System

o As mentioned above, Q2 Police Officer applicatiarsnot included in this section.

o The number of applications affects the level obeffequired to conduct an examination
process. Some positions were continuously opeadeiving applications at any time,
while the majority had close dates.

o Applications to the ten classifications in the &ab&low constituted 20% of all
applications received.

10 Job Classes Receiving Most Applications

Job Class Title Number %
9102 Transit Car Cleaner 2,228 4.7%
9131  Station Agent, Municipal Railway 1,719 3.7%
9163  Transit Operator 973 2.1%
1424  Clerk Typist (partial year) 862 1.8%
9139  Transit Supervisor 843 1.8%
2903  Eligibility Worker (continuously open) 774 1.6%
1426  Senior Clerk Typist 608 1.3%
5201  Junior Engineer (continuously open) 521 1.1%
8238  Public Safety Communications Dispatcher 460 1.0%
3630 Librarian 1 (continuously open) 420 0.9%

Total Applications Received for Top 10 Classes 9,408 20.0%

Source: Applicant Tracking and Referral System

2.3.21 Application Status

o Ofthe 24,460 applications received during FY 208420,073 applications (82%) were
deemed minimally qualified, while 4,386 applicasqii8%) were rejected because they
either did not meet the filing terms (e.g. were)air were not minimally qualified.
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o Group A: Six percent did not attend the exam ari fdiled the exam. Including those
that were rejected for failure to meet filing terorsminimum qualifications, 35% of
applications were eliminated from the selectiorncpss.

o Group B: A total of 49% of applications could le@achires, because they were available
for open positions (26%), qualified and on a regi$20%), or were under general waiver
(3%).

o Group C: 1,620 applications (7%) resulted in hirmeaning they were certified as
Permanent Civil Service (PCS).

0 Group D: The status of 9% of applications is noalfiy resolved.

Total Applications Received
24,460

A 4

(A) Not Minimally Qualified/Did
Not Meet Filing Terms (18%)

Minimally Qualified (82%)

1 . 1 1
(A) Did Not Attend |} | (B) Qualified, on 1 (C) Certified (D) Awaiting
Exam (6%) Register (20%) (7%) Review (5%)

(A) Failed Exam
(11%)

(B) Available for
Open Positions
(26%)
(B) Under
General Waiver
(3%)

(D) Other (4%)
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Status of Applications

Disposition Number %

A - Did Not Attend Exam 1,515 6%
A - Failed Exam 2,673 11%
A - Failed to Meet Filing Terms/Min. Qualifications 4,386 18%

A - Subtotal, eliminated from selection 8,574 35%
B - Available for Open Positions 6,272 26%
B - Qualified, On Register 4,969 20%
B - Under General Waiver 714 3%

B - Subtotal, could be hired 11,955 49%
C - Certified (i.e. hired permanently) 1,620 7%
D - Awaiting Review 1,212 5%
D - Other 1,099 4%

D - Subtotal, application not resolved 2,311 9%
Total Applications 24,460 100%
Source: Applicant Tracking and Referral System

2.4 Workforce Trends — FY 2001-02 to FY 2005-06

This section examines trends in workforce demogcapinew hires, separations, and turnover
rates over the last five fiscal years. As with gec2.3 Workforce Characteristics, data are for
employees of all City departments, including theAiBut excluding the San Francisco Unified
School District and Community College District, theal Courts, as well as Board members,
commissioners, elected officials, and temporaryrgteemployees with as-needed schedules.

2.4.1 Employees by Appointment Status

0 Between FY 2001-02 and FY2005-06, the percentadieeofvorkforce with Permanent
Civil Service (PSC) status employees decreased1®.(During the same period, there
was an increase of 0.9% in Temporary ProvisionBM)lemployees

Employees by Appointment Status from FY02 through F Y06

Change

Between

FY02 and

Appointment Status % FY02 "% FY03 Y% FY04 Y% FYO05 ‘% FY06 FY06

PCS - Permanent Civil Service 87.3% 87.2% 88.2% 88.6% 87.2% -0.1%
PEX - Permanent Exempt 6.0% 5.8% 5.6% 5.7% 6.0% -0.1%
TPV - Temporary Provisional 3.9% 4.4% 4.0% 3.6% 4.8% 0.9%
TEX - Temporary Exempt (1) 2.7% 2.5% 2.0% 2.0% 1.9% -0.8%
Other 0.1% 0.1% 0.1% 0.1% 0.1% 0.0%
Total Employees 29,505 29,402 28,515 27,568 27,622

Source: HR Information System; (1) “Other” includes Temporary Civil Service (TCS), Non Civil Service
(NCS), Rehired (REH), and Temporary Limited Term (TLT).
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2.4.2 Employees by Major Service Area

0 Between FY 2001-02 and FY 2005-06, the proportioanoployees working in MSA B
Public Works, Transportation, & Commerce, and MS&ture & Recreation,
decreased 0.3% and 0.8%, respectively. MSA C Humelfare & Neighborhood
Development had the largest change in proportidotaf workforce (0.6%) over the
same period.

Employees by Major Service Area from FY02 through F Y06

Change
Between
FY02 and
Major Service Area (MSA) % FY02 %FY03 %FY04  %FY0O5 % FY06 FY06
A: Public Protection 22.2% 22.1% 22.1% 22.2% 22.2%
B: Public Works, Transportation, & Commerce 35.1% 34.8% 35.0% 35.1% 34.8% -0.3%
C: Human Welfare & Neighborhood Development 6.9% 7.1% 7.1% 7.1% 7.5% 0.6%
D: Community Health 20.9% 21.2% 21.1% 21.4% 21.3% 0.4%
E: Culture & Recreation 7.4% 7.3% 7.1% 6.8% 6.6% -0.8%
F: General Administrative & Finance 7.5% 7.5% 7.5% 7.4% 7.6% 0.1%
Total Employees 29,505 29,402 28,515 27,568 27,622
Source: HR Information System

2.4.3 Employees by Department

o0 Between FY 2001-02 and FY 2005-06, the City’s worké decreased by 1,883
employees.

o Fifteen departments had an increase in staffinglsevetween FY 2001-02 and FY 2005-
06, while 26 departments saw a decrease. The Degatrof Elections had the largest
proportional change in staffing levels (106%). Sarhanges in workforce size within
specific departments were due to movement of atafing departments.
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Employees by Department from FY02 through FY06

EEs as a % of Total EEs for Each FY % Change
FY06 FY02 and
Department FY02 FY03 FY04 FY05 (sort order) FY06
Public Health -4.5%
MTA- Municipal Railway 5,446 5,392 5,209 | 4,926 4,711 -13.5%
Police 2,727 2,643 2,581 2,516 2,531 -7.2%
Public Utilities 1,666 1,710 1,814 1,855 1,908 14.5%
Human Services Agency1 1,589 1,601 1,577 1,652 1,758 10.6%
Fire Department 1,895 1,894 1,768 1,717 1,701 -10.2%
Airport 1,445 1,391 1,269 1,280 1,292 -10.6%
GSA- Public Works 1,230 1,213 1,178 1,150 1,175 -4.5%
Sheriff 960 960 984 919 938 -2.3%
Recreation & Park 1,119 1,064 995 883 839 -25.0%
Public Library 848 810 787 741 708 -16.5%
Administrative Services 416 411 390 362 369 -11.3%
City Attorney 358 336 336 330 329 -8.1%
Dept of Building Inspection 270 253 255 248 273 1.1%
GSA- TeleComm&lInfo Svcs 331 323 315 275 267 -19.3%
District Attorney 274 254 243 242 251 -8.4%
Juvenile Probation 294 281 257 244 240 -18.4%
Emergency Communications Dept 162 207 216 225 229 41.4%
Treasurer/Tax Collector 176 182 201 210 218 23.9%
Port 251 244 228 211 216 -13.9%
Controller 152 153 149 151 169 11.2%
Human Resources? 209 208 189 176 159 -23.9%
Public Defender 115 121 140 141 150 30.4%
City Planning 139 138 135 116 141 1.4%
Child Support Services 147 143 139 134 130 -11.6%
Mayor 152 151 131 124 123 -19.1%
Assessor/Recorder 127 123 122 109 116 -8.7%
Fine Arts Museum 63 63 57 70 104 65.1%
Adult Probation 130 130 113 107 101 -22.3%
War Memorial 90 93 94 95 93 3.3%
Retirement System 70 76 76 79 70 0.0%
Environment 40 52 61 60 61 52.5%
Asian Art Museum 28 63 60 49 55 96.4%
Board of Supervisors 58 58 56 55 53 -8.6%
Human Rights 45 46 43 41 38 -15.6%
Elections 17 34 29 31 35 105.9%
Children, Youth, & Their Families 35 55 32 27 34 -2.9%
Health Service System” - - - - 32 n/a
Rent Arbitration Board 29 33 28 28 29 0.0%
Arts Commission 34 34 30 27 26 -23.5%
Economic & Workforce Dev 32 31 18 10 14 -56.3%
Ethics 9 10 9 10 12 33.3%
Children & Families Commission 9 8 9 9 10 11.1%
Academy of Sciences 11 10 9 8 8 -27.3%
Civil Service 7 6 6 6 7 0.0%
Dept on the Status of Women 6 9 6 5 6 0.0%
Board of Appeals 4 4 4 4 5 25.0%
Taxi Commission - 4 5 3 5 n/a
Aging & Adult Services' 131 131 142 - - -100.0%
Total Employees 29,505 29,402 28,515 27,568 27,622 -6.4%

Source: HR Information System

Resources.

1- In FY 2004-05, the department of Aging & Adult Services became part of the Human Services Agency
2-In FY 2005-06, the Health Service System became a distinct department from the Department of Human
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2.4.4 Citywide Average Age and Length of Service

o0 The average age for City employees rose from 4&a@syold in FY 2001-02 to 47.2 years
old in FY 2005-06, and the average length of serincreased from 12 years to 13.1

years.
Citywide Average Age and Length of Service
Five Year
Characteristic FYo02 FY03 FY04 FYO05 FY06 Average
Citywide Average Age 45.9 46.2 46.7 47.0 47.2 46.6
Citywide Average Length of Service 12.0 12.3 12.7 13.0 13.1 12.6

Source: HR Information System

2.4.5 New Hires by MSA

o New hires refer to employees who are new to Cityise. They exclude hires of
temporary exempt (TEX) employees as well as movésnafrexisting employees among
departments through reassignments, transfers, gimmspdemotions, and rehires made
within a week of a prior appointment.

o In each of the last five years, except for FY 2085MSA D Community Health had the

highest number of new hires, followed by MSA B RabVorks, Transportation, &
Commerce and MSA A Public Protection.

New Hires by MSA

A: Public Protection 337 296 136 254 372 1,395
B: Public Works, Transportation, & Commerce 521 269 290 259 333 1,672
C: Human Welfare & Neighborhood Development 149 95 102 126 189 661
D: Community Health 550 376 269 361 376 1,932
E: Culture & Recreation 117 58 38 42 74 329
F: General Administrative & Finance 185 99 143 130 190 747
Total 1,859 1,193 978 1,172 1,534 6,736
Source: HR Information System

o All MSAs except MSA B Public Works, Transportati@Commerce experienced the
lowest level of new hires in either FY 2002-03 &f F003-04, which demonstrates how
departments slowed their hiring before the yeath thie largest number of layoffs, FY
2003-04 and FY 2004-05
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2.4.6 New Hires by Department

o Public Health and MTA had the largest number of ihéws steadily over the last five
years. Smaller departments with low turnover hadde no hires, including the Civil
Service Commission, Board of Appeals, and the Acgdef Sciences. Turnover rates
are presented in sections 2.4.13 through 2.4.17.

o0 The largest number of rehires during the perioduioed in FY 2005-06. In that year,
rehires of employees accounted for at least a guaftotal new hires at eight

C: Human Welfare &
Neighborhood

Development
D: Community Health

E: Culture & Recreation

F: General
Administrative &
Finance

departments, including 50% at the Taxi Commission.
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New Hires by Department

Dept Title FY02 FY03 FY04 FY05 FY06 Total
AAM |ASIAN ART MUSEUM 3 27 1 1 6 38
ADM |ADMIN SERVICES 25 25 8 15 22 95
ADP |ADULT PROBATION 4 2 1 7
AGE |AGING & ADULT SERVICES 3 1 2 6
AIR AIRPORT 34 18 21 50 43 166
ART |ARTS COMMISSION 6 1 2 2 11
ASR |ASSESSOR /RECORDER 3 7 9 4 13 36
BOS |BOARD OF SUPERVISORS 9 9 14 12 7 51
CAT |CITY ATTORNEY 33 14 34 15 25 121
CFC |CHILDREN & FAMILIES COMMISSION 3 2 3 3 11
CHF |CHILDREN, YOUTH & THEIR FAMILIES 12 5 1 4 10 32
CON |CONTROLLER 16 11 9 31 20 87
CPC |CITY PLANNING 23 2 3 5 30 63
CSC |CIVIL SERVICE 2 2
CSS |CHILD SUPPORT SERVICES 22 3 7 13 9 54
DAT [DISTRICT ATTORNEY 10 7 10 23 22 72
DBI DEPARTMENT OF BUILDING INSPECTION I 3 14 6 30 60
DPH [PUBLIC HEALTH 550 376 269 361 376| 1,932
DPW |GENERAL SERVICES AGENCY - PUBLIC WORKS 26 33 14 29 46 148
DSS [HUMAN SERVICES AGENCY 96 64 72 93 154 479
ECD |EMERGENCY COMMUNICATIONS DEPARTMENT 19 48 40 43 47 197
ECN |ECONOMIC & WORKFORCE DEVELOPMENT 2 1 2 3 3 11
ENV [ENVIRONMENT 10 14 20 11 8 63
ETH |ETHICS 1 1 1 3
FAM [FINE ARTS MUSEUM 2 12 14
FIR FIRE DEPARTMENT 70 92 2 80 75| 319
HRC [HUMAN RIGHTS 1 1 2
HRD |HUMAN RESOURCES 9 7 4 6 16 42
HSS [HEALTH SERVICE SYSTEM 4 4
JUV |JUVENILE PROBATION 5 1 1 1 8
LIB PUBLIC LIBRARY 24 7 18 11 18 78
MTA [MTA - MUNICIPAL RAILWAY 353 146 120 67 86| 772
MYR |MAYOR 20 8 32 19 18 97
PAB [BOARD OF APPEALS 1 1 2
PDR |PUBLIC DEFENDER 14 19 28 5 13 79
POL [POLICE 105 86 48 91 152| 482
PRT |PORT 18 7 3 5 17 50
PUC [PUBLIC UTILITIES 80 60 116 99 101] 456
REC |RECREATION & PARK 80 23 19 25 36 183
REG [ELECTIONS 2 1 1 1 1 6
RET [|RETIREMENT SYSTEM 1 3 7 3 7 21
RNT |RENT ARBITRATION BOARD 4 2 6
SCI ACADEMY OF SCIENCES 1 1
SHF |SHERIFF 110 42 6 11 62 231
TIS GENERAL SVCS AGENCY - TELECOM&INFO SVCS 34 5 15 6 16 76
TTX |TREASURER/TAX COLLECTOR 10 6 I 12 8 43
TXC |TAXI COMMISSION 1 6 7
WAR |WAR MEMORIAL 3 1 4
WOM |DEPARTMENT OF THE STATUS OF WOMEN 3 1 1 3 8

Total 1,859 1,193 978 1,172 1,534 6,736
Source: HR Information System

49




2.4.7 New Hires by Age Group

o Hiring was highest in all years among the 25-34 grgeip, followed by the 35-44 and
45-54 age groups. Hiring was lowest in all yearsmagithe 65+ age group, slightly
higher among the 55-64 age group, and low but grguvi the under 25 group.

New Hires by Age Group

Group FY02 FY03 FY04 FY05 FY06 Total

<25 129 103 58 97 128 515
25-34 709 458 335 466 568 2,536
35-44 573 357 326 314 466 2,036
45-54 360 225 194 214 269 1,262
55-64 85 47 60 75 99 366
65+ 3 3 5 6 4 21
Total 1,859 1,193 978 1,172 1,534 6,736
Source: HR Information System

New Hires by Age Group
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2.4.8 New Hires by County of Residence

o As with current employees, nearly all (95.3%) nehilged employees in the past five
years lived in Bay Area counties at the time o&hit is possible that new employees
moved after they were hired.

o On average, compared to all current employeesi@se2i3.10), employees hired within

the past five years are more likely to be resideh8an Francisco or Alameda counties,
and less likely to be residents of San Mateo ortao@osta counties.
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New Hires by County of Residence

Five Year % of

County FYO02 FY03 FY04 FY0O5 FY06 Average Average

Bay Area Counties
Alameda 241 149 120 157 190 171 12.7%
Contra Costa 172 84 67 119 118 112 8.3%
Marin 50 40 29 32 33 37 2.7%
Napa 10 2 1 3 - 3 0.2%
San Francisco 856 522 495 531 767 634 47.1%
San Mateo 343 248 166 204 304 253 18.8%
Santa Clara 19 17 19 20 32 21 1.6%
Solano 55 42 22 36 31 37 2.8%
Sonoma 17 17 6 20 14 15 1.1%
Subtotal Bay Area Counties 1,763 1,121 925 1,122 1,489 1,284 95.3%
Outside of Bay Area 96 72 53 50 45 63 4.7%
Total 1,859 1,193 978 1,172 1,534 1,347  100.0%
Source: HR Information System

2.4.9 Separations by Reason

0 Separations reflect the proportion of City empl®sy/eo leave City employment each
year. These separations can either be voluntanwotuntary. In this section, a number
of record types have been excluded in order toucaphe original reason an employee
left City employment?

o0 The total number of separations decreased in F2-D30) due to a large (22%) drop in
resignations with satisfactory service, perhapstdube tighter labor market conditions
at that time. Total separations increased slightlyY 2003-04 due to layoffs, spiked in
FY 2004-05 due to layoffs and a particularly langenber of retirements, and returned to
FY 2003-04 levels in FY 2005-06.

o0 Between FY 2001-02 and FY 2005-06, a total of 48/bfs were processed, with a peak
of 263 layoffs in FY 2004-05. In FY 2005-06, lay®feturned to their pre-peak level of
slightly less than thirty.

o On average, between FY 2001-02 and FY 2005-06 thiere approximately 775
retirements per year, with a peak of 946 retirementY 2004-05. In FY 2003-04 the
City implemented an Early Retirement Program tagate the impact of layoffs.

Y Eor example, an employee may be laid off or resigh satisfactory service, and later within thechl year,
decide to retire and begin receiving retiremenglien In such cases where there are two sepanatmrds within
the same fiscal year, the table below captures thlfirst. Also, all separations of temporary epeemployees are
excluded (not just those with an as-needed scheduiie the above tables) because of DHR’s admitigér policy
prior to July 1, 2005 to separate them at the driideofiscal year in order to comply with the C@parter limit of
1,040 hours worked per temporary exempt appointimeaffiscal year.

51



Employees in layoff job classes meeting age andcerequirements were offered an
opportunity to retire up to three years early, thllswing the City to limit involuntary
layoffs.

o0 The number of terminations remained relatively lstélroughout the period, except for a
notable decrease in FY 2002-03, due largely taltbp in the number of resignations
noted above.

Total Separations by Reason

Action Reason Description FY02 FY03 FYo04 FY05 FY06 Total

Total Layoffs, All Reasons 26 28 141 263 29 487

RET |Early Retirement - - 7 124 68 199

Normal Retirement 613 722 681 788 683 | 3,487

Other 43 51 42 34 13 183

Total Retirements, All Reasons 656 773 730 946 764 | 3,869

TER |Death 55 72 103 88 82 400

Dismissal of Permanent Employee 37 36 40 29 42 184

Release from Probation 123 73 63 60 82 401

Release - NCS, TPV, Exempt 40 47 70 46 32 235

Resign - Satisfactory Service 765 594 618 753 721 | 3,451

Resign - Unsatisfactory Servce 33 24 27 24 22 130

Other 57 39 83 76 71 326

Total Terminations, All Reasons 1,110 885 1,004 1,076 1,052 | 5,127

Total, All Actions | 1,792| 1686| 1875| 2,285| 1,845] 9,483
Source: HR Information System

Total Separations

2,500

2,000 /\
\/ ~
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o On average over the last five fiscal years, 80%epharations were voluntary, and 20% of
separations were involuntary.
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Total Voluntary and Involuntary Separations
FY02 FYO03 FY04 FYO05 FY06 Total
Number % Number % Number % Number % Number % Number %
Voluntary 1,463 82% 1,395 83% 1,398  75% 1,754  77% 1536 83% 7,546  80%
Involuntary 329  18% 291 17% 477 25% 531 23% 309  17% 1,937  20%
Total 1,792 1,686 1,875 2,285 1,845 9,483

Source: HR Information System

2.4.10 Voluntary Separations

0 Voluntary separations are defined as those that@umtary on the part of the employee.
With the exception of resignations with unsatisfagtservice, these are separations that
the City could influence through additional retentprograms. It is likely that a portion
of resignations with satisfactory service are edab conduct and performance problems;
the City would not choose to address these casaggh retention programs. Between
FY 2001-02 and FY 2005-06, voluntary separatiorakpd in FY 2004-05, due to early
retirements and higher numbers of regular retirésand resignations.

Voluntary Separations

Action Reason Description FY02 FY03 FYO04 FY05 FY06 Total
RET |Early Retirement - - 7 124 68 199
Normal Retirement 613 722 681 788 683 3,487
Other 43 51 42 34 13 183
Total Retirements, All Reasons 656 773 730 946 764 | 3,869
TER |Resign - Satisfactory Service 765 594 618 753 721 | 3,451
Resign - Unsatisfactory Servce 33 24 27 24 22 130
Other 9 4 23 31 29 96
Total Terminations, All Reasons 807 622 668 808 772 3,677
Total, All Actions | 1463] 1395| 1,398 | 1,754 | 1,536 | 7,546
Source: HR Information System

2.4.11 Involuntary Separations

o Involuntary separations are defined as those tieat@t voluntary on the part of the
employee. Between FY 2001-02 and FY 2005-06, invalty separations peaked in FY
2004-05 due to layoffs.
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Involuntary Separations

Action Reason Description FY02 FYO03 FY04 FY05 FY06 Total
Total Layoffs, All Reasons 26 28 141 263 29 487
TER |Death 55 72 103 88 82 400
Dismissal of Permanent Employee 37 36 40 29 42 184
Release from Probation 123 73 63 60 82 401
Release - NCS, TPV, Exempt 40 47 70 46 32 235
Other 48 35 60 45 42 230
Total Terminations, All Reasons 303 263 336 268 280 | 1,450
Total, All Actions | 329 291| 477 531| 309| 1,937
Source: HR Information System

2.4.12 Age at Separation

0 The average age at separation increased 4.4% be&¥e2001-02 and FY 2005-06,
from 48.2 years to 50.3 years.

Average Age at Separation

FY02 48.2
FY03 50.2
FYO04 50.6
FYO05 51.2
FY06 50.3
Average all years 50.2
Source: HR Information System

o Employees who retired were older than those whe@\ad off or terminated for any
reason. The average age of employees who retirecdp@roximately 60, those who
terminated employment for other reasons were appitely 43, and those laid off were
46 on average. By comparison, the average agéraiment for the City and County of
Denver was 60.8 years.

Average Age of Separation by Action

Action FYO02 FY03 FY04 FYO05 FY06 5-Year Avg
Layoff 43.0 43.8 45.8 46.6 52.2 46.4
Retirement 59.8 59.0 59.6 60.0 59.3 59.6
Termination 41.5 42.7 44.7 44.5 43.6 43.4
All Actions 48.2 50.2 50.6 51.2 50.3 50.2
Source: HR Information System
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2.4.13 Turnover Rate

o Turnover rates are calculated by dividing the tatahber of separations in a fiscal year
by the average number of employees in the year. @ouas in time in each fiscal year—
October 1 and April 1—were used to calculate therage number of employees. These
are points during the year when there are not §§fyitarge changes in employee
numbers, as there are at the start and end obthadar and fiscal year cycles.

0 According to a 2002 survey on turnover in publicteeorganizations conducted by the
International Public Managers Association, avetageover was 8.1% among the 111
municipal jurisdictions surveyed and 7.9% among3he&ounties. Turnover in San
Francisco during the last five years ranged frdowaof 5.9% in FY 2002-03 to a high
of 8.5% in FY 2004-05, and averaged 6.8% per year the period.

0 San Francisco’s FY 2001-02 turnover rate of 6.3% juat under the average turnover
rate of 6.5% among jurisdictions participating @MA’s Center for Performance
Measurement FY 2002 survey.

o Turnover is generally higher when labor market dednia high, in jurisdictions with a
large number of employees reaching retirementlagegenerally lower among public
safety employees.

Turnover Rate by Fiscal Year
FY02 FY03 FY04 FY05 FYO6  Average
6.3% 5.9% 6.7% 8.5% 6.9% 6.8%

Source: HR Information System

2.4.14 Turnover Rate by Major Service Area

o0 Average turnover during the last five fiscal yeaes highest in MSA F General
Administration and Finance, and lowest in MSA B Rul/orks, Transportation and
Commerce. Turnover spiked in FY 2004-05 in all MS¥sept for MSA A Public
Protection. The greatest one-year difference inaver rates was in MSA E Culture &
Recreation in FY 2004-05.

Turnover Rate by MSA

FY02 FY03 FY04 FY05 FY06 Average

A PUBLIC PROTECTION 5.2% 7.0% 6.0% 6.0% 6.0% 6.0%
B PUBLIC WORKS, TRANSPORTATION & COMMERCE 5.6% 4.9% 5.5% 7.3% 6.1% 5.9%
C HUMAN WELFARE & NEIGHBORHOOD DEVELOPMENT 8.0% 5.3% 79% 11.8% 8.2% 8.2%
D COMMUNITY HEALTH 7.8% 6.1% 8.4% 9.4% 8.0% 7.9%
E CULTURE & RECREATION 5.0% 5.5% 7.0% 12.9% 7.7% 7.6%
F GENERAL ADMINISTRATION & FINANCE 7.8% 7.5% 7.9% 11.4% 8.3% 8.6%
Source: HR Information System
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Turnover Rate by MSA
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2.4.15 Turnover Rate by Department

0 Average turnover rates between FY 2001-02 and FO5ZI6 by department for the 30
largest departments in FY 2005-06 ranged from lofAs 1% in the Police Department to
16.0% in the Mayor’s Office. Turnover rates for sleradepartments are not shown; rates
vary dramatically from year to year because ofrthgiall size but may not be
meaningful.

0 Average turnover in the Mayor’s Office (MYR) and Ergency Communications (ECD)
was significantly higher than in all others. Higlemover in the Mayor’s Office is
generally expected, given the high number of dtagpointments. However, turnover
rates in the Emergency Communications DepartmedDjEvere consistently high
during the entire period, reflecting known recrwetmhand retention difficulties. Average
turnover in the Planning Department (CPC), Recneadind Parks Department (REC),
Child Support Services (CSS), and many other deyants spiked in one or two fiscal
years, particularly FY 2004-05.
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Dept
MYR
ECD
CPC
REC
CsS
CAT
DAT
HRD
DPH
ADM
PDR
DSS
ASR
CON
TIS
FAM
TTX
PRT
WAR
FIR
DPW
SHF
MTA
DBI
LIB
PUC
JuV
AR
ADP
POL

Turnover Rates: 30 Largest Departments

Title
MAYOR
EMERGENCY COMMUNICATIONS DEPARTMENT
CITY PLANNING
RECREATION & PARK
CHILD SUPPORT SERVICES
CITY ATTORNEY
DISTRICT ATTORNEY
HUMAN RESOURCES
PUBLIC HEALTH
ADMIN SERVICES
PUBLIC DEFENDER
HUMAN SERVICES AGENCY
ASSESSOR / RECORDER
CONTROLLER
GENERAL SVCS AGENCY - TELECOM&INFO SVCS
FINE ARTS MUSEUM
TREASURER/TAX COLLECTOR
PORT
WAR MEMORIAL
FIRE DEPARTMENT
GENERAL SERVICES AGENCY - PUBLIC WORKS
SHERIFF
MTA - MUNICIPAL RAILWAY
DEPARTMENT OF BUILDING INSPECTION
PUBLIC LIBRARY
PUBLIC UTILITIES
JUVENILE PROBATION
AIRPORT
ADULT PROBATION
POLICE

FY02
10.1%
11.3%
12.7%
5.3%
4.2%
7.7%
6.3%
7.7%
7.8%
8.7%
15.0%
7.6%
4.2%
6.6%
4.5%
1.6%
5.4%
5.4%
7.9%
4.4%
5.7%
7.2%
6.1%
4.3%
4.5%
4.9%
5.5%
4.6%
2.3%
4.4%

FY03 @ FY04 FY05 FYO06 Average

7.5%
15.3%
5.0%
5.8%
6.9%
7.6%
10.1%
4.5%
6.1%
6.9%
7.7%
4.8%
10.0%
12.1%
4.4%
0.0%
7.1%
5.3%
4.4%
8.9%
5.5%
4.8%
4.7%
5.2%
5.3%
4.6%
5.9%
5.4%
6.2%
5.6%

24.7%
16.9%
5.9%
8.3%
8.0%
8.1%
10.3%
6.9%
8.4%
7.0%
7.7%
7.2%
2.7%
2.7%
6.5%
6.8%
4.7%
6.8%
6.3%
5.8%
4.9%
5.2%
5.4%
6.2%
4.2%
5.3%
7.2%
5.8%
6.6%
4.7%

21.8%
16.4%
14.3%
16.2%
14.1%
10.2%
6.8%
14.4%
9.4%
8.3%
2.8%
10.6%
12.1%
8.5%
11.9%
13.1%
8.0%
7.5%
7.5%
5.2%
9.4%
7.9%
7.1%
9.1%
8.5%
6.8%
5.7%
6.4%
5.5%
5.2%

15.9%
17.9%
7.4%
9.1%
10.8%
8.0%
7.7%
6.8%
8.0%
7.7%
4.9%
7.8%
8.3%
6.4%
7.4%
11.2%
6.4%
5.6%
4.3%
5.8%
4.5%
4.9%
6.4%
4.4%
5.9%
6.7%
3.8%
5.3%
6.8%
5.5%

16.0%
15.6%
9.1%
9.0%
8.8%
8.3%
8.2%
8.0%
7.9%
7.7%
7.6%
7.6%
7.4%
7.3%
6.9%
6.5%
6.3%
6.1%
6.1%
6.0%
6.0%
6.0%
5.9%
5.8%
5.7%
5.6%
5.6%
5.5%
5.5%
5.1%

Source: HR Information System

o Comparing some of the turnover rates above, wghrapling of three departments in

Philadelphia, shows that turnover for FY 2005-O®miladelphia’s City Planning (12.1%)

was higher than San Francisco’s City Planning (7,49&s higher in Philadelphia’s
Revenue Collection (7%) compared to San Francisb@asurer/Tax Collector (6.4%),
and also higher in Philadelphia’s Auditing/Accoumgti(8.5%) than in San Francisco’s

Controller’s Office (6.4%)).

2.4.16 Turnover Rate by Age Group

o Perhaps predictably, turnover rates between FY 2@04nd FY 2005-06 were highest
among employees in the 65+ and 55-64 age groupspbyees became eligible for

retirement. Turnover was also high among those ud8liea small group where
separations were highest among new Q 2 Police @j8300 Sheriff Cadets, and 2320

Nurses. Turnover was lowest among those in the43ardl 45-54 age groups. Rates
spiked in FY 2004-05 for all but the 35-44 age grou
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Turnover Rate by Age Group

FY02 FY03 FY04 FYO05 FY06 Average

<25 12.3% 12.6% 12.6% 23.7% 18.9% 16.0%
25-34 7.8% 5.5% 7.1% 9.5% 8.0% 7.6%
35-44 4.5% 3.5% 4.1% 4.5% 4.2% 4.2%
45-54 3.9% 4.0% 4.2% 5.4% 4.3% 4.4%
55-64 11.0% 11.7% 12.2% 15.3% 12.2% 12.5%
65+ 25.4% 24.4% 31.0% 39.7% 26.3% 29.4%
Source: HR Information System

Turnover Rate by Age Group
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2.4.17 Turnover Rate by Length of Service

o

In general, turnover rates from FY 2001-02 to FY2@6 corresponded to length of
service; as years of service increased, and emgdagached retirement eligibility, so did
turnover. The only aberration was for employee# \finte or fewer years of service,
which experienced turnover rates in between the2gears and 20-24 years groups. In
every year, turnover rates between FY 2001-02 ahd@5-06 were largest among
those with 30 or more years of service.

Turnover Rate by Length of Service

FY02 FYO03 FY04 FY05 FYO06 Average

<5 8.2% 6.3% 7.6% 10.3% 9.1% 8.3%
5-9 3.9% 3.2% 4.6% 5.3% 4.8% 4.4%
10-14 4.6% 3.8% 5.0% 5.5% 4.0% 4.6%
15-19 4.8% 4.5% 4.8% 6.5% 4.9% 5.1%
20-24 4.4% 5.1% 6.4% 8.9% 6.6% 6.3%
25-29 6.8% 9.4% 8.9% 11.9% 9.2% 9.2%
30+ 18.9% 22.9% 20.3% 26.2% 22.4% 22.2%
Source: HR Information System

58



Turnover Rate by Length of Service Group
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2.4.18 Paid Leave

o Citywide total paid leave usage for the five mdjgres of paid leave increased between
FY 2001-02 and FY 2005-06, from 16.2% of hours@d7% of hours?> All other types
of paid leave outside of these five largest—inatgdilisability, educational, parental,
jury duty, and other paid leaves—typically accolamtan additional 1%.

0 Vacation constituted the largest portion of paalkein all years, nearly 5.5% of total
hours. In comparison, for Denver’s civilian emple§t§ 6% of hours were for vacation
during 2005.

Citywide Leave Usage, Five Largest Types of Leave, FY 02 - FY06

Floating Legal Comp Paid Sick Total Paid
Citywide Average Holiday Holiday Time Leave | Vacation Leave
FYo02
FY03 1.5% 3.9% 1.3% 4.3% 5.6% 16.5%
FYo4 2.8% 3.8% 1.1% 4.3% 5.4% 17.5%
FYO05 2.7% 3.7% 1.1% 4.2% 5.4% 17.1%
FY06 2.5% 3.7% 1.1% 4.1% 5.3% 16.7%

Source: Controller's Office

o Total paid leave usage increased in all major serareas (MSAs) between FY 2001-02
and FY 2005-06, with the MSA A Public Protectiorvimg the highest total paid leave
usage in FY 2005-06. This MSA includes the Police Sheriff's departments, which
have a higher use of compensatory time used @hase of time earned in lieu of extra

15 The table “Citywide Leave Usage, Five Larges Typieseave, FY 02-06” shows the weighted averageramo
MSAs of the five major leave types.

'8 Employees for the City and County of Denver ategarized as Civil Service, “uniformed” employeagtie
police and fire departments, or Career Servicejlfan” employees in all other departments, inchglthose in the
sheriff's department.
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pay for overtime hours worked). It excludes theExepartment because firefighters
receive a 7% premium in lieu of time off on legalitays.

o During the FY 2001-02 to FY 2005-06 period, empks/earned between 44 and 54 days
off per year, or 17% to 21% paid time off, incluglibl legal holidays, up to 10 floating
holidays (depending on year and labor agreemedtip 20 vacation days (depending on
years of service), and 13 days of paid sick leave.

0 With the exception of Public Protection, less thasfo of “Other Paid Leave” was used
in most MSAs-’ Other paid leave is highest in Public Protectienduse for this group it
includes Disability Pay, the full time pay emplogeeceive, untaxed, for up to one year
per work-related injury under State Labor Codeisact850, as well as Workers’
Compensation Supplemental Leave Pay, which suppltsweages after the one year
period expires.

o0 The Board of Supervisors is excluded from MSA F &ahAdministrative and Finance
because elected officials do not record leave ha@und the Elections department is
excluded because it has a high proportion of adatestaff that are not eligible for leave.

7 Other paid leave types include Administrative Leakssault Leave, Bereavement Leave, Educatioreafé.e
Executive Leave, Jury Duty Leave, Military Leavarénht/Teacher Conference Leave, Parental Leave, and
Workers’ Compensation Supplemental Leave Pay.
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Paid Leave by Major Service Area

Other Total

Legal Floating Paid Sick  Comp Paid Paid
Major Service Area Holiday = Holiday Vacation Leave Time Leave Leave

A: Public Protection
FY02 4.5% 1.3% 5.5% 3.7% 3.2% 2.3% 20.5%
FYO03 4.4% 1.6% 5.5% 3.8% 3.2% 2.6% 21.2%
FYo04 4.4% 2.8% 5.5% 3.8% 2.7% 2.6% 21.9%
FYO05 4.4% 2.4% 5.6% 3.8% 2.7% 2.7% 21.6%
FYO06 4.4% 2.1% 5.8% 3.7% 2.3% 3.2% 21.5%

B: Public Works, Transportation, &

Commerce
FY02 4.1% 1.4% 5.5% 4.3% 0.8% 0.3% 16.4%
FYO03 4.1% 1.5% 5.6% 4.4% 0.8% 0.2% 16.7%
FYo04 4.1% 3.0% 5.4% 4.3% 0.7% 0.3% 17.7%
FYO05 3.8% 2.9% 5.3% 4.1% 0.6% 0.2% 17.0%
FYO06 3.8% 2.7% 5.4% 4.1% 0.6% 0.3% 16.9%

C: Human Welfare &
Neighborhood Development

FY02 4.2% 1.2% 5.3% 4.3% 1.1% 0.0% 16.2%
FY03 4.2% 1.5% 5.1% 4.3% 1.1% 0.1% 16.4%
FY04 4.2% 3.3% 5.1% 4.2% 1.0% 0.1% 17.8%
FY05 4.0% 3.3% 5.1% 4.1% 0.8% 0.1% 17.5%
FY06 4.1% 3.0% 4.5% 3.7% 0.8% 0.1% 16.3%
D: Community Health
FY02 3.8% 1.4% 5.1% 4.2% 0.9% 0.4% 15.8%
FYO03 3.8% 1.7% 5.1% 4.2% 0.9% 0.5% 16.1%
FY04 3.8% 2.9% 5.1% 4.2% 0.7% 0.5% 17.2%
FY05 3.6% 2.7% 4.9% 4.1% 0.9% 0.4% 16.6%
FY06 3.7% 2.5% 5.0% 4.0% 0.9% 0.4% 16.4%
E: Culture & Recreation
FY02 4.0% 1.3% 5.3% 4.2% 0.7% 0.1% 15.5%
FY03 4.0% 1.5% 5.4% 4.5% 0.7% 0.0% 16.2%
FYo04 3.9% 3.2% 5.1% 4.2% 0.7% 0.2% 17.2%
FY05 3.7% 3.3% 5.2% 4.1% 0.6% 0.2% 17.0%
FY06 3.7% 3.0% 5.1% 3.8% 0.7% 0.2% 16.4%

F: General Administration & Finance

FY02 4.2% 1.3% 4.9% 4.1% 1.4% 0.0% 16.0%
FYO3 4.2% 1.6% 5.0% 4.3% 1.4% 0.0% 16.5%
FY04 4.2% 3.4% 4.8% 4.1% 1.1% 0.2% 17.8%
FYO5 4.1% 3.6% 4.8% 4.0% 0.9% 0.2% 17.5%
FY06 4.1% 3.1% 4.9% 3.9% 1.1% 0.1% 17.2%

Source: Calculated using Controller’s Office payroll data.

2.4.19 Compensatory Time
o When most employees work more than their schecwbeds, and in accordance with the
applicable labor agreement, they can be paid iladobr in hours of paid leave. Comp
time earned reflects overtime paid in time off. Qotime earned was consistently highest
in MSA A Public Protection. Between FY 2001-02 & 2005-06, the percentage of
comp time earned decreased in all MSAs.
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Comp Time Earned per MSA from FY02 through FY06

Change

Between

FY02 and

Major Service Area (MSA) FY02 FY03 FY04 FY05 F Y06 FYO05

A: Public Protection
B: Public Works, Transportation, & Commerce 0.7% 0.7% 05% 0.6% 05% -0.2%
C: Human Welfare & Neighborhood Development 09% 09% 08% 0.8% 07% -0.2%
D: Community Health 0.7% 0.7% 06% 09% 05% -0.2%
E: Culture & Recreation 06% 0.6% 06% 0.6% 05% -0.1%
F: General Administration & Finance 1.0% 1.0% 0.7% 09% 0.7% -0.3%
Source: Controller's Office payroll data

2.4.20 Overtime

o Overtime hours decreased from FY 2001-02 througt26d3-04, and then increased in
the final two years of the period. Total hours wergo lower in FY 2005-06 than in FY
2001-02.

o Citywide, MSA A Public Protection and MSA B Publorks, and Commerce had the
largest amount of overtime hours between FY 20016(2Y 2005-06. Public Protection
includes the Police, Fire, and Sheriff's departragwhile Public, Works, Transportation,
and Commerce includes the MTA and Public Utilit@smmission.

Overtime by MSA FY02 - FY06

Major Service Area (MSA) FYO03 FY05

A: Public Protection 948,008 925,757 735,192 754,536 878,858
B: Public Works, Transportation, & Commerce 1,051,444 882,795 922,542 953,623 942,007
C: Human Welfare & Neighborhood Development 11,763 13,113 12,479 13,084 53,292
D: Community Health 340,013 342,594 278,336 291,313 312,481
E: Culture & Recreation 41,197 42,825 39,202 43,154 67,953
F: General Administration & Finance 61,085 31,119 41,174 39,618 34,110
Total Overtime Hours per Fiscal Year 2,453,510 2,238,203 2,028,926 2,095,327 2,288,700
Source: Calculated using Controller’s office payroll data.

o0 The top three departments with overtime hours twepast five years have been the
MTA and Police and Public Health departments. Owerthours for all three were lower
in FY 2005-06 than in FY 2001-02.
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Overtime by Department FY02 - FO6

FY06

Department FY02 FY03 FY04 FYO05 (sort order)
MTA - MUNICIPAL RAILWAY 853,009 699,509 735,883 757,264 755,667
POLICE 510,047 560,370 365,022 404,950 453,932
PUBLIC HEALTH 340,013 342,594 278,336 291,313 312,481
SHERIFF 179,262 147,492 127,469 146,050 200,115
FIRE DEPARTMENT 205,986 150,743 178,535 136,702 151,526
PUBLIC UTILITIES 104,794 107,547 112,174 114,966 111,236
HUMAN SERVICES AGENCY 11,007 11,789 11,269 12,932 53,292
EMERGENCY COMMUNICATIONS DEPARTMENT 22,187 29,771 24,649 36,037 45,197
RECREATION & PARK 21,828 20,937 20,661 24,836 42,903
AIRPORT 27,333 29,973 28,089 37,400 31,661
GENERAL SERVICES AGENCY - PUBLIC WORKS 48,215 30,937 30,265 29,224 31,431
JUVENILE PROBATION 30,209 36,758 38,741 30,351 27,935
FINE ARTS MUSEUM 12,793 13,821 10,549 11,405 18,866
GENERAL SVCS AGENCY - TELECOM&INFO SVCS 10,439 10,071 7,777 17,322 14,901
ELECTIONS 39,210 13,521 26,901 16,583 11,890
DEPARTMENT OF BUILDING INSPECTION 5,816 3,681 4,641 6,911 5,962
PORT 11,913 10,947 11,359 7,720 5,952
ADMIN SERVICES 8,924 5,250 5,316 4,513 5,721
WAR MEMORIAL 2,435 3,182 2,701 2,457 2,357
ASIAN ART MUSEUM 1,868 3,865 3,651 2,645 1,807
PUBLIC LIBRARY 1,954 956 1,404 1,350 1,438
CHILDREN, YOUTH & THEIR FAMILIES 0 0 0 0 631
ACADEMY OF SCIENCES 318 66 237 462 582
CONTROLLER 950 230 307 190 439
TREASURER/TAX COLLECTOR 588 578 358 505 270
HUMAN RESOURCES 249 373 37 7 214
ADULT PROBATION 317 623 777 444 154
BOARD OF APPEALS 365 201 131 137 98
BOARD OF SUPERVISORS 136 43 16 24 29
ETHICS 0 0 0 0 13
ASSESSOR / RECORDER 18 369 0 0 4
AGING & ADULT SERVICES 625 1,251 1,191 152 0
CITY ATTORNEY 561 588 448 476 0
CITY PLANNING 0 96 15 0 0
DEPARTMENT OF THE STATUS OF WOMEN 0 0 0 0 0
DISTRICT ATTORNEY 0 0 0 3 0
ENVIRONMENT 131 73 20 0 0
HUMAN RIGHTS 0 0 0 0 0
MAYOR 0 1 0 0 0
RETIREMENT SYSTEM 10 0 0 0 0
Total Hours per Fiscal Year 2,453,510 2,238,203 2,028,926 2,095,327 2,288,700
Source: Calculated using Controller’s office payroll data.

2.4.21 Unpaid Leave

o In certain circumstances, departments have discrédi grant unpaid leave. Unpaid
leaves that last less than six weeks (three paggmrare reported from the payroll
system and discussed below. See section 2.3.dafaron unpaid leaves of absence.

o0 Health-related issues are the underlying reasonvier two-thirds of unpaid leave.
Unpaid sick leave, workers’ comp leave, and stegalulity were the largest sources of

unpaid leave hours.
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o0 MSA B, Public Works, Transportation, and Commerad the highest rate of unpaid
leave (approximately 5.3%), which was driven byhhagnounts of workers’ comp and
unpaid sick leave. MSA A, Public Protection, had libwest rate of unpaid leave
(approximately 1.9%), most likely because of theation of benefits and presumptions
of work-relatedness of illnesses provided to saéetyployees under state workers’
compensation laws. Workers’ comp leave for safetpleyees is called Disability Pay
and reflected in Other Paid Leave in Section 2.4[d®&ve.

Unpaid Leave by MSA FYO05 - FY06
Unpaid Other  Total

Sick  Workers' State Personal Unpaid Unpaid
Major Service Area Leave @ Comp Disability Leave Leave Leave

A: Public Protection
FYO05 0.8% 0.6% 0.2% 0.3% 0.1% 1.9%
FY06 0.9% 0.6% 0.2% 0.2% 0.2% 2.0%
B: Public Works, Transportation,
& Commerce
FYO05 1.8% 1.8% 0.6% 0.6% 0.4% 5.3%
FY06 2.0% 1.7% 0.7% 0.7% 0.2% 5.4%

C: Human Welfare &
Neighborhood Development

FYO05 0.9% 0.9% 0.8% 0.4% 0.1% 3.0%
FYO06 1.0% 0.5% 0.6% 0.3% 0.1% 2.5%
D: Community Health
FYO05 1.2% 0.7% 0.7% 0.4% 0.1% 3.1%
FYO06 1.1% 0.5% 0.9% 0.3% 0.1% 3.0%
E: Culture & Recreation
FYO05 1.2% 1.3% 0.7% 0.4% 0.1% 3.6%
FYO06 1.2% 1.4% 0.6% 0.2% 0.3% 3.7%
F: General Administration
& Finance
FYO05 0.7% 0.6% 0.4% 0.5% 0.0% 2.3%
FYO06 0.9% 0.3% 0.4% 0.5% 0.0% 2.1%

Source: Calculated using Controller’'s Office payroll data.
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Appendix A. List of DHR Reports

Title/Description Prepared  Prepared for  Frequency Timing
by (1)
1 |Provisional Employee Report RAS, MTA|Civil Service twice 2nd Civil Service Commission
Commission annually meeting in February & August

2 |Appointment Exempt from Civil Service CS Civil Service as needed |Prior to approval of request &
under the 1996 Charter Section 10.104-1 Commission for number of appointments of
through 10.104-12 full time employees to exceed

2%.

3 [Appointment Exempt from Civil Service CS, MTA |Civil Service twice 2nd Civil Service Commission
under the 1996 Charter Section 10.104-16 Commission annually meeting in February & August
through 10.104-18

4 |Salary Survey for Registered Nurse ERD Civil Service once 2nd Civil Service Commission
Classifications Commission annually meeting in April

5 [Request to extend Rule 113.2 - Expansion [RAS, MTA|Civil Service twice 1st Civil Service Commission
of the Certification Rule Commission annually meeting in June & December

6 [Class Consolidation CSs Civil Service once 2nd Civil Service Commission

Commission annually meeting in August

7 |Survey of monthly rates paid to Police ERD Civil Service once 2nd Civil Service Commission
Office & Fire Fighters in all cities 350,000 Commission annually meeting in July
or more in the State of California

8 |EEO Workforce Utilization Analysis EEO Civil Service once 2nd Civil Service Commission

Commission annually meeting in August

9 [Annual Report on the Certification of RAS & Civil Service once 2nd Civil Service Commission
Eligibles - Entry and Promotion-Uniformed |Fire dept. [Commission annually meeting in August
Ranks of Police and Fire exam unit

10|Personal Services Contract Report CS Civil Service twice regular Civil Service

Commission monthly Commission meetings
11|Personal Services Contract Report CS Civil Service once August
Commission annually
12|Personal Services Contract Report CS Civil Service once September
Commission annually
13|Prevailing Wage Rates ERD Civil Service once 2nd Civil Service Commission
Commission annually meeting in September
14|Special Monitor Reports - Inspection CS Civil Service once Special Report - 2nd Civil
Service: Office of the Assessor-Recorder Commission annually Service Commission meeting in
January
15|MCCP Status Grant Report RAS Civil Service twice 2nd Civil Service Commission
Commission annually meeting in June & December

(1) Abbreviations:

ADM - Administrative Division

CS - Client Services

EEO - Equal Employment Opportunity
ERD - Employee Relations

MTA - Municipal Transportation Agency (separate department from DHR)

RAS - Recruitment & Assessment Services
WCD - Workers' Compensation
WEFD - Workforce Development & Training
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Title/Description Prepared  Prepared for  Frequency Timing
by (1)
16 |Efficiency Plan ADM Mayor's Office once early November
annually
17|DHR Annual Report ADM General public & [once September
policymakers annually
18|Workforce Analysis ADM General public & [once October
policymakers annually
19|Succession Planning Report WFD Policymakers, once December
departments annually
20(DHR Budget Performance Measures ADM Controller's Office[twice February & September
annually
21|Report on the Status of Occupational WCD Workers' every other |September
Health and Safety at the City & County of Compensation year
San Francisco (aka Citywide Health & Council
Safety Report)
22|Workers' Compensation Council Meeting |WCD Workers' 3-4 times per|Per Council schedule
Presentations Compensation year
Council
23|Workers' Compensation Council Annual  |WCD Board of once November
Report to the Board of Supervisors Supervisors annually
24 (Workers' Comp portion of Citywide SFStat [WCD SFStat panelists [quarterly Per SFStat schedule
presentations
25(Workers' Compensation Cost Projection |[WCD Mayor's & monthly End of month
Controller's
Offices
26 (Workers' Compensation Budget Proposal [WCD Mayor, Controller,|once February
and department |annually
heads
27|Workers' Compensation Costs by Category|WCD Controller's Office|once End of fiscal year
annually
28(Claims Summary Report WCD Actuary and once End of fiscal year
Auditors annually

(1) Abbreviations:

ADM - Administrative Division

CS - Client Services

EEO - Equal Employment Opportunity
ERD - Employee Relations

MTA -
RAS -
WCD -
WEFD -

Recruitment & Assessment Services
Workers' Compensation
Workforce Development & Training

Municipal Transportation Agency (separate department from DHR)
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Appendix B. Glossary of Terms

Applicant Tracking and Referral System — the application used by DHR and decentralized
exam units to track applicants and test resulis. dlso used to maintain the eligible lists fag th
purpose of referring candidates to departmenthifarg. Also referred to as SIGMA

Appointment — the act of hiring an employee.
Appointing Officer — the head of the department with the authorityite employees.

As Needed (AN) Schedule a full-time or part-time work schedule used as-eeetb cover
peak, emergency, or fluctuating workloads. Manymzerent, full-time City employees also have
appointments with as-needed schedules so thatthgywork extra hours if needed.

Exempt Appointment — also known as at-will appointments, are hires mad#hout a
competitive exam and subject to termination att@mg. San Francisco’s Charter section 10.104
describes 19 categories of exempt employees, imguelected officials, department heads and
their deputy directors, attorneys, and others.

Broadbanding — the practice of grouping a number of speciflt ¢tasses with similar functions
into a broad classification with greater range e$ponsibility and authority. The goal of
broadbanding is to reduce the number of civil serexaminations that must be administered for
each specific job class. Broadbanded classes cawidpr added salary and promotional
flexibility.

Bumping — process by which a civil service employee witbager seniority in a class displaces
a more junior employee in the same class as at refsallayoff.

Certification Rule — refers to the number of ranks (based on empyeeam scores) on an
eligible list sent to a department in order for tthepartment head to make a selection for
appointment. For example, a certification rule “®af Three Scores” means that only the names
of individuals on the eligible list who score irettop three ranks, based on exam scores, are sent
(or referred) to the department for consideration.

Civil Service Commission— comprised of five commissioners appointed toysar terms by
the Mayor. Has the power to establish rules, pedi@nd procedures to carry out the civil service
merit system provisions of the Charter of the @itgl County of San Francisco.

Civil Service System— used to describe the body of rules and polithes govern personnel
practices. Includes provisions in the City Chartedministrative Code, Civil Service Rules,
Memoranda of Understanding, and departmental gsliand procedures.

Classification — the process of categorizing job duties, respilits#s, and qualifications into a
system of organized series of jobs. Also, a nouerrieg to the four digit-number and
corresponding title for each position in the Citgassification Plan. Alternatives include “job
class” and “job code.”
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Continuous Testing— an examination practice that allows for contumioceceipt of applications
and continuous testing of qualified applicants kace successful applicants on the eligible list.
As new applicants pass the examination, their naanesnerged onto the eligible list with the
names of previously tested applicants.

EEO-4 Category — Or “job type” in this report. The federal Equamployment Opportunity
Commission (EEOC) requires government agenciesattk tand report employee information,
including the general type of work each employedgoms. The eight EEO-4 categories are: 1)
Officials and Administrators; 2) Professionals; Bgchnicians; 4) Protective Service; 5)
Paraprofessionals; 6) Office/Clerical; 7) Skilledhff; 8) Service Maintenance.

Eligible List — a list of qualified applicants (typically in famrder) who meet or exceed the
minimum qualifications for a class and have passedxamination or selection process.

Exam — a tool used to measure the extent to which phicamt possesses the knowledge, skills
and abilities to perform the essential duties mfta Exam formats include: multiple choice tests,
job simulations, and supplemental questionnaires.

Flex (or flexible) Staffing —a program that allows a permanent employee to advinadiigher
level class without taking a second examinatiomnfa@ent appointment to the higher level class
is permitted after completion of specific requirense such as one year of satisfactory job
performance in the lower class.

Holdover Roster— a type of eligible list used only to list empé®g who are laid off and have
rights to return to work. Holdover rosters havecddie priority for filling vacancies in the
classification. A person can remain on the rostetup to five years and receives health benefits
during that time.

HR Information System — the human resources management information systsd to
maintain employee data. Also referred to as HRIBawpleSoft.

Job Classor Job Code— a four-digit number and corresponding job titey., 1652 Senior
Accountant, 7344 Carpenter, or 2320 RegisteredeNurs

Length of Service (LOS) —the time between an employee’s first day of workl dhe
measurement date.

Major Service Area (MSA) — In the budget process, citywide expenditureggeraped into
seven broad areas, or MSAs: Public Protection,i®ubrks, Transportation and Commerce,
Human Welfare and Neighborhood Development, Comtyealth, Culture and Recreation,
General Administration and Finance, and General Résponsibilities.

Management Classification and Compensation Plan (MCP) — a system of 18 classifications
for managers with broad compensation ranges créategblace a hundreds of single position
management classifications.



Memoranda of Understanding (MOUs)— formal name for the City’s labor agreementsp als
known as collective bargaining agreements or cotdra

Minimum Qualification (MQ) — qualifications (training, education, experienceefises,
certifications, etc.) without which an applicanha@ot proceed in a selection process.

Permanent Civil Service (PCS)Appointment — an appointment made after a competitive
examination, as a result of a certification fromedigible list to a permanent position. Previously,
these examinations were conducted by DHR or demlezéd exam units, who referred
candidates to appointing officers via an eligitide. [IUnder Position-Based Testing (Civil Service
Rule 111A), any department may conduct exams daat fo PCS appointments.

Position —a specific job within a classification. For examplleere are many positions in a
number of departments throughout the city in cfasgion 1426 Senior Clerk Typist.

Probationary Period — the final part of the selection process durirfgcly a newly appointed
employee can be separated without cause. The olurati generally 6 to 12 months and is
stipulated in the MOUs. Employees that successttiyplete the probationary period receive
permanent civil service status.

Provisional Appointment (TPV) — the act of hiring an employee through a departaie
examination process used only when an eligibleftéistthe classification is not available. The
Charter limits the duration of provisional appoietms to a maximum of three years.

Referral — the process by which names of candidates for diposire sent from DHR to the
appointing officer.

Register or Registry — DHR maintains registries for job classes forahht accepts applications
on an ongoing basis. Applications are screenedmioimum qualifications and placed on the
registry. For some registries, applicants undergditenal screening or testing. Departments
survey the registries for applicants that seem fgistd to their position. Registries are currently
maintained for certain clerical classes, personaedl administrative analyst classes and
information technology classes.

Requisition — represents the budget and classification auhimi a position. In order to hire an
employee, appointing officers need a requisitiopraped by the Human Resources Director,
Controller, and Mayor’s Office. Requisitions areteed and approved electronically in the
PeopleSoft system...

Seniority — the date of referral of a permanent civil sesvémployee from the eligible list for
the classification to the appointing officer. It important to the note that seniority is not
necessarily the time that an employee works ircthssification.



Step — progressive pay increments associated with ssifleation. With the exception of a few
deep classifications and management classificgtimost of the City’s classes have five steps,
each 5% apart. Typically an employee moves fromsbep to the next every 12 months.

Temporary exempt (TEX) appointment — Positions exempt from competitive civil service
selection under Charter section 10.104-16. Theséesanporary and seasonal appointments not to
exceed a total of 1,040 hours during any fiscat.yea

Turnover — the ratio of staff who leave City service to thee@ge number of employees.
Turnover rates are calculated by dividing the totaimber of separations in a period by the
average number of employees in the period.



Appendix C. Sources

Career Service Authority and Denver Office of Acetability and ReformCity and County of
Denver: Human Capital Metrics, 2005 Repdviarch 2006.

City of Philadelphia Central Personnel DepartmevSExcel file- FY06 Workforce Data
Request. August 2006.

Department of Labor, Bureau of Labor Statistidational Compensation Survdyarch 2005.
http://www.bls.gov/ncs/ocs/

International County Managers Associati@enter for Performance Management FY 2002 Data
Report 2002.

International Public Management Association for HumnRResource2002 Turnover/Retention
Statistical Report2002.

International Public Management Association for HinRResource$dR How To’s: Turnover
Follow Up. April 2004. www.ipma-hr.org

Office of Personnel ManagemefRederal Civilian Workforce Statistics: Employmenta
Trends January 2005vww.opm.gov/feddata/html|/2005/january

Texas State Auditors Officd Summary Report on Full-Time Equivalent State Bygas for
Fiscal Year 2005November 2005xww.sao.state.tx.us/reports

Vermont Department of Personn&hnual Workforce Report Fiscal Year 2005
http://www.vermontpersonnel.org/htm/pdf/WorkForceBeFY05.pdf
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2006 EQUAL EMPLOYMENT OPPORTUNITY WORKFORCE UTILIZATION ANALYSIS

PURPOSE

The 2006 Equal Employment Opportunity Workforce Utilization Analysis reports on
employments in the City & County of San Francisco as required by Civil Service
Commission Rule 103, Equal Employment Opportunity.

This EEO utilization analysis is being presented in conjunction with another Department
of Human Resources report: Fiscal Year 2005/2006 Annual Report and Workforce Report
which provides additional demographic data on the City & County of San Francisco
workforce.

AUTHORITY

Civil Service Commission Rule 103, Equal Employment Opportunity, Section 103.2,
Equal Employment Opportunity Analysis, provides that “the Department of Human
Resources staff shall annually prepare an analysis of the work force to determine whether
percentages of sex, race, or ethnic groups in occupational categories are substantially
similar to the percentages of those groups available in the workforce in the relevant job
market who possess the basic job-related qualifications.”

BACKGROUND
DESCRIPTION AND SOURCES OF DATA

The data presented on the City’s workforce reflects employments recorded in the
PeopleSoft Human Resources Information System on May 17, 2006. The City reported
27,622 employments including employees for all City departments, but excluding elected
and appointed officials, as-needed employees, and employments in the School and College
Districts and the Courts.

The utilization analysis is a comparison of City employments to labor market availability
by occupational categories and by job classes. An occupational category is a broad
grouping of job classes which require similar levels of skills or training. The City’s job
classes are each mapped to an occupational category.



Labor market availability data presented in this report is compiled from the Special EEO
Tabulation of the 2000 U.S. Census. The Special EEO Tabulation was compiled by the
Census from sample groups of the population.

For this report, labor market availability data was compiled from Census statistics for the
eleven counties from which 99% of the City’s employees resided in 2005, and apportioned
based on percentages of employees residing in each county. For example, 45% of the
City’s employees resided in San Francisco in 2005, so San Francisco census data accounted
for 45% of the City’s relevant labor market data. See appendix. (See also DHR’s Fiscal
Year 2005/2006 Annual Report and Workforce Report for 2006 data on employees by

county of residence.)
POPULATION AND LABOR MARKET CHANGES SINCE 2000

In this report, the City’s workforce data of May 17, 2006 is compared to 2000 labor market
availability data provided by the U.S. Census to assess if racial, ethnic and gender groups
are utilized at rates similar to their availability in the relevant job market. U.S. Census
data on labor market availability by race/ethnicity and gender was collected in 2000, and
released in December 2003. The U.S. Census has not provided any updates to its 2000
labor market reports; although review of population estimates suggests that there have
been changes in labor market availability in California and in San Francisco area counties.

On August 15, 2006, the U.S. Census released 2005 population data with demographic and
other characteristics. The report confirmed that White and Black populations are
declining, while Hispanic and Asian populations are increasing in the San Francisco area.
On August 29, 2006, the Census Bureau released additional 2005 demographic data
estimates covering income and poverty, but did not include labor market statistics.

In California, the Department of Finance periodically reports on population estimates by
race/ethnicity. In March of 2006, it reported on population changes in the State from July
2000 to July 2004. The Department reported that from 2000 to 2004, statewide,
percentages of Whites and Blacks declined, while percentages of Hispanics, Asians, Pacific
Islanders, American Indians, and multi-race populations increased. In San Francisco,
percentages of Blacks and Hispanics declined, while all other groups increased in
representation.

97% of the City’s employees reside in nine San Francisco Bay Area counties. 99% reside
in eleven counties. In these eleven counties, the CA Department of Finance reported that
Whites showed population percentage declines in nine counties; Blacks in seven counties.
Hispanic population increased in percentage in ten counties; Asians increased in nine
counties. The remaining racial groups—Pacific Islander, American Indian, Multi-race—
represented smaller percentages of the population.



UTILIZATION ANALYSIS METHODOLOGY

Utilization rates, presented in percentages, are approximate indicators of whether a
particular racial/ethnic or gender group is represented at a level similar to the group’s
presence in the labor market. The Census 2000 Special EEO Tabulation serves as the
primary external benchmark for comparing the race, ethnicity, and sex composition of an
organization's internal workforce, and the analogous external labor market, within a

specified geography and job category.

In this report, utilization is computed as follows: the percentage total of a racial/ethnic
and/or gender group in the City’s workforce is divided by the percentage total of the same
or similar group in the available labor market. A utilization rate of 100% indicates that
the group is represented in the City at the same percentage as is reported by the Census to
be available in the labor market. A utilization rate higher than 100% indicates a higher
percentage representation of the group than is in the labor market. A rate that is lower
than 100% indicates that there is a smaller percentage of the group in the City’s workforce
than is available in the labor market.

Notes:

* The 2000 Census data estimates in the Special EEO Tabulation were collected from
sample groups of the population and may differ from actual values.

* The data in the Special EEO Tabulation in some cases did not add up to total 100%
due to rounding.

* Data on Filipinos in the labor force were included as part of data for the Asian group.

* See Census website for discussions on rounding, estimates, samples, margins of error.

* Census data does not include labor force changes over the past six years. As an
example, the Census reported there are no Asian or Filipino women firefighters in the
eleven counties that comprise the City’s available labor market. The City however
reported 24 Asian and seven Filipino female firefighters.

* In this report, labor market availability data totals 99% instead of 100%.

e Utilization rates for the American Indian/Alaskan Native group were not displayed
because Census data for the group are less reliable due to the small numbers and
rounding.

* Utilization rates for multi-racial groups were also not included because the City does
not currently collect such data on its employees.

Due to these variables and limitations in completeness of Census data, this report
generally considers that a group is substantially similar to labor market availability when
the utilization rate is 90% or above, and underutilized when the rate is below 90%.



SUMMARY OF FINDINGS

* The City & County of San Francisco employs a diverse workforce in its total
employment. Racial/ethnic groups that were historically underrepresented—Blacks,
Hispanics, and Asians/Filipinos—are all represented in the City’s total workforce at
percentages substantially similar to their percentages in the available labor market.

e  Whites continue to be largest racial group of City employees. However, their
utilization percentages continue to decline.

* The representation of Women has continued to steadily increase, from 35% in 1980 to
42% in 2006, but has not yet reached their labor market availability rate of 45.6%.

* Compared to other racial/ethnic and gender groups, White females are underutilized in
the largest number of occupational categories. White females are utilized at less than
50% of their availability citywide, and in these categories: Technicians, Non-Sworn
Protective Service Workers, Administrative Service Workers, Skilled Craft Workers,
and Service Maintenance Workers.

*  White males are utilized at highest rates in the Skilled Craft Worker (109%) and
Sworn Protective Service Worker (93%) occupational categories. Their rates are under
50% of their availability in the following categories: Non-Sworn Protective Service
Workers, and Administrative Service Workers.

* Blacks, Hispanics and Asians/Filipinos are utilized in the Officials & Administrators,
Professionals and Technician categories at their respective labor market availability
percentages or above.

* Black females and Asian/Filipino males are represented at or above availability in
every occupational category. Black males are underrepresented only in the Sworn
Protective Service Workers category. Asian/Filipino females are also underrepresented
in Sworn Protective Service Workers, as well as in the Skilled Craft and Service
Maintenance Workers categories.

* Hispanic females are fully utilized in all categories except the Skilled Craft Workers
and Service Maintenance Workers categories. Hispanic males are also underutilized in
these groups, as well as in Administrative Service Workers and Non-Sworn Protective
Service Workers categories.



DEPARTMENT OF HUMAN RESOURCES ASSESSMENT OF ISSUES

In 2005, the Human Resources Director coordinated a series of hearings and other
discussions with various stakeholders to assess the City’s civil service structure, and to
identify hiring and retention issues. These stakeholders included department heads,
executive officials, employee groups, private sector representatives and others. In May
2005, the Director issued a report, Civil Service Reform, Preserving the Promise of
Government, summarizing the issues that were identified and presented recommendations
to address them.

Some of the issues raised by City managers included: the City’s restrictive salary structure
and job specifications, lack of authority to make on-the-spot offers of employment or
provide bonuses or incentives to reward excellent work, and lengthy testing processes.
Employees raised concerns about the lack of management training, lack of flexible staffing
and career ladder programs, infrequent civil service examinations, and no guarantees of
promotion.

The report described that a continuing issue in recruitment for City employment is the
City’s lengthy hiring process to fill job vacancies. In the report, DHR cited that it could
take twelve months or more to fill a vacancy. City managers express that the permanent
hiring process is too slow and consequently does not allow them to compete effectively for
the best qualified candidates.

In the past, the City conducted limited outreach and recruitment for its management level
job openings. City departments cite that expensive costs--to hire executive search firms,
to advertise for high level management positions and to pay travel expenses of applicants-
-limit their ability to conduct broad recruitment programs. This year, the Department of
Human Resources hired a Recruitment Coordinator, who will initiate a campaign to
attract applicants for all levels of City employment. The Coordinator will also work with
departments to improve recruitment strategies that will enhance effectiveness and reduce
costs for executive searches.

The Human Resources Director is continuing to implement measures to simplify the
selection processes for many City jobs to greatly reduce examination timeframes. Such
enhancements include the establishment of position-based testing, on-line applications,
and elimination of examinations for licensed or certificated professions. Implementation
of position based testing will reduce hiring times for many positions to under 90 days.
Also, an integrated web-based application and referral system is planned to be operational

by January 2007.

Managers expressed concern that hiring approval was cumbersome and time consuming
for departments. In response, DHR modified requisition approval processes to reduce the
number of approvals needed and approve requisitions faster.



To address concerns that the current classification plan does not meet operational needs,
DHR is conducting a comprehensive review of the City’s classification system.

Stakeholders also agreed on the need for employee training, both to improve current
performance and to promote career development. In the past year, DHR designed and
implemented a program for new managers and supervisors, expanded training courses,
and coordinated training opportunities through City University.

The issues described in the report are neither race/ethnicity nor gender specific, but are
concerns that are experienced by all groups interested in employment opportunities in the
City & County of San Francisco. Similarly, the high cost of housing in the San Francisco
area is also frequently cited as a reason that the City cannot attract highly qualified
applicants from other parts of the nation, but this factor is also not specific to any
race/ethnic or gender group.

In DHR’s Fiscal Year 2005/2006 Annual Report and Workforce Report, additional insight is
provided on the demographics of City’s employee population including turnover trends
and job applicants. For example, City turnover rates from 2002 to 2006 averaged as
follows: Whites 8.6%; Blacks 7.9%, Hispanics 5.4%, Asians 4.4%, Filipinos 6.0%, and

American Indians 7.4%.

Of 24,460 job applications filed in fiscal year 2005, 50% were from males, 39% from
females, and 11% undeclared. By race/ethnicity, 18% of applications were from Whites,
20% from Blacks, 10% from Hispanics, 26% from Asians, 10% from Filipinos, less than
1% from American Indians, and 15% undeclared. Blacks, Asians and Filipinos filed
applications at higher percentages than their labor market availability, but Whites and
Hispanics represented fewer applicants than are available in the labor market.



PARTI: ToTAL C1ITY WORKFORCE
ToTAL CITY WORKFORCE BY RACE/ETHNICITY

The City reported 27,622 employments recorded in the PeopleSoft Human Resources
Information System on May 17, 2006.

DHR records show that Blacks comprise 17% of the City’s total workforce. Census data
for the eleven counties report that Blacks are 6% of the available labor market in these
counties. Hence the utilization rate of Blacks equals 285% or nearly three times of the
availability of Blacks in the labor market. Hispanics are utilized at 93% of labor market
availability. Asians (including Filipinos) are utilized at 150% of availability and
American Indians are utilized at 158%. Although Whites continue to comprise the largest
group of employees by number, they are utilized at 62% of labor market availability.

At this broad level, only general comparisons can be made between the City workforce and
the Census data on labor market availability because factors such as job qualifications,
education and experience are not taken into account in the comparisons.

TOTAL CITY WORKFORCE BY GENDER
By gender, the City reported 16,000 men in its workforce comprising 57.9% of total

employments, and 11,622 women representing 42.1% of total employments. Compared to
the general labor market, Women are utilized at 92% of availability, men at 108%.

ToTAL CITY WORKFORCE BY RACE/ETHNICITY AND GENDER

White Black Hispanic Asian Filipino Amind Total
Female 3177 2346 1490 2603 1963 43 11622
11.5% 8.5% 5.4% 9.4% 71% 0.2% 42.1%
Male 6109 2383 2266 3396 1758 88 16000
22.1% 8.6% 8.2% 12.3% 6.4% 0.3% 57.9%
Total 9286 4729 3756 5999 3721 131 27622
33.6% 17.1% 13.6% 21.7% 13.5% 0.5% | 100.0%
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According to the Special EEO Tabulation by the U.S. Census, the labor market

availability in the eleven counties in 2000 appeared as follows:

Labor Market Availability White Black Hispanic Asian | Filipino | Amind Total
Female 24.0% 3.1% 6.3% 10.6% 0.1% 45.6%
Male 29.4% 2.9% 8.4% 10.8% 0.2% 53.5%
Total 54.4% 6.0% 14.7% 23.4% 0.3% | 100.0%

The utilization rates (City’s composition compared to labor market availability) are

summarized in the chart below.
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Both Males and Females are utilized at approximately 100% of their respective
availability percentages in the labor market. Blacks and Asians are represented above,
and Hispanics a little below their availability percentages. Whites are represented below

availability.




PART II: WORKFORCE BY OCCUPATIONAL CATEGORIES

Of the City’s 27,622 total employments, the largest numbers were employed in the

Professional category with 7,619 employees and the Service Maintenance category with

5,204 employees. Sworn Protective Service Workers with 4,239 employees and

Administrative Support Workers with 3,113 employees are the next two largest groups.

WORKFORCE BY OCCUPATIONAL CATEGORIES

White Black Hispanic Asian Filipino Am Ind Total
Officials & Administrators 483 112 70 142 38 2 847
Professionals 3178 886 770 1749 1004 32 7619
Technicians 892 305 368 525 444 9 2543
Protective Service, Sworn 1903 617 678 690 325 26 4239
Protective Service, non S 21 46 26 43 4 2 142
Paraprofessionals 232 339 271 359 540 9 1750
Administrative Support 572 574 446 878 638 5 3113
Skilled Craft 1016 155 265 427 204 17 2084
Service Maintenance 949 1679 853 1173 521 29 5204
No EEO-4 Reporting 40 16 9 13 3 0 81
Total 9286 4729 3756 5999 3721 131 27622
33.6% 17.1% 13.6% 21.7% 13.5% 0.5%

Whites were employed in largest numbers as Professionals, Sworn Protective Service

Workers, and Skilled Craft Workers. Both Blacks and Hispanics were employed most as

Service Maintenance Workers, Professionals, and Sworn Protective Service Workers. The

greatest numbers of Asians were in the Professional, Service Maintenance and

Administrative Support categories. Filipinos showed the largest numbers as Professionals,

Administrative Support and Paraprofessionals.

DISTRIBUTION BY OCCUPATIONAL CATEGORY, RACE/ETHNICITY

White Black Hispanic Asian Filipino Amind Total
Officials and Administrators 1.7% 0.4% 0.3% 0.5% 0.1% 0.0% 3.1%
Professionals 11.5% 3.2% 2.8% 6.3% 3.6% 0.1% 27.6%
Technicians 3.2% 1.1% 1.3% 1.9% 1.6% 0.0% 9.2%
Protective Service - Sworn 6.9% 2.2% 2.5% 2.5% 1.2% 0.1% 15.3%
Protective Service - Not Sworn 0.1% 0.2% 0.1% 0.2% 0.0% 0.0% 0.5%
Paraprofessionals 0.8% 1.2% 1.0% 1.3% 2.0% 0.0% 6.3%
Office/Clerical 2.1% 2.1% 1.6% 3.2% 2.3% 0.0% 11.3%
Skilled Craft 3.7% 0.6% 1.0% 1.5% 0.7% 0.1% 7.5%
Service Maintenance 3.4% 6.1% 3.1% 4.2% 1.9% 0.1% 18.8%
No EEO-4 Reporting 0.1% 0.1% 0.0% 0.0% 0.0% 0.0% 0.3%
Grand Total 33.6% 17.1% 13.6% 21.7% 13.5% 0.5% 100.0%
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DISTRIBUTION BY OCCUPATIONAL CATEGORIES, RACE AND ETHNICITY
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A. OCCUPATIONAL CATEGORY: OFFICIALS AND ADMINISTRATORS

The EEOC describes Officials and Administrators as occupations in which employees set
broad policies, exercise overall responsibility for execution of these policies, or direct
individual departments or special phases of the agencies operations, or provide specialized
consultation on a regional, district, or area basis.

The City reported 847 employments in the Officials and Administrators category. City
jobs in this category include: department heads, bureau chiefs, division chiefs, directors,
deputy directors, controllers, police and fire chiefs, assessors as well as managers in the
City’s MCCP (Management & Compensation Classification Plan), departmental personnel
officers, information services managers, health administrators, fiscal managers,
maintenance superintendents, etc.

CCSF WORKFORCE COMPOSITION: OFFICIALS & ADMINISTRATORS

White Black Hispanic Asian Filipino Amind Total
Female 189 59 35 69 21 1 374
22.3% 7.0% 4.1% 8.1% 2.5% 0.1% 44.2%
Male 294 53 35 73 17 1 473
34.7% 6.3% 4.1% 8.6% 2.0% 0.1% 55.8%
Total 483 112 70 142 38 2 847
57.0% 13.2% 8.3% 16.8% 4.5% 0.2% 100.0%

The Special EEO Tabulation of the 2000 Census reported the availability of officials and

managers as follows:

Labor Market Availability White Black Hispanic Asian | Filipino Amind Total
Female 27.7% 2.3% 3.4% 7.1% 0.1% 41.8%
Male 40.2% 2.1% 4.1% 9.1% 0.1% 57.3%
Total 67.9% 4.4% 7.5% 16.2% 0.2% 99.1%

In this occupational category, Hispanics and Asians are utilized at rates similar to the
labor market while Blacks are utilized three times of their labor market availability.
Although Whites hold 57% of jobs in this category, they are utilized at less than labor
market availability. Both men and women are represented at approximately the same
utilization percentages as in the available labor market.

The City has not identified that there are specific employment barriers which explain the
lower utilization rates of White men and women in this occupational category. The rates
appear to reflect the continuing percentage decline of Whites in the State and Bay Area
populations. In addition, other issues described in the document Civil Service Reform such
as limited recruitment, lengthy hiring process, and restrictive compensation structure
possibly also contribute to the lower utilization of some groups.
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B. OcCUPATIONAL CATEGORY. PROFESSIONALS

The EEOC describes Professionals as occupations which require specialized and theoretical
knowledge which is usually acquired through college training or through work experience
and other training which provides comparable knowledge.

In 2006, the City reported 7619 employments in the Professional category, the largest of
all occupational categories. The Professionals category includes personnel and labor
relations workers, social workers, registered nurses, lawyers, systems analysts, accountants,
engineers, police and fire captains and lieutenants, librarians, management analysts,
probation officers, counselors, architects, training officers, pharmacists, biologists,
purchasers, planners, etc.

CCSF WORKFORCE COMPOSITION: PROFESSIONALS

White Black Hispanic Asian Filipino Amind Total
Female 1,669 508 418 926 676 13 4,210
21.9% 6.7% 5.5% 12.2% 8.9% 0.2% 55.3%
Male 1,509 378 352 823 328 19 3,409
19.8% 5.0% 4.6% 10.8% 4.3% 0.2% 44.7%
Total 3,178 886 770 1,749 1,004 32 7,619
41.7% 11.6% 10.1% 23.0% 13.2% 0.4% 100.0%

The Special EEO Tabulation of the 2000 Census reported the availability of professional

workers as follows:

Labor Market Availability White Black Hispanic Asian | Filipino Amind Total
Female 30.9% 2.5% 3.3% 9.7% 0.1% 47.8%
Male 34.4% 1.8% 3.2% 10.2% 0.1% 51.3%
Total 65.30% 4.3% 6.5% 19.9% 0.2% 99.1%

Blacks, Hispanics, Asians and Filipinos are fully utilized in the Professionals category
compared to labor market availability statistics. Blacks are represented at approximately
2.7 times of availability. As in the Officials & Administrators category, White Males and
White Females are underutilized compared to their labor market availability rates.

Three of the largest classifications in the Professionals occupational category are
Registered Nurses with 1108 employees, Attorneys with 356 employees, and Engineers
with 270 employees. See Part 111 of this report for utilization reviews of these classes.
They provide more relevant analyses, as the City’s professionals in these classes are
compared to persons with similar qualifications in the labor market; e.g. nurses to nurses,
engineers to engineers.

Possible explanations for the underutilization of Whites are the same ones discussed for
the Officials & Administrators category, including population decline from the geographic
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area, limited recruitment, and lengthy civil service hiring processes. Other possible
explanations are discussed below.

Utilization: Professionals
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The City does not currently offer many internship programs for college students. While
private and other employers are able to attract senior level students by providing entry
level opportunities through internship and training programs, the City currently has only
a few formal programs such as student engineering trainee and accountant intern.
Additional internship programs are being considered.

DHR and City departments frequently attend job fairs and other recruitment events
sponsored by community or professional organizations, schools and colleges. City
recruiters provide information on the application process, examinations that are open for
filing, and future openings. However, they are unable to make hiring offers and cannot
compete with other employers to take advantage of opportunities when well qualified
candidates are identified. DHR recommends implementation of a pilot on-the-spot hiring
program for licensed classes or classes where degrees are required.

To address issues of retention, turnover, future attrition, and transfer of knowledge from
older to younger workers in the City’s workforce, the City is also preparing a succession
planning report. In addition, the City has also studied possible incentives to employees to
remain with the City longer by offering improved retirement benefit at a later age.
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C. OCCUPATIONAL CATEGORY: TECHNICIANS

The EEOC describes Technicians as occupations which require a combination of basic

scientific or technical knowledge and manual skill which can be obtained through

specialized post-secondary school education or through equivalent on-the-job training.

In 2006, the City reported 2543 employments in the Technician category, which includes

licensed practical nurses, drafters, medical technicians, police and fire sergeants, claims

investigators, building inspectors, eligibility workers, and engineering assistants.

CCSF WORKFORCE COMPOSITION: TECHNICIANS

White Black Hispanic Asian Filipino Amind Total
Female 242 195 193 269 269 6 1174
9.5% 7.7% 7.6% 10.6% 10.6% 0.2% 46.2%
Male 650 110 175 256 175 3 1369
25.6% 4.3% 6.9% 10.1% 6.9% 0.1% 53.8%
Total 892 305 368 525 444 9 2543
35.1% 12.0% 14.5% 20.6% 17.5% 0.4% 100.0%

The Special EEO Tabulation of the 2000 Census reported the availability of technical

workers as follows:

Labor Market Availability White Black Hispanic Asian | Filipino Amind Total

Female 24.4% 3.8% 4.7% 14.6% 0.1% 49.0%
Male 26.4% 3.0% 5.6% 13.2% 0.3% 50.2%
Total 50.8% 6.8% 10.3% 27.8% 0.4% 99.2%

Utilization: Technicians

250%
200%
150% -
100%

50% -

0%

White

Black

Hispanic

Asian/F

O Female @ Male

Total

In this occupational category, Blacks, Hispanics, Asians and Filipinos are fully utilized.
Only White Females are underutilized. The City has not identified any reasons or barriers

to explain why White females are underrepresented. However, this category includes a

variety of jobs titles with diverse educational and experience requirements. Further

analysis is provided in Part I11 for Eligibility Workers and Licensed Vocational Nurses,
the largest classes in this category.

16




D1. OCCUPATIONAL CATEGORY: PROTECTIVE SERVICE, SWORN

The EEOC describes Protective Service Workers as: Occupations in which workers are

entrusted with public safety, security and protection from destructive forces. Sworn

Protective Service Workers includes: police patrol officers, firefighters, guards, deputy

sheriffs, bailiffs, correctional officers, detectives, park rangers as well as parking control

officers, museum guards, airfield safety officers, etc.

In 2006, 4239 employments were reported in the Sworn Protective Service Workers
category. The largest classes are Police Officers, Fire Fighters and Deputy Sheriffs.

CCSF WORKFORCE COMPOSITION: PROTECTIVE SERVICE WORKERS, SWORN

White Black Hispanic Asian Filipino Amind Total
Female 339 227 133 79 38 7 823
8.0% 5.4% 3.1% 1.9% 0.9% 0.2% 19.4%
Male 1564 390 545 611 287 19 3416
36.9% 9.2% 12.9% 14.4% 6.8% 0.4% 80.6%
Total 1903 617 678 690 325 26 4239
44.9% 14.6% 16.0% 16.3% 7.7% 0.6% 100.0%

The 2000 Census reported the availability of sworn protective service workers as follows:

Labor Market Availability White Black Hispanic Asian | Filipino Amind Total
Female 9.4% 5.3% 2.0% 3.8% 0.2% 21.7%
Male 39.5% 12.5% 8.7% 13.4% 0.2% 77.4%
Total 48.9% 17.8% 10.7% 17.2% 0.4% 99.1%

In this category, Hispanics are fully utilized, as are White males, Black females, and Asian

and Filipino males. The following groups are utilized at lower rates than labor market

availability data: White females, Black males, Asian and Filipino females.

Utilization: Protective Service, Sworn
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The City conducts widespread recruitment and outreach campaigns for Police Officer,
Firefighter, and Deputy Sheriff. Police Officer and Deputy Sheriff examinations are open
on a continuous basis; applications could be filed at any time. Nonetheless, the City
continues to compete with neighboring communities for Police Officer applicants. The
City’s high cost of housing is frequently cited as contributing to recruitment and retention
issues.

In the past year, the Department of Human Resources assumed the function to
administer police examinations and has implemented process enhancements, such as on-
line applications, to reduce the time required to test and hire police officer applicants.
Other efforts such as high profile recruitment campaigns are also being initiated.

On August 7, 2006, DHR submitted to the Civil Service Commission its annual report on
hiring in the uniformed ranks of the Police and Fire Departments. The report described
the efforts of the newly formed Public Safety Examination Unit in DHR to expedite
testing in protective service job classes. Such efforts include an aggressive recruitment
campaign, an accelerated schedule for testing, and enhanced applicant tracking of
examination results and notifications. Promotional testing for both Police Department
and Fire Department is described to be complex, time consuming, expensive and litigious.
In part, this culture resulted from many year of court supervised testing under consent
decrees. DHR is working with both departments to make promotional testing more
efficient and routine.
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D2. OCCUPATIONAL CATEGORY: PROTECTIVE SERVICE, NON-SWORN

Non-Sworn Protective Service Workers includes: fare collections investigators, animal
control officers, etc. This category has the smallest number of employments, 142.

CCSF WORKFORCE COMPOSITION: PROTECTIVE SERVICE WORKERS, NON-SWORN

White Black Hispanic Asian Filipino Amind Total
Female 12 31 19 32 2 1 97
8.5% 21.8% 13.4% 22.5% 1.4% 0.7% 68.3%
Male 9 15 7 11 2 1 45
6.3% 10.6% 4.9% 7.7% 1.4% 0.7% 31.7%
Total 21 46 26 43 4 2 142
14.8% 32.4% 18.3% 30.3% 2.8% 1.4% 100.0%

Black males and females, Hispanic females, and Asian and Filipino males and females are
fully utilized. Whites are underrepresented, as are Hispanic males.

The availability of workers in this category is summarized as follows:

Labor Market Availability White Black Hispanic Asian | Filipino Amind Total
Female 33.1% 6.0% 3.5% 3.2% 0.1% 49.3%
Male 27.3% 7.7% 7.1% 5.6% 0.0% 48.9%
Total 60.4% 13.7% 10.6% 8.8% 0.1% 98.2%
Utilization: Protective Service, Non-Sworn
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E. OCCUPATIONAL CATEGORY: PARAPROFESSIONALS

The EEOC describes Paraprofessionals as occupations in which workers perform some of
the duties of a professional or technician in a supportive role, which usually require less
formal training and/or experience normally required for professional or technical status.
Included are research assistants, child support workers, recreation assistants, home health
aides, library assistants and clerks, and kindred workers. Other City jobs in this category
include health and laboratory assistants, health workers, instructional assistants, and
public service aides.

The Census Bureau did not include a Paraprofessionals category in its Census 2000 Special
EEO Tabulation Files. Jobs that were previously included in this category are now
mapped to other categories. For example, Health aides are now mapped to the Service
Maintenance category; Library Technicians are now mapped to the Administrative
Support category. In 2006, the City reported 1750 Paraprofessional employments. See

Appendix for workforce composition details.

CCSF WORKFORCE COMPOSITION: PARAPROFESSIONALS

White Black Hispanic Asian Filipino Amind Total
Female 136 225 175 233 408 5 1,182
7.8% 12.9% 10.0% 13.3% 23.3% 0.3% 67.5%
Male 96 114 96 126 132 4 568
5.5% 6.5% 5.5% 7.2% 7.5% 0.2% 32.5%
Total 232 339 271 359 540 9 1,750
13.3% 19.4% 15.5% 20.5% 30.9% 0.5% 100.0%
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F. OCCUPATIONAL CATEGORY: ADMINISTRATIVE SUPPORT WORKERS

The EEOC describes Administrative Support as occupations in which workers are
responsible for internal and external communication, recording and retrieval of data
and/or information and other paperwork required in an office.

In the City, this occupational category includes typists, secretaries, personnel clerks,
medical transcriber typists, meter readers, telephone operators, storekeepers, cashiers,
dispatchers, billing clerks, medical records clerks, etc. 3113 employments in this category
were reported for 2006. The largest classes in this occupational category include Clerk

Typist, Senior Clerk Typist, Secretary I, and Clerk.

CCSF WORKFORCE COMPOSITION: ADMINISTRATIVE SUPPORT WORKERS

White Black Hispanic Asian Filipino Amind Total
Female 388 471 349 685 475 3 2371
12.5% 15.1% 11.2% 22.0% 15.3% 0.1% 76.2%
Male 184 103 97 193 163 2 742
5.9% 3.3% 3.1% 6.2% 5.2% 0.1% 23.8%
Total 572 574 446 878 638 5 3113
18.4% 18.4% 14.3% 28.2% 20.5% 0.2% 100.0%
The Special EEO Tabulation of the 2000 Census reported the availability of
administrative service workers as follows:
Labor Market Availability White Black Hispanic Asian | Filipino Amind Total
Female 30.3% 5.0% 8.7% 14.6% 0.3% 61.2%
Male 20.2% 2.4% 4.8% 9.0% 0.2% 38.0%
Total 50.5% 7.4% 13.5% 23.6% 0.5% 99.2%
Utilization: Administrative Service Workers
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In the Administrative Support Workers category, Black males and females, Hispanic
females, Asian/Filipino males and females are fully utilized. Black females are represented
at three times of availability; Asian/Filipino females are represented at 2.5 times of
availability. White Males and Females, Hispanic Males are underutilized.

Many jobs in this category are entry level clerical positions; there does not appear that
there are non-job-related barriers to employment. However, the City’s hiring process is
viewed be lengthy, which could be deterrent to job applicants who seek employment
opportunities with various employers. When the City receives many applications for its
clerical examinations, substantial time is required to review applications and administer
testing. During this time, additional applications are not accepted. DHR is reviewing its
clerical testing program to reduce the time from application file date to hire date.

See Part III of this report for utilization analysis of Clerk Typist and Senior Clerk Typist.
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G. OCCUPATIONAL CATEGORY: SKILLED CRAFT WORKERS

The EEOC describes Skilled Craft Workers as occupations in which workers perform jobs
which require special manual skill and a thorough and comprehensive knowledge of the
processes involved in the work which is acquired through on-the-job training and
experience or through apprenticeship or other formal training programs.

The City reported 2297 employments in this category which includes mechanics and
repairers, electricians, heavy equipment operators, stationary engineers, carpenters, water
and sewage treatment plant operators. The largest classes in this category are Stationary
Engineer and Electrical Transit Mechanics.

CCSF WORKFORCE COMPOSITION: SKILLED CRAFT WORKERS

White Black Hispanic Asian Filipino Amind Total
Female 32 17 11 12 2 0 74
1.5% 0.8% 0.5% 0.6% 0.1% 0.0% 3.6%
Male 984 138 254 415 202 17 2010
47.2% 6.6% 12.2% 19.9% 9.7% 0.8% 96.4%
Total 1016 155 265 427 204 17 2084
48.8% 74% 12.7% 20.5% 9.8% 0.8% 100.0%

The Special EEO Tabulation of the 2000 Census reported the availability of skilled craft

workers as follows:

Labor Market Availability White Black Hispanic Asian | Filipino Amind Total
Female 3.3% 0.5% 1.7% 3.6% 0.0% 9.4%
Male 43.2% 4.6% 21.1% 16.8% 0.4% 89.7%
Total 46.5% 5.1% 22.8% 20.4% 0.4% 99.1%

Skilled Craft Workers are frequently viewed as traditionally male dominated jobs. In the
City, females comprise only 3.6% of jobs in this category, at a utilization rate of 38%. In
this occupational category, all Female groups except Black Females, are utilized at less
than 50% of their labor market availability. By race/ethnicity, Hispanics are also
underutilized in this category.

City jobs in the Skilled Craft Workers category typically require completion of an
apprenticeship program plus some journey-level work experience. Although many labor
unions that run apprenticeship programs are open to minority and women members, their
memberships are still underrepresented in these groups. Unless the City provides its own
apprenticeship programs, City employment in the Skilled Craft Workers category will
continue to be limited by union referrals and graduates.
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Utilization: Skilled Craft Workers
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The successtful utilization of Black females in this occupational category is attributed
largely to the City’s apprenticeship program for Stationary Engineer, Sewage Plant. The
program was created decades ago, targeted to provide training and employment
opportunities to residents in the City’s southeast neighborhood. Today, Black females
comprise nearly 6% of jobs in the journey level Stationary Engineer, Sewage Plant, job
class. In this job class, women now comprise over 9% of the workforce. In the apprentice
level job class, women comprise 22% of 18 apprentices.

The City’s Utility Plumber Apprentice program has also increased minority and female
representation in its respective journey level class, but less successfully than the
Stationary Engineer apprenticeship program.

Recommendations have been made by various groups for the City to initiate additional
training programs in the skilled craft occupations. The City’s contracts with various
skilled craft labor organizations now include provisions for establishment of
apprenticeship programs in more than a dozen job classes.
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H. OCCUPATIONAL CATEGORY: SERVICE MAINTENANCE WORKERS

The EEOC describes Service Maintenance Workers as occupations in which workers
perform duties which result in or contribute to the comfort, convenience, hygiene or safety
of the general public or which contribute to the upkeep and care of buildings, facilities or
grounds of public property.

Service Maintenance Workers comprise the second largest occupational category in the
City, with 5204 employments reported. City jobs in this category include: laundry
operatives, truck and bus drivers, custodial employees, gardeners, construction laborers,
porters, asphalt workers, camp assistants, watershed keepers, transit car cleaners, etc.

CCSF WORKFORCE COMPOSITION: SERVICE MAINTENANCE WORKERS

White Black Hispanic Asian Filipino Amind Total
Female 152 603 153 291 71 7 1277
2.9% 11.6% 2.9% 5.6% 1.4% 0.1% 24.5%
Male 797 1076 700 882 450 22 3927
15.3% 20.7% 13.5% 16.9% 8.6% 0.4% 75.5%
Total 949 1679 853 1173 521 29 5204
18.2% 32.3% 16.4% 22.5% 10.0% 0.6% 100.0%

Labor Market Availability White Black Hispanic Asian | Filipino | Amind Total
Female 13.3% 3.0% 11.2% 12.6% 0.2% 41.5%
Male 18.8% 4.3% 18.7% 13.8% 0.2% 57.6%
Total 32.1% 7.3% 29.9% 26.4% 0.4% 99.1%

Utilization: Service Maintenance Workers
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In this category, Blacks are employed at approximately four times their labor market
availability. Asian males are utilized at almost twice their labor market availability. All
other groups are utilized below availability in this category, with White and Hispanic
females at approximately one-fourth of their labor market availability.

Classes with the most employments in this category are: Transit Operator, Custodian and
General Laborers. See Part 111 for utilization analyses of these job classes.
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PART III: WORKFORCE BY SELECTED JOB CLASSES

Job classes selected for utilization analysis review were based on a number of factors

including: large numbers of employees in the job class, applicants enter City employment

in these job classes, selection provides sampling of various occupational categories and job

classes are readily matched to similar census data.

1. REGISTERED NURSES

Registered Nurses perform professional nursing duties in hospitals and other institutions;

administers treatment to patients as instructed by physician; observes patients' symptoms;

keeps related charts and records in accordance with standard practices; may direct the

work of subordinate assistants. Minimum qualifications include graduation from an

accredited school of nursing or an equivalent combination of training and experience.

The City reported 1108 employments in the Registered Nurse classification; with 915 or

82.6% women, and 193 or 17.4% men. Despite the large percentage of women in the

City’s workforce, the utilization rate of women is 94% of their labor market availability

while men in total, are fully utilized compared to availability.

CCSF WORKFORCE COMPOSITION: REGISTERED NURSES

White Black Hispanic Asian Filipino Amind Total
Female 294 47 65 114 393 2 915
26.5% 4.2% 5.9% 10.3% 35.5% 0.2% 82.6%
Male 92 9 13 11 67 1 193
8.3% 0.8% 1.2% 1.0% 6.0% 0.1% 17.4%
Total 386 56 78 125 460 3 1108
34.8% 5.1% 7.0% 11.3% 41.5% 0.3% 100.0%

The Special EEO Tabulation of the 2000 Census reported the availability of registered

nurses as follows:

Labor Market Availability White Black Hispanic Asian | Filipino | Amind Total
Female 53.0% 4.8% 4.4% 22.6% 0.2% 87.9%
Male 7.5% 0.7% 0.4% 2.0% 0.0% 11.2%
Total 60.4% 5.5% 4.8% 24.5% 0.2% 99.0%

In comparison to the available labor market, Hispanics and Asians are fully utilized;

Blacks slightly underutilized, and Whites females are underutilized. White and Black
women are underutilized, possibly due to their declining population percentages in the
geographic area, or perhaps due to competition and incentives offered by private and

other hospitals.

Filipino women hold the largest number, 393, or 35.5% of Registered Nurse positions.

The representation of Filipinos and Asians as Nurses is twice their availability in the
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relevant labor market. These statistics reflect the shortage of U.S. trained nursing
professionals nationwide and the continuing need by the health care industry to recruit
professionals from other countries.

Utilization: Registered Nurses
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In recent years, the Department of Public Health has implemented measures to
streamline the selection process for Registered Nurses. For example, applicants are hired
as soon as possible after they are deemed to be qualified rather than waiting to be tested
and referred from an eligible list. Job notices announce that new nurses will receive
monetary bonuses after 6, 12, 18, 24 months of service in the City. Employees in other job
classes are provided work schedule and other incentives and tuition assistance to pursue
college degrees in nursing. Nonetheless, private and other health care institutions offer
stiff competition to hire nurses.

Department of Human Resources staff consulted with the Department on the Status of
Women to identify if the City might have practices or barriers that specifically inhibit
White female registered nurses from applying for City jobs. The Status of Women
suggested that they could assist DHR to conduct focus groups with registered nurses to
determine if there are reasons that White women are not choosing to work for the City.
The focus groups would explore issues such as compensation, employment benefits, work
assignments and flexible work schedules.
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2. ENGINEERS

Engineers in classes 5207 Associate Engineer and 5241 Engineer are primarily employed in
the Public Works, Public Utilities, Airport, Public Transportation, Building Inspection
and Port departments of the City. Employees in these job classes are required to possess a
current Certificate of Registration as a Professional Engineer in the State of California.

CCSF WORKFORCE COMPOSITION: ENGINEERS (5207, 5241)

White Black Hispanic Asian Filipino Amind Total
Female 11 0 4 28 2 0 45
4.1% 0.0% 1.5% 10.4% 0.7% 0.0% 16.7%
Male 51 6 10 132 25 1 225
18.9% 2.2% 3.7% 48.9% 9.3% 0.4% 83.3%
Total 62 6 14 160 27 1 270
23.0% 2.2% 5.2% 59.3% 10.0% 0.4% 100.0%
The 2000 Census reported the availability of professional engineers as follows:
Labor Market Availability White Black Hispanic Asian | Filipino | Amind Total
Female 5.9% 0.3% 0.6% 4.5% 0.0% 11.6%
Male 49.5% 1.6% 4.3% 30.2% 0.1% 87.5%
Total 55.5% 1.9% 5.0% 34.7% 0.1% 99.1%

A total of 270 employees were reported in this job group, with 225, or 83.3% men and 45,
or 16.7% women. Both men and women are utilized at rates comparable to relevant labor

market availability percentages.

Blacks, Hispanics and Asians are represented above availability percentages; however,
there are no Black women currently employed in the City’s Engineer positions. White

men and women appear to be underutilized; however the City has not identified any

reasons specific for their underutilization.

Utilization: Engineers
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Employees at the Associate Engineer and Engineer levels are frequently promoted from
lower level engineering positions within the City. Some employees entered the City’s civil
service system as student engineering trainees while they were still enrolled in college, and
promoted to higher level jobs over time. This internship program was utilized (pre
Proposition 209) to successfully target recruitment of Blacks, Hispanics and women into
engineering, architecture, and related jobs. The program is still operational, but without
targeted recruitment. The program will be reviewed to ensure that it is inclusive of all
groups.

In addition, employers frequently compete for graduating engineering students at

university job fairs. Although the City participates in recruitment events, it is unable to
make job offers students as other employers do.
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3. ATTORNEYS

The City’s 356 Attorneys are employed primarily in the Offices of the City Attorney,
Public Defender and District Attorney. Attorneys serve at the pleasure of the appointing
officers and are not required to take a civil service examination.

CCSF WORKFORCE COMPOSITION: ATTORNEYS

White Black Hispanic Asian Filipino Amind Total
Female 120 21 19 28 2 2 192
33.7% 5.9% 5.3% 7.9% 0.6% 0.6% 53.9%
Male 116 7 16 19 6 0 164
32.6% 2.0% 4.5% 5.3% 1.7% 0.0% 46.1%
Total 236 28 35 47 8 2 356
66.3% 7.9% 9.8% 13.2% 2.2% 0.6% 100.0%

The Special EEO Tabulation of the 2000 Census reported the availability of attorneys and

lawyers as follows:

Labor Market Availability White Black Hispanic Asian | Filipino Amind Total
Female 26.5% 1.4% 2.0% 4.7% 0.0% 35.7%
Male 53.6% 1.9% 1.9% 4.7% 0.1% 63.6%
Total 80.1% 3.3% 3.9% 9.4% 0.1% 99.3%

There are more women than men in the City’s workforce of Attorneys, showing women to

be represented at higher percentages than in the relevant labor market and men are

represented at lower percentages than are available. By race and ethnicity, all groups

except White men, are represented at, or above, labor market availability.

All attorneys in the City are hired by elected officials. This may explain the higher
utilization percentages of women, Blacks, Hispanics and Asians/Filipinos.
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4. ELIGIBILITY WORKERS

Eligibility Workers perform a variety of technical duties in the review and determination

of initial and continuing client eligibility for a variety of public assistance programs.
Eligibility Workers are assigned primarily to the Public Health and Human Services

departments.

The City reported 153 employees in class 2903 Eligibility Worker and 313 employees in

class 2905 Senior Eligibility Worker. By gender, women comprise 77% of the City’s

eligibility worker positions; men comprise 23%. Compared to the labor market, men are

represented at 85% of availability; women are represented at 105% of availability.

CCSF WORKFORCE COMPOSITION: ELIGIBILITY WORKERS (2903, 2905)

White Black Hispanic Asian Filipino Amind Total
Female 35 50 75 115 83 1 359
7.5% 10.7% 16.1% 24.7% 17.8% 0.2% 77.0%
Male 13 2 28 36 28 0 107
2.8% 0.4% 6.0% 7.7% 6.0% 0.0% 23.0%
Total 48 52 103 151 111 1 466
10.3% 11.2% 22.1% 32.4% 23.8% 0.2% 100.0%
The 2000 Census reported the availability of eligibility workers as follows:
Labor Market Availability White Black Hispanic Asian | Filipino | Amind Total
Female 23.5% 13.5% 12.9% 21.7% 0.1% 73.5%
Male 11.2% 0.3% 3.8% 11.5% 0.0% 26.9%
Total 34.7% 13.8% 16.7% 33.2% 0.1% 100.4%

By race and ethnic groups, Hispanics and Asians are utilized at greater rates than their
respective availability rates. White men and women are underrepresented at rates of 25%

and 32%. Black women are also underrepresented, but less so, compared to their
availability in the eleven-county labor market. Black men are utilized at 125% of

availability.
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Eligibility Worker applicants are required to have clerical experience that involved direct
public contact and interviewing of clients or customers to collect information; or
equivalent education substitution. These requirements do not appear to be unrealistic for
any racial or gender groups, particularly White men or women, or Black women.

However, Eligibility Workers must serve San Francisco’s diverse population, including
many clients/patients who do not speak much English. Therefore, many Eligibility
Worker positions also require bilingual proficiency in another language such as Spanish,
Chinese, Vietnamese, or Russian in addition to English. Labor market availability data
do not appear to reflect bilingual proficiency requirements.
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5. LICENSED VOCATIONAL NURSES

The City’s 213 Licensed Vocational Nurses perform routine duties in providing nursing

care to patients. Employees in this job class must possess a California Vocational Nurse

License.

CCSF WORKFORCE COMPOSITION: LICENSED VOCATIONAL NURSES

White Black Hispanic Asian Filipino Amind Total
Female 14 28 16 12 102 172
6.6% 13.1% 7.5% 5.6% 47.9% 0.0% 80.8%
Male 13 2 7 2 17 41
6.1% 0.9% 3.3% 0.9% 8.0% 0.0% 19.2%
Total 27 30 23 14 119 213
12.7% 14.1% 10.8% 6.6% 55.9% 0.0% 100.0%
The Special EEO Tabulation of the 2000 Census reported the availability of license
vocational nurses as follows:
Labor Market Availability White Black Hispanic Asian | Filipino | Amind Total
Female 24.1% 16.6% 12.7% 22.7% 0.4% 81.0%
Male 7.3% 1.1% 2.2% 5.3% 1.1% 18.0%
Total 31.5% 17.7% 14.9% 28.0% 1.4% 99.0%

Labor market data indicates that women comprise more than 80% of availability while
men are less than 20% of all LVNs. In the City, men and women are utilized at

approximately these rates. By race and ethnicity, Asians and Filipinos, and Hispanic men,
are fully utilized, compared to their availability rates in the relevant labor market. All
other groups appear to be underutilized.

Utilization: Licensed Vocational Nurses
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6. POLICE OFFICERS

The City reported 1546 employments in three Police Officer job classes, Q2, Q3, and Q4.

CCSF WORKFORCE COMPOSITION: POLICE OFFICERS (Q2, Q3, Q4

White Black Hispanic Asian Filipino Amind Total
Female 141 31 48 19 11 1 251
9.1% 2.0% 3.1% 1.2% 0.7% 0.1% 16.2%
Male 657 120 203 229 80 6 1295
42.5% 7.8% 13.1% 14.8% 5.2% 0.4% 83.8%
Total 798 151 251 248 91 7 1546
51.6% 9.8% 16.2% 16.0% 5.9% 0.5% 100.0%

The Special EEO Tabulation of the 2000 Census reported the availability of police officers

as follows:

Labor Market Availability White Black Hispanic Asian | Filipino Amind Total
Female 8.8% 3.6% 2.1% 2.6% 0.0% 17.3%
Male 49.8% 8.6% 11.0% 10.8% 0.1% 81.9%
Total 58.6% 12.2% 13.1% 13.4% 0.1% 99.2%

Men and women are employed at rates that are substantially similar to labor market

availability rates.

White females, Black males, Hispanic males and females, and Asian males are also
represented at rates that are substantially similar to labor market availability rates.

White males, Black females, and Asian females are represented at lower rates.

Utilization: Police Officers
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DHR’s annual report on police and fire hiring presented data on applications for Police

Officer from November 2005 through April 2006. Of 3929 applications received during

this period, 36% of the applicants were White, significantly less than labor market

availability. 13% of the applicants identified as Black, 21% Hispanic, 17% Asian, 9%
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Filipino, 1% American Indian and 3% did not self identify race or ethnicity. 81% of
applicants were male; 18% female, and 1% undeclared.

Further analysis will be needed to determine why certain groups are underutilized in the
Police Officer job classes. Such analysis will include review of recruitment and selection
statistics, as well as turnover rates at various stages of training and employment. For
example, applicants for Police Officer are subjected to a battery of tests including written,
physical ability and oral examinations, review of judicial and driving records,
psychological and medical examinations, vision and hearing tests, background
investigation, polygraph test, and testing for use of controlled substances. Upon
appointment, candidates must successfully complete classroom and field training
programs. DHR’s Public Safety examination team will continue to collect and analyze
data.

DHR and the Police Department have been working to aggressively recruit new
applicants; expedite the examination process and minimize attrition in the selection
process. A comprehensive advertising campaign in under way. In addition, applications
are accepted continuously and on-line. DHR’s Public Safety Examination Unit has
established an accelerated schedule where the written, physical agility and oral interview
are administered in a 90-day period.

Many studies have been conducted on retention of women in law enforcement occupations.

The findings from those reports will also be reviewed to determine if they apply to San
Francisco’s Police Officer workforce.
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7. FIREFIGHTERS

The City reported 1059 employments as Firefighter, with 14.4% female and 85.6% male.

CCSF WORKFORCE COMPOSITION: FIREFIGHTERS

White Black Hispanic Asian Filipino Amind Total
Female 77 17 26 24 7 2 153
7.3% 1.6% 2.5% 2.3% 0.7% 0.2% 14.4%
Male 449 83 138 174 56 6 906
42.4% 7.8% 13.0% 16.4% 5.3% 0.6% 85.6%
Total 526 100 164 198 63 8 1059
49.7% 9.4% 15.5% 18.7% 5.9% 0.8% 100.0%

The Special EEO Tabulation of the 2000 Census reported the availability of firefighters as

follows:
Labor Market Availability White Black Hispanic Asian | Filipino | Amind Total
Female 11.4% 2.3% 0.2% 0.0% 0.0% 16.9%
Male 57.1% 5.8% 8.9% 7.7% 0.4% 82.8%
Total 68.5% 8.1% 9.1% 7.7% 0.4% 99.7%

Compared to Census data, Black men, Hispanic men and women and Asian men are

utilized in the City at rates greater than their availability. White men and women and

Black women are at rates lower than availability. The Census Special EEO Tabulation

report showed ‘zero’ Asian or Filipino women in its sample available labor market,

although the City reported 24 Asian female and 7 Filipino female employees.
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Utilization: Firefighters
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Firefighter examinations are administered infrequently; interested applicants sometimes

wait for years for the City to accept applications. In addition, promotional examinations

in the fire series have not been administered for many years. Firefighters with many years

of service are unable to compete for permanent promotional opportunities. DHR’s Public

Safety Examination team is working to address these issues.
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8. DEPUTY SHERIFF

Deputy Sheriffs are peace officers assigned to work in the County jails and in the Courts,

responsible for the custody and supervision of prisoners. They may enter employment as
civilian 8300 Sheriff Cadets or as sworn 8302 Deputy Sheriffs I. 8302’s advance to 8304

Deputy Sheriff after successful completion of an 18-month academy training program.

Education and experience qualifications to job class 8302 are relatively minimal, requiring

either one year of satisfactory work experience or one year of college coursework, or an
equivalent combination of education and experience. Candidates must successfully pass

written, oral/performance, and physical ability examinations, as well as background

investigation and psychological evaluation.

CCSF WORKFORCE COMPOSITION: DEPUTY SHERIFF

White Black Hispanic Asian Filipino Amind Total
Female 21 56 14 6 1 1 99
3.8% 10.1% 2.5% 1.1% 0.2% 0.2% 17.8%
Male 136 74 92 86 64 4 456
24.5% 13.3% 16.6% 15.5% 11.5% 0.7% 82.2%
Total 157 130 106 92 65 5 555
28.3% 23.4% 19.1% 16.6% 11.7% 0.9% 100.0%
The 2000 Census reported the availability of deputy sheriffs as follows:
Labor Market Availability White Black Hispanic Asian | Filipino | Amind Total
Female 14.0% 8.6% 4.3% 5.1% 0.0% 33.3%
Male 31.1% 9.8% 4.4% 20.8% 0.1% 67.2%
Total 45.1% 18.4% 8.7% 25.9% 0.1% 100.5%

Black men and women, Hispanic men, and Asian men are fully utilized, compared to labor

market availability. White men and women and Hispanic women and Asian women are

represented at less than labor market availability.
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The low percentages of White, Hispanic and Asian females in the City’s deputy sheriff
workforce compared to the available labor market do not appear to be based on minimum
qualifications for the job. Other factors such as test components, work schedules,
compensation, and promotional opportunities will need to be reviewed to determine if
they contribute to low utilization rates for some groups.

Job applications are accepted on a continuous basis. In addition, the City recruits for

Deputy Sheriff applicants by providing employment information at community sponsored
events throughout the San Francisco Bay Area.

38



9. NURSING ASSISTANTS

Nursing Assistants work in hospitals to assist in the care of patients and keeping them

clean and comfortable, taking and recording patients’ physical and medical conditions,

assisting professional staff, transporting patients, etc. They are required to possess a valid

Certified Nursing Assistant Certificate which meets State requirements, or a valid CA

registered nurse or licensed vocational nurse license. The City reported 574 Nursing

Assistants employments.

CCSF WORKFORCE COMPOSITION: NURSING ASSISTANTS

White Black Hispanic Asian Filipino Amind Total
Female 11 69 37 23 323 2 465
1.9% 12.0% 6.4% 4.0% 56.3% 0.3% 81.0%
Male 5 21 9 6 68 0 109
0.9% 3.7% 1.6% 1.0% 11.8% 0.0% 19.0%
Total 16 90 46 29 391 2 574
2.8% 15.7% 8.0% 5.1% 68.1% 0.3% 100.0%
The Special EEO Tabulation of the 2000 Census reported the availability of nursing
assistants as follows:
Labor Market Availability White Black Hispanic Asian | Filipino | Amind Total
Female 16.4% 14.8% 13.0% 31.8% 0.3% 78.7%
Male 5.5% 3.6% 2.6% 8.3% 0.1% 20.5%
Total 21.9% 18.4% 15.6% 40.1% 0.3% 99.3%

Asians/Filipinos comprise 73% of the City’s nursing assistant workforce, compared to 40%

in the available labor market. White men and women comprise only 2.8% of total

employments as Nursing Assistants, or a utilization rate of 13% of labor market

availability. Hispanic men and women comprise approximately 50% of labor market

availability.

200%

Utilization: Nursing Assistants

150%

100%

50%

0% ,l

18

White

Black Hispanic Asian/F

O Female @ Male

Total




10. CLERK TYPISTS

Clerk Typists and Senior Clerk Typists work in nearly every City department, providing

clerical and administrative support. A total of 700 employments were reported in job

classes 1424 Clerk Typist and 1426 Senior Clerk Typist.

CCSF WORKFORCE COMPOSITION: CLERK TYPISTS (1424, 1426)
White Black Hispanic Asian Filipino Amind Total
Female 76 104 87 190 147 0 604
10.9% 14.9% 12.4% 21.1% 21.0% 0.0% 86.3%
Male 27 8 7 28 26 0 96
3.9% 1.1% 1.0% 4.0% 3.7% 0.0% 13.7%
Total 103 112 94 218 173 0 700
14.7% 16.0% 13.4% 31.1% 24.7% 0.0% 100.0%

The Special EEO Tabulation of the 2000 Census reported the availability of clerk typists

as follows:
Labor Market Availability White Black Hispanic Asian | Filipino Amind Total
Female 37.7% 9.5% 11.4% 20.5% 0.2% 82.8%
Male 9.0% 0.3% 1.7% 4.1% 0.0% 15.8%
Total 46.7% 9.8% 13.1% 24.6% 0.2% 98.6%
Utilization: Clerk Typists
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Black males and females, Asian males and females, and Hispanic females are well

represented as Clerk Typists. White males, White females, and Hispanic males are

represented at less than labor market availability.

The minimum qualifications for Clerk Typists are relatively minimal, resulting in many

more applications received than there are vacancies. Due to the large numbers of
applications that are received and processed, the City must limit the availability of

applications to a few periods of time in a year. Qualified candidates who are able to find

employment opportunities elsewhere do not need to wait for City openings.
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11. STATIONARY ENGINEERS

Stationary Engineers operate, maintain, troubleshoot and repair a wide variety of

pumping, heating, ventilating, air conditioning, refrigeration and other machinery or

equipment in a large complex or multi-faceted facility. They are required to have four

years of journey level experience or have completed a recognized apprenticeship program.

CCSF WORKFORCE COMPOSITION: STATIONARY ENGINEERS

White Black Hispanic Asian Filipino Amind Total
Female 1 2 1 1 0 0 5
0.6% 1.1% 0.6% 0.6% 0.0% 0.0% 2.9%
Male 75 10 18 23 41 2 169
43.1% 5.7% 10.3% 13.2% 23.6% 1.1% 97.1%
Total 76 12 19 24 41 2 174
43.7% 6.9% 10.9% 13.8% 23.6% 1.1% 100.0%

The Special EEO Tabulation of the 2000 Census reported the availability of stationary

engineers as follows:

Labor Market Availability White Black Hispanic Asian | Filipino | Amind Total
Female 4.7% 0.5% 0.1% 0.0% 0.0% 7.0%
Male 58.0% 2.7% 7.8% 18.1% 0.2% 92.0%
Total 62.8% 3.2% 8.0% 18.1% 0.2% 99.0%

In this job class, Blacks and Hispanics are fully represented in comparison to the available

labor market; Asian/Filipino males are also fully represented. White men and women

appear underrepresented. Census data reported that no Asian/Filipino women are

available in this profession, although the City has one Asian female employee.

Utilization: Stationary Engineers
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The City’s apprenticeship programs for Stationary Engineer have successfully contributed

to the current representation of Blacks, Hispanics, and Asians/Filipinos in this job class.
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12. TRANSIT OPERATORS

Transit Operators operates a variety of transit vehicles such as coaches, cable cars,

streetcars and light rail vehicles; transports passengers along a specific route and makes

designated stops as required; accepts fares, issues transfers, gives general directional

information.

The City reported 2093 employments in this job class, with 26% women and 74% men.

CCSF WORKFORCE COMPOSITION: TRANSIT OPERATORS

White Black Hispanic Asian Filipino Amind Total
Female 32 425 48 20 11 536
1.5% 20.3% 2.3% 1.0% 0.5% 0.0% 25.6%
Male 103 615 250 418 167 4 1557
4.9% 29.4% 11.9% 20.0% 8.0% 0.2% 74.4%
Total 135 1040 298 438 178 4 2093
6.5% 49.7% 14.2% 20.9% 8.5% 0.2% 100.0%

Blacks comprise nearly 50% of total Transit Operator jobs; Asians and Filipinos comprise

nearly 30% of total jobs. Both groups are utilized above 100% of availability.

The Special EEO Tabulation of the 2000 Census reported the availability of transit

operators as follows:

Labor Market Availability White Black Hispanic Asian | Filipino Amind Total
Female 10.2% 11.3% 4.8% 0.8% 0.3% 28.1%
Male 16.7% 18.5% 13.5% 18.7% 0.4% 70.5%
Total 26.9% 29.8% 18.3% 19.4% 0.7% 98.6%

White males, White females and Hispanic females are represented at rates lower than

their labor market availability.
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13. CUSTODIANS

Custodians perform routine manual cleaning tasks in public buildings, schools, other

facilities and surrounding areas. The City reported 568 employments in this job class.

Asians and Filipinos comprise nearly 65% of positions.

CCSF WORKFORCE COMPOSITION: CUSTODIANS

White Black Hispanic Asian Filipino Amind Total
Female 3 27 29 153 8 2 222
0.5% 4.8% 5.1% 26.9% 1.4% 0.4% 39.1%
Male 20 65 53 147 60 1 346
3.5% 11.4% 9.3% 25.9% 10.6% 0.2% 60.9%
Total 23 92 82 300 68 3 568
4.0% 16.2% 14.4% 52.8% 12.0% 0.5% 100.0%

The Special EEO Tabulation of the 2000 Census reported the availability of professional

workers as follows:

Labor Market Availability White Black Hispanic Asian | Filipino Amind Total
Female 3.2% 1.9% 14.9% 6.8% 0.1% 27.2%
Male 16.7% 7.4% 28.8% 17.1% 0.1% 71.9%
Total 19.9% 9.4% 43.7% 23.9% 0.2% 99.1%

Blacks and Asians/Filipinos are utilized well over their labor market availability in the

City’s custodian positions. Whites and Hispanics are underutilized. Although job
qualifications for Custodians are minimal, the City has hired a large proportion of

candidates from community college custodial training programs.

Utilization: Custodians
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14. GENERAL LABORERS

General Laborers performs a variety of manual labor tasks such as removing debris from

construction, maintenance, wrecking, or repair work; loading and unloading materials,

supplies, furniture, and equipment; and operating various types of equipment and

machinery including pneumatic and hand tools. The City reported 348 General Laborer

employments.

CCSF WORKFORCE COMPOSITION: GENERAL LABORERS

White Black Hispanic Asian Filipino Amind Total
Female 6 12 2 5 1 1 27
1.7% 3.4% 0.6% 1.4% 0.3% 0.3% 7.8%
Male 89 85 88 37 18 4 321
25.6% 24.4% 25.3% 10.6% 5.2% 1.1% 92.2%
Total 95 97 90 42 19 5 348
27.3% 27.9% 25.9% 12.1% 5.5% 1.4% 100.0%

The Special EEO Tabulation of the 2000 Census reported the availability of construction

laborers as follows:

Labor Market Availability White Black Hispanic Asian | Filipino Amind Total
Female 0.9% 0.6% 0.7% 0.1% 0.0% 2.3%
Male 21.7% 5.0% 46.1% 15.6% 0.2% 96.7%
Total 28.6% 5.7% 46.8% 15.7% 0.2% 99.0%

Census data reports that Hispanic males comprise 46% of the available labor market. In

the City, Hispanic males comprise over 25% of General Laborer jobs. In the City,

General Laborer positions are highly competitive among large applicant pools, and subject

to civil service examinations.

Utilization: General Laborers
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CONCLUSIONS

U.S. Census sample data collected in 2000 does not appear to reflect the 2006
demographics of the San Francisco area labor market.

The City’s workforce reflects diversity in all areas of employment. With a few exceptions,
Blacks, Hispanics, Asians, and Filipinos are well represented citywide and in all
occupational categories.

Whites appear to be underutilized in comparison to labor market availability data,
however, the statistics from the 2000 Census seem to be outdated. More current data
show that Whites in the local population is declining, suggesting that Whites in the local
labor market is also declining. Also, data on turnover rates show that Whites are leaving
City employment at the highest rate among racial/ethnic groups. White females, although
available in the labor market, appear to be choosing to work for employers other than the

City & County of San Francisco.

Special attention will be needed to identify if there are employment barriers to women in
Skilled Craft and Service Maintenance Workers categories.

Civil Service reform proposals introduced by the Human Resources Director include
programs designed to improve the City’s hiring process for all groups. These proposals
include outreach and recruitment programs to ensure that all segments of the community
have access to information about job openings in the City; procedures to expedite the
City’s application and selection processes; and training programs to develop job skills
needed in City employment.

UTILIZATION SUMMARY AT A GLANCE

0CC # WHITE BLACK HISPANIC ASIAN & FILIPINO TOTAL
F M F M F M F M F M
A 847 o o ° ° ° ° ° ° ° °
B 7619 o o ° ° ° ° ° ° ° °
C 2543 o ° ° ° ° ° ° ° ° °
D1 4239 o ° ° o ° ° o ° o °
D2 142 o o ° ° ° o ° ° ° o
E 1750 NA NA NA NA NA NA NA NA NA NA
F 3113 o o ° ° ° o ° ° ° o
G 2084 ) ° ° ° o o o ° o °
H 5204 o o ° ° o o o ° o °

M: male; F: female; American Indian not included due to small availability percentages

OCC: occupational categories; A: Officials & Administrators; B: Professionals; C: Technicians; D1: Protective Service, Sworn; D2:
Protective Service, Non-Sworn; E: Paraprofessionals; F: Administrative Service; G: Skilled Craft; H: Service Maintenance

o: less than 90%; e:90% or more; NA: comparisons not available
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RECOMMENDATION: Accept report.

APPENDICES
A. Labor Market Availability by 11 California Counties,
B. Notes and Selected Text from 2005 EEO Workforce Utilization Analysis
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APPENDICE A: LABOR MARKET AVAILABILITY, 11 CALIFORNIA COUNTIES, BY CITY EMPLOYEE (2005) RESIDENCY PROPORTIONS, 2000 U.S. CENSUS

San Francisco

45.00%
San Mateo

21.40%
Marin

3.10%
Alameda

10.30%
Contra Costa

10.40%
Solano

4.50%
Sonoma

2.20%
Santa Clara

0.70%
Sacramento

0.60%
San Joaquin

0.50%
Tuolumne

0.40%

99% Total

Total
Male

54.5
24.525

54
11.556

53
1.643

53.1
5.4693

53.6
5.5744

52.5
2.3625

53.4
1.1748

56.5
0.3955

52.1
0.3126

54.8
0.274

52.9
0.2116

53.4987

White

29.2

13.14

28.6
6.1204

428
1.3268

24.5
2.5235

33.3
3.4632

27.8
1.251

39.8
0.8756

26.9
0.1883

32.7
0.1962

281
0.1405

472
0.1888

29.4143

Black

2.7

1.215

1.5
0.321

0.9
0.0279

5.9
0.6077

3.8
0.3952

6.4
0.288

0.9
0.0198

1.5

0.0105

0.024

2.7
0.0135

0.3
0.0012

2.9238

Hispanic

7.1

3.195

10.9
2.3326

5.7
0.1767

9.5
0.9785

8.7
0.9048

8.9
0.4005

9.4
0.2068

1.9
0.0833

7.7
0.0462

16.7
0.0835

3.1
0.0124

8.4203

Asian

13.6

6.12

1.2
2.3968

2.1
0.0651

10.8
1.1124

5.8
0.6032

6.8
0.306

1.6
0.0352

14.3
0.1001

54
0.0324

5.2
0.026

0.6
0.0024

10.7996

AI/AN

0.2

0.09

0.1
0.0214

0.1
0.0031

0.2
0.0206

0.2
0.0208

0.3
0.0135

0.5
0.011

0.2
0.0014

0.4
0.0024

0.3
0.0015

0.6
0.0024

0.1881

Other

1.7

0.765

1.7
0.3638

1.3
0.0403

2.1
0.2163

1.8
0.1872

23
0.1035

14
0.0308

1.7

0.0119

0.012

2
0.01

1.2
0.0048

1.7456

Total
Female

455
20.475

46
9.844

47
1.457

46.9
4.8307

464
48256

475
21375

46.6
1.0252

435
0.3045

479
0.2874

45.2
0.226

471
0.1884

45.6013

White

22.5

10.125

235
5.029

384
1.1904

216
2.2248

28.2
2.9328

24.6
1.107

36.9
0.8118

21
0.147

30
0.18

24.5
0.1225

414
0.1656

24.0359

Black

26

1.17

1.6
0.3424

0.8

0.0248

0.721

4.5
0.468

7.1
0.3195

0.5
0.011

1.2
0.0084

44
0.0264

2.8
0.014

3.1055

Hispanic

5.3

2.385

8.6
1.8404

3.9
0.1209

6.7
0.6901

6.3
0.6552

6.4
0.288

5.9
0.1298

8.8
0.0616

6.3
0.0378

1.4
0.057

3.2
0.0128

6.2786

Asian

13.7

6.165

10.7
2.2898

25
0.0775

9.5
0.9785

5.6
0.5824

7.1
0.3195

1.6
0.0352

1"
0.077

4.8
0.0288

46
0.023

0.4
0.0016

10.5783

AI/AN

0.1

0.045

0.1
0.0214

0.1
0.0031

0.2
0.0206

0.2
0.0208

0.3
0.0135

0.4
0.0088

0.2
0.0014

0.4
0.0024

0.3
0.0015

0.8
0.0032

0.1417

Other

1.3

0.585

1.5
0.321

1.2
0.0372

1.9
0.1957

1.6
0.1664

22
0.099

1.3
0.0286

14
0.0098

1.9
0.0114

1.6
0.008

1.3
0.0052

1.4673

100

100

99.8

99.9

100

100.2

100.2

100.1

100

100.2

100.1

99.1






NOTES AND SELECTED TEXT FROM 2005 EEO WORKFORCE UTILIZATION ANALYSIS REPORT

...the U.S. Department of Justice, Office of Civil Rights, (28 CFR 42.301 et seq) requires
that the City & County of San Francisco (City) submit an Equal Employment Opportunity
(EEO) Plan to be eligible to receive federal criminal justice funds. The plan is to include a
breakdown of the agency’s workforce, and identification of underutilization, if any, as well
as identification of objectives to address findings of underutilization. Also, the City’s
Municipal Transportation Agency (MTA) is required to submit an EEO Plan to the Federal
Transit Agency.

The California Constitution, as amended by Proposition 209, prohibits State and local
government agencies from discriminating against or granting preferential treatment to any
individual or group on the basis of race, sex, color, ethnicity, or national origin in the
operation of public employment, education, or contracting. The State does not however
prohibit the collection of statistical data and reporting of underutilization by racial or
gender categories to monitor employment practices. The State also “does not prevent
government agencies from engaging in inclusive public sector outreach and recruitment
programs that, as a component of general recruitment, may include, but not be limited to,
focused outreach and recruitment of minority groups and women if any group is
underrepresented in entry level positions of a public sector employer.”

The City’s reports includes six racial/ethnic groups, five of which are required by the EEOC
(White, Black, Hispanic, Asian, American Indian/Alaskan Native), and one which is
required by California State Government Code §50087 (Filipino).

In the 2000 Census, respondents were allowed to identify themselves in one or more of 15
groups under ‘race’ and additionally identify whether or not they are of Hispanic origin.
The Census Bureau then compiled data into Census 2000 Special EEO Tabulation Files
which include six single race groups (White, Black, Hispanic, Asian, Other Pacific Islander,
and American Indian/Alaskan Native), a group for those identifying as ‘some other race’,
four two-group combinations, as well as a category for persons identifying more than two
races. Detailed data on Filipinos in the labor market is not reported.

Labor market data on Asians includes census groups: ‘Asian non-Hispanic’ and ‘Other
Pacific Islander non-Hispanic’. ONH (Other non-Hispanic) includes census groups: ‘Black
& White non-Hispanic’, ‘American Indian/Alaskan Native & White non-Hispanic’,
‘American Indian/Alaskan Native & Black non-Hispanic’, ‘Asian & Black non-Hispanic’,
‘Asian & White non-Hispanic’, and ‘Balance 2+ Races non-Hispanic’. Data on “Other non-
Hispanics” was not used in this report because the City does not currently collect
information for a comparable grouping.

Relevant labor market is described as the pool of individuals who possess the requisite
qualifications for the job within the geographic area in which the agency can reasonably
expect to recruit. Data on the relevant labor market is compiled from the Census 2000

Special EEO Tabulation Files.



In order to determine the geographic area for the City’s relevant labor market, DHR staff in
2005, reviewed City employees’ residency by address zip codes and found that 99% of the
City’s workforce reside in eleven California counties. Labor market data for the eleven
counties were compiled, proportional to the respective percentage in the City’s workforce,
to establish the City’s available labor market. For example, 45% of the City’s workforce
resides in San Francisco, so the San Francisco labor market data from the U.S. Census
accounts for 45% of the City’s relevant labor market data. The eleven counties include: San
Francisco (45%), San Mateo (21.4%), Marin (3.1%), Alameda (10.3%), Contra Costa
(10.4%), Solano (4.5%), Sonoma (2.2%), Santa Clara (0.7%), Sacramento (0.6%),
Tuolomne (0.4%), and San Joaquin (0.5%).

The City reports workforce composition by broad occupational categories to the EEOC and
Department of Justice. However, these two agencies, and the Census Bureau, each have
slightly different occupational categories and/or descriptions of jobs within categories. For
example, the EEOC identifies ‘Chief of Police’ as an Official and Administrator; the
Department of Justice identifies the job as Protective Service—Officials; and the Census
maps the job to Protective Service: Sworn. The City’s HRMS is currently mapped to
EEOC occupational categories.

In 2003, the City submitted its EEO-4 Report to the EEOC and reported these

occupational categories:
¢ Officials and Administrators
¢ Professionals
¢ Technicians
¢ Protective Service Workers
e Paraprofessionals
¢ Administrative Support Workers
¢ Skilled Craft Workers

¢ Service Maintenance Workers.

In 2004, the City submitted its EEO Plan to the Department of Justice, which required

these categories:
¢ Officials/Administrators
e Professionals
¢  Technicians
¢ Protective Services
o Officials (all sworn beyond entry-level)
0 Patrol Officers (all entry-level sworn officers)
e Para-professionals
¢ Office/Clerical
e Skilled Craft

¢ Service Maintenance.

In December 2003, the Census Bureau released Special EEO Tabulation Files, which

included for state and local government reporting, these occupational categories:
*  Officials/Administrators
*  Professionals
*  Technicians



Protective Service: Sworn
Protective Service: Non-sworn
Administrative Support
Skilled Craft

Service Maintenance.

Six of eight categories are substantially identical for all three agencies. However, the
Census did not include a summary category for Paraprofessionals. And, the categories for
Protective Services are described differently in each of the three agencies. Therefore, in this
report, data for these categories will be presented, but utilization will not be calculated.

The occupational categories specified in the U.S. Census Special 2000 EEO Tabulation Files
were used in the 2006 EEO Workforce Utilization Analysis Report.

Data presented in the 2006 EEO Workforce Utilization Analysis Report represents
employments recorded in the PeopleSoft Human Resources Information System on May 17,
2006. The data includes employees for all City departments, except elected and appointed
officials, as-needed workers, and employments in the School and College Districts and the
Courts.



