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The City of Tacoma (City) continues to position itself to attract, develop and retain a high-performing, 
diverse workforce dedicated to service, integrity, accountability, respect, stewardship, innovation and 
teamwork . The City of Tacoma is an Equal Employment Opportunity employer with a recruitment 
policy and plan. The Equal Employment Opportunity and Recruitment Plan was approved and 
adopted pursuant to the authority contained in Council Resolution No 36220. It is the City's pol icy 
that qualified people be considered for employment, promotion, training and retention without regard 
to race, religion , color, national origin or ancestry, sex, gender identity, sexual orientation, age, 
marital status, familiar status or presence or perceived presence of any sensory mental or physical 
disability. 

The overall plan of the City's Equal Employment Opportunity policy is to promote the recruitment and 
eliminate barriers to hiring, promoting, training and retaining qualified individuals from 
underrepresented or underutilized groups. 

The City Manager and the Director of Public Utilities assume responsibility for implementing the 
City's Equal Employment Opportunity and Recruitment Plan. Department and division directors , 
superintendents, managers and supervisors are responsible for enforcing this plan and the City's 
anti-discrimination policies. 

Currently, the City employs 3,617 permanent employees. This quarterly report is an indication of 
what we look like today. In those areas where the City workforce does not reflect the diversity of the 
city's community workforce, the City commits to using its best efforts to obtain a diverse workforce 
that is reflective of the surrounding city population and labor market, and one that best serves the 
community. 

There are 7 sections in this report: 

• Section 1 is a snapshot of our workforce comparing it to our city population and information that 
reflects the City of Tacoma's demographics by education and occupation 

• Section 2 is the city's population by gender and age. 
• Section 3 is data that reflects our look by gender and ethnicity in EE0-4 and job group 

categories 
• Section 4 is a breakdown by departments including pie charts. 
• Section 5 is the annual salary base breakdown by gender, ethnicity, EEO Category and job 

groups. 
• Section 6 is a copy of the of the City's EEO Plan, and 

• Section 7 is the City's HR 2009 recruitment strategy for employing city of Tacoma residents. 

"It is the policy of the City of Tacoma to provide equal employment opportunities 
and a work environment free from all forms of illegal discrimination and harassment." 

747 Market Street, Room 1520 I Tacoma. Washington 98402-3766 I (253) 591 -5369 I FAX (253) 573-2542 
e-mail: eeo@cityo ftacoma.org I www.cityoftacoma.org 





CITY OF TACOMA COMMUNITIES 

Based on Census Data ~TO<om• 

I 
49% 

2010 1st Quarter Department Breakdown 

by 
Ethnicity and Gender 

Communities- Gender I 
51% I 

City of Tacoma Communities - Ethnicity 

6% 

• Amertc.an lndian/AIJshn 

• Asian o r Pacific Islander 

7 ol. 0 Black/Not Hispanic origin 

8 Hispanic 

• Not Specified/ Other 

OWhite/Not Hispanic 

TOTAL CITY 

General Government and 

Tacoma Public Utilities 

City of Tacoma - Gender I City of Tacoma - Ethnicity I 
2% 6% 

• Amerkan Indian/Alaskan 

• Asian or Pacifk Islander 

D Black/Not Hispanic origin 

• Hispanic 

• Not Specified/Other 
79% 

0 White/Not Hispanic 
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COMPARISON OF CITY POPULATION TO CITY OF TACOMA WORKFORCE 

City ofT acoma Tacoma City 
Communities Government 

Male 49% 72% 
Female 51% ' 28% 

Caucasian 65% 81% 
Black 11% 6% 
Hispanic 7% 3% 
Asian 8% 7% 
American Indian 6% 2% 

PROFILE OF GENERAL DEMOGRAPHIC CHARACTERISTICS OF THE CITY 
OF TACOMA 

Educational Attainment: 
5% Less than 91h grade Education 
11% 91h to 121h with no diploma 
29% High School Graduate (including equivalency) 
27% Some college, no degree 
8% Associate Degree 
13% Bachelor's Degree 
7% Graduate or professional degree. 

Occupation: 
29% Management, professional, and related occupations 
18% Service occupations 
26% Sales and office occupations 
1% Farming, fishing and forestry occupations 
10% Construction, extraction, and maintenance occupations 
16% Production, transportation and material moving occupations 





CITY OF TACOMA 
Population, Gender , and Age 

Total Population 193,556 

Sex 
Male 94,419 
Female 99,137 

Age 
Under 5 years 13,593 
5 to 9 14,026 
10 to 14 14,160 
15 to 19 14,075 
20 to 24 14,212 
25 to 34 29,891 
35 to 44 31,261 
45 to 54 24,971 
55 to 59 8,214 
60 to 64 6,159 
65 to 74 10,428 
75 to 84 8,800 
85 and over 3,766 

49°/o 
51% 

7°/o 
7°/o 
7°/o 
7°/o 
7°/o 
15% 
16% " 

13% 
4°/o 
3°/o 
5°/o 
4 .5% 
2°/o 





2010 Employee Summary Dat a as of 3/31/2010 
EE0-4 by Ethnicity-Gender 

EE0-4 

1 Officials & Administ rators 

2 Professionals 

3 Technician 

4 Protective Service Wo rkers 

5 Paraprofessionals 

6 Administrative Support 

7 Skilled Craft Workers 

8 Service Maintenance 

Grand Totals 

2010 Salary Data Summary 1st QTR.xlsx 

Female 

Male 

Female 

Male 

Female 

Male 

Female 

Male 

Female 

Male 

Female 

Male 

Female 

Male 

Female 

Male 

American Asian or 

Indian/ Pacific 

Alaskan Islan der 

2 

2 3 

6 27 

8 48 

1 5 

4 18 

1 6 

9 31 

1 

1 

5 36 

5 

1 2 

11 24 

1 2 

10 18 

59 229 

Black/Not Not White/Not 

Hispanic Hispanic Specified/ Hispanic Grand Totals 

ori~in Other ori~in 

1 1 33 

6 3 1 61 113 

15 8 17 232 

28 14 21 396 820 

6 3 3 101 

17 11 15 319 503 

5 2 64 

24 15 3 452 612 

1 2 25 

1 1 2 14 48 

31 9 12 287 

5 6 4 57 457 

2 3 28 

35 17 41 461 625 

2 3 43 

31 6 23 300 439 

210 98 148 2873 3617 
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2010 Employee Summary Data as of 3/31/2010 

Job Group by Ethnicity-Gender 

Job Group Gender Key 

1 Managers - Executive Female 

Male 

2 Management - General Female 

M ale 

3 Professionals- General Female 

Male 

4 Professionals- Senior/Supervisory Female 

Male 

5 Professional- Technicial Female 

Male 

6 Professional- Senior/Supervisory Technical Female 

Male 

7 Professionals- Attorney Female 

Male 

8 Firefighter Female 

Male 

9 Fire - Specialty Female 

Male 

10 Fire- Supervisory Female 

Male 

11 Fire- Management Female 

Male 

12 Police- Patrol Officer Female 

Male 

13 Police- Sergeant Female 

Male 

14 Police - Detective Female 

Male 

15 Police- Management Female 

M ale 

16 Support Staff- General Female 

Male 

17 Support Staff- Senior/Supervisory Female 

Male 

18 Technicians- Entry Female 

Male 

19 Technicians- Senior/Supervisory Female 

Male 

20 Service Maintenance - General Female 

Male 

21 Service Maintenance - Supervisory Female 

Male 

22 Skilled Crafts- Entry/Apprentice Female 

Male 

23 Ski lled Crafts- General Female 

Male 

24 Skilled Crafts- Senior/Supervisory Female 

Male 

Grand Totals 

2010 Salary Data Summary 1st QTR.xlsx 

American Asian or 

Indian/ Pacific 

Alaskan Islander 

1 

1 3 

2 

1 3 

4 11 

15 

1 9 

5 16 

1 4 

1 5 

3 

5 

1 

2 

1 1 

6 9 

1 

1 1 

2 3 

3 

2 

2 19 

2 

1 

1 

3 

5 24 

5 

13 

3 

3 10 

1 1 

1 1 

1 2 

7 11 

1 2 

2 5 

1 2 

10 16 

1 8 

59 229 

Black/Not Not Whi te/Not 
Hispanic Hispanic Specified/ Hispanic Grand Total 

origin Other origin 

1 19 21 

5 3 51 63 

4 32 38 

6 2 1 57 70 

5 3 8 113 144 

7 6 B 113 149 

8 3 4 68 93 

3 4 5 75 108 

2 2 42 51 

11 6 55 78 

1 26 30 

3 3 2 91 104 

1 3 5 

4 6 

14 16 

12 9 1 132 169 

1 1 8 11 

50 52 

1 6 7 

4 1 78 88 

3 1 21 28 

2 1 23 28 

6 5 2 197 231 

8 8 

1 34 37 

2 13 16 

2 40 43 

1 1 

2 16 21 

27 9 11 237 313 

4 6 3 51 69 

5 1 50 69 

1 1 6 8 

4 3 3 57 70 

9 8 16 169 215 

2 19 23 

3 2 1 56 64 

2 2 29 36 

21 5 12 200 256 

1 7 8 

4 44 51 

1 10 11 

5 1 14 68 95 

1 3 22 29 

30 14 35 323 428 

1 6 7 

5 3 3 129 149 

210 98 148 2873 3617 
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2010 Employee Summary Data as of 3/31/2010 

2010 Ethnicity and Gender Summary by Department 

Personnel Area 
Amerkan 

Indian/Alaskan 

City Manager 

Community & Media Services 

Community Economic Development 4 

Customer Service 1 

Finance 2 

Fire 11 

Hearings Examiner 

Human Resources 1 

Human Rights & Human Services 1 

Information Technology 

legal 1 

Management Services 

Municipal Court 

Police 3 

Power 12 

Public Assembly Facilities/PAF 2 

Public Works 16 

Rail 1 

Retirement 

TPU Director 

Water 4 

Grand Total 59 

Percent of Workforce 2% 

TACOMA COMMUNITIES 6% 

Personnel Area Female 

City Manager 18 

Community & Media Services 9 

Community Economic Development 48 

Customer Service 98 

Finance 71 

Fire 56 

Hearings Examiner 1 

Human Resources 35 

Human Rights & Human Services 34 

Information Technology 62 

l egal 38 

Management Services 6 

Municipal Court 34 

Police 85 

Power 193 

Public Assembly Facilities/PAF 25 

Public Works 154 

Rail 9 

Retirement 10 

TPU Director 1 

Water 48 

Grand Totals 1035 

Percent of Workforce 29% 

TACOMA COMMUNITIES 51% 

Asian or Pacific 
Islander 

2 

1 

5 

9 

13 

19 

1 

3 

2 

13 

7 

2 

31 

54 

5 

40 

4 

3 

15 

229 

6% 

8% 

Male 

9 

3 

46 

52 

25 

370 

1 

12 

4 

75 

21 

2 

5 

345 

683 

33 

589 

89 

1 

217 

2582 

71% 

49% 

2010 Summary by Department 1st QTR.xlsx2010 Summary by Dept 1st Qtr 

Black/Not Not Specified/ White/Not 

Hispanic origin 
Hispanic 

Other Hispanic 
Grand Totals 

1 24 27 

1 1 9 12 

6 2 1 76 94 

20 10 5 105 150 

7 3 5 66 96 

22 13 1 360 426 

1 2 

5 4 1 33 47 

5 3 1 26 38 

8 3 3 110 137 

3 1 4 43 59 

8 8 

3 1 33 39 

18 8 2 368 430 

50 21 74 665 876 

5 1 45 58 

38 26 19 604 743 

7 7 79 98 

1 6 10 

1 1 2 

12 4 19 211 265 

210 98 148 2873 3617 

6% 3% 4% 79% 100% 

7% 7% 7% 65% 100% 

Grand Totals 

27 

12 

94 

150 

96 

426 

2 

47 

38 

137 

59 

8 

39 

430 

876 

58 

743 

98 

10 

2 

265 

3617 

100% 

100% 
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City Manager 

Community & Media Services 

2010 1st Quarter Department Breakdown 

by 
Ethnicity and Gender 

City Manager • Gender 

Community & Media Services - Gender 

~-

I City Manager · Ethnicity I 
1 

7
% I I .......----..., 4% 

89% 

I • American lndi~n/Aiaskan I 
• Asian or Paelnc Is lander 

D Black/Not H1spanic origin 

I!I Hispanic 

• Not Specified/ Other 

0 White/Not Hispanic 

I 
I 
I 
I 

~- Community & Media Services- Ethnicity 

9% 

• Amerian Indian/Alaskan 

• Asian or Pacific Islander 

8' 

D Black/ Not Hispanic o rigin 

• Hispanic 

• Not Specified/ Other 
75% 

I OWhite/Not Hisp.onic ~ 
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Community Economic Development 

Customer Service 

2010 1st Quarter Department Breakdown 
by 

Ethnicity and Gender 

Community Economic Development - Gender Community Economic Development - Ethnicity 

49% 
51% 

Customer Service- Gender 

8 1% 

4% 

• American Indian/Alaskan 

! • II Asian or Pacific Islander 

0 Black/Not Hispanic oris in 

• Hispanic 

• Not Specified/ Other 

C White/Not Hispank 

Customer Service - Ethnicity 
~ 

i 

I 
I 

1% 6% 

7• 

3• 

• American Indian/Alaskan 

• Asian or Pacific Islander 

c Black/ Not Hispanic origin 

•His~nic 

• Not Specified/ Other 

I 
I 
I 
I 

I 
, I L_ ~ I o wh;te/NotH;sp•n;c I· 
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Finance 

i 
I 

I 
I 

2010 1st Quarter Department Breakdown 

by 
Ethnicity and Gender 

Finance - Gender I 

69% 

L _______ ___.J 

Fire I 

I 

I 
I I 87% 

F:\EEO Data and Report.s\EEO Reports 2010\2010 Workforce Charts by Department 1st QTR.xlsx 

Fire - Gender 

4 of12 

85% 

Finance - Ethnicity 

2% 
li D, ., 

• American lndli!ln/Aiukan 

~ 
7% 1 •Asian or Pacific Is lander 

3• C Black/Not Hispanic o ngin 

5 • Hispanic 

I 

I • Not Specified/ Other 

I 
CWhite/Not Hispanic ~ 

-----, 

Fire - Ethnicity 

3% 4% 

• American Ind ian/Alaskan 

•Asian or Pacific Islander 

0 Black/Not Hispanic origin 

• Hispaoic 

• No t Specified/ Olho r 

1 
CWhite/Not Hispanic I I 
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Hearings Examiner 

Human Resources 

I 

2010 1st Quarter Department Breakdown 

by 
Ethnicity and Gender 

Hearings Examiner- Gender I Hearings Examiner - Ethnicity 1 

I I I • Amedcan lndl•n/Aiaskan ! 

I II As ian o• Poclfic lslande< I 
I 50% 0 Black/Not Hispantc ongin I 

5 0 

• Hispanic 

• Not SpeCtfted/ Other 

I ~ I C White/Not Hisp•noc 

I 

Human Resources - Gender Human Resources - Ethnicity 

2% 6% 

• American Indian/ Alaskan 

8 Asian or PacifiC Islander 

go 
D Black/Not Hispanic origin 

I 
2 • Hispanic 

• Not Specified/ Other 

C White/ Not His panic 

l_ _________ _ __ j L:_ ------
---

I I 
-- _ _j 
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Human Rights & Human Services 

r 

Information Technology 

2010 1st Quarter Department Breakdown 

by 
Ethnicity and Gender 

Human Rights & Human Services - Gender 

11% 

68% 

Information Technology- Gender 

45% 

55% 
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Human Rights & Human Services - Ethnicity 

3% 5% 

• Amertcan Indian/Alaskan 

IIAsi.-n or Pacific ls lt~nder 

go1 C Black/Not HisJnnic origin 

• Hispanic 

3~ 

• Not Specified/ Other 

O Whltc/Not Hisp;.nic 

Information Technology- Ethnicity 

10% 

• American Indian/Alaskan 

2% • Asian or Pacific Islander 

O Biack/Not Hispanic oricm 

• Hispank: 

• Not Spedfied/ Other 

80% 
OWhite/Not Hispanic 

l 
I 
I 
I 
I 

I 
I 
l 
I 
I 

I 
! 

l 
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Municipal Court I 

Police 

I 

2010 1st Quarter Department Breakdown 

by 

Ethnicity and Gender 

Municipal Court - Gender 

13% 

!Bill ";,. - . 'f:. 
j_-' ·< .. ·. :.\·_:~.-- "/ 
~--, ·"' ., __ ,"""l''' 7. 

il! 

Municipal Court - Ethnicity 
--l 

5% 

8 Amerkan lndian/Aiashn 

II Asian or Pac•fic Islander 

0 Black/Not Hispank orfsin 

. HtSpiink 

• Not Specified/ Ot her I ~ ~ • '--~~~ ~ ~"! " 

87% i I OWhUe/Not Hispanoc I I 
' I 

--------, 
Police - Gender Police- Ethnicity 

1% 7% 

• American Indian/Alaskan 

•Asian or Pacific Islander 

0 Bl3ck/Not Hispanic origin 

• Hispanic 

• Not s.,.,cofied/ Othe• I I 
86% _________....- I O White/Not Hisp=c • --~ 
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Power 

2010 1st Quarter Department Breakdown 
by 

Ethnicity and Gender 

1 Power - Gender 

I 

76% 

Power - Ethnicity 

1% 6% 

• American Indian/Alaskan 

• Asian o r Pacific Islander 

goA 

0 81ack/Not Hi.sP<JntC orisin 

• Hispanic 

• Not Specified/ Other 

CWhite/Not Hispanic 

I 

~------------------------------------------~ 

Public Assembly Facilities (PAF) 
P"bli< A"ombly Fo<mti .. (PAF) - Good" I 

-·:;1}~; 

57% 

il~il\ 
ri~·;l~,1M~ . -- •. f,"::t;.~ .. -~/~~i~. .·>' 

· ~· 
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43% 

9 of l2 

Public Assembly Facilities (PAF)- Ethnicity 

3% 

• American Ind ia n/Alaskan 

• Asian or Pacific Islander 

2• 
0 Black/Not Hispanic orig in 

• Hispanic 
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2010 1st Quarter Department Breakdown 

by 
Ethnicity and Gender 

Public Works 
Public Works - Gender 

Rail I Rail - Gender 

9% 
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81% 

81% 

Public Works - Ethnicity 

2% 5% 

• American Indian/Alaskan 

3% I II Asian or Pacific Is lander 

D Black/Not Hrspan1c origin 

• Hispank 

• Not Specified/ Other 

O White/Not Hispanic 

Rail - Ethnicity 

1% 4% 

• Ame1tcan Indian/Alaskan 

• Asian or Pacific Islander 

D Black/Not Hispanic oricln 

8 Hispanic 

• Not Specif~d/ Other 

O White/ Not Hispanic 
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Retirement 

TPU Director 

I 
I 

50% 

2010 1st Quarter Department Breakdown 
by 

Ethnicity and Gender 

Retirement - Gender 

60% 

100% 

I 
50% 50% 

I ~ I 
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Retirement - Ethnicity 

• American Indian/Alaskan 

• Asian or Pacific Is lander 

0 Black/Not Hispanic origin 

. HiSpolniC 

• Not Specified/ Other 

0 White/Not Hispanic 

TPU Director - Ethnicity 

• American lndian/ Abshn 

• Asian or Pacific Islander 

D Black/Not Hispanic origin 

51)% 

• Hispanic 

• Not Specified/ Ol hcr 

OWhitc/Not Hispanic 

Printed on: 6/7/2010 



Water I 
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2010 1st Quarter Department Breakdown 
by 

Ethnicity and Gender 

Water • Gender I 

12 of 12 

Water • Ethnicity 

1% 6% 

• American Indian/Alaskan 

7% •Asian or Pacific Is lander 

0 Bl<~ck/Not Hispdnic. oriain 

• Hispanic 
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2010 Employee Summary Data as of 3/31/2010 

Annual Salary Breakdowns 

Gender Key 

Female 

Male 

Grand Totals 

Percentage of Total 

Ethnicity 

American Indian/Alaskan 

Asian or Pacific Islander 

Black/Not Hispanic origin 

Hispanic 

Not Specified/Other 

White/Not Hispanic origin 

Grand Totals 

Percentage of Total 

EE0-4 Category 

1 Officials & Administrators 

2 Professionals 

3 Technician 

4 Protective Service Workers 

5 Paraprofessionals 

6 Administrative Support 

7 Ski lled Craft Workers 

8 Service Maintenance 

Grand Total 

Job Group 

1 Managers · Executive 

2 Management · General 

3 Professionals · General 

4 Professionals · Senior/Supervisory 

5 Professional · Technicial 

6 Professional - Senior/Supervisory Technical 

7 Professionals • Attorney 

8 Firefighter 

9 Fire · Specialty 

10 Fire · Supervisory 

11 Fire • Management 

12 Police • Patrol Officer 

13 Police • Sergeant 

14 Police • Detective 

15 Police· Management 

16 Support Staff· General 

17 Support Staff· Senior/Supervisory 

18 Technicians· Entry 

19 Technicians · Senior/Supervisory 

20 Service Maintenance· General 

21 Service Maintenance· Supervisory 

22 Skilled Crafts· Entry/Apprentice 

23 Skilled Crafts · General 

24 Skilled Crafts· Senior/Supervisory 

Grand Totals 

< 50,000 

290 

225 

515 

14% 

< 50,000 

6 

36 

41 

18 

48 

366 

515 

14% 

< 50,000 

11 

42 

9 

276 

17 

160 

515 

< 50,000 

13 

3 

276 

40 

4 

116 

50 

13 

515 

2010 Salary Data Summary 1st QTR.xlsxSummary by Salary Breakdown 

50,001· 
75,000 

438 

1052 

1490 

41% 

50,001 · 
75,000 

34 

90 

88 

46 

60 

1172 

1490 

41% 

SO,OOl · 
75,000 

1 

219 

264 

133 

33 

17S 

393 

272 

1490 

50,001· 
75,000 

3 

142 

72 

37 

6 

2 

61 

66 

106 

71 

196 

64 

176 

49 

54 

329 

56 

1490 

75,001· 100,001 · 150,001 · 
Grand Total 

100,000 150,000 greater 

220 77 10 1035 

931 342 32 2582 

1151 419 42 3617 

32% 12% 1% 100% 

75,001· 100,001· 150,001· 
Grand Totals 

100,000 150,000 greater 

15 3 1 59 

74 26 3 229 

64 15 2 210 

27 7 98 

32 8 148 

939 360 36 2873 

1151 419 42 3617 

32% 12% 1% 100% 

75,001· 100,001· 150,001· 
Grand Totals 

100,000 150,000 greater 

17 70 25 113 

293 280 17 820 

168 29 503 

448 31 612 

6 48 

6 457 

206 9 62S 

7 439 

1151 419 42 3617 

75,001 · 100,001 · 150,001 · 
Grand Totals 

100,000 150,000 greater 

6 45 33 84 

21 75 9 108 

79 59 293 

73 56 201 

86 3 129 

72 56 134 

7 2 11 

124 185 

55 8 63 

67 28 95 

28 28 

193 259 

22 23 45 

59 59 

22 22 

382 

6 77 

49 285 

19 87 

292 

8 2 59 

2 106 

109 6 4S7 

94 6 1S6 

1151 419 42 3617 
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EQUAL EMPLOYMENT OPPORTUNITY AND RECRUITMENT PLAN 

Introduction 

The City of Tacoma's Vision Statement focuses on Tacoma as a livable and 
progressive international city well regarded for the richness of its multi-cultural 
population and natural setting. The City's Mission Statement has at its core the goal 
of providing high-quality, innovative and cost-effective municipal services that 
enhance the lives of its residents. 

Additionally, the City's 2005-2010 Strategic Plan includes a strategic initiative to 
develop and implement an Equal Employment Opportunity and Recruitment Plan 
th~t targets for improvement key areas of diversity under-representation. Wth that 
in mind, determining ways to attract and maintain a well-qualified and diverse work 
force and a work environment free of discrimination and bias are primary motivators 
behind this plan. · 

Implementation of the Equal Employment Opportunity and Recruitment Plan will 
allow us to attract and retain a qualified wori( force that is a reasonable 
representation of the relevant labor market as determined by business conditions · 
and number of placement opportunities th~t rriay occur , while still meeting federal 
and state requirements. Placement goals are viewed as objectives reasonably 
attainable by means of applying good-faith effort to make all aspects of the 
affirmative action program work. These goals are also used to measure our 
progress toward achieving _equal employment opportunity. 

The City of Tacoma's Equal Employment Opportunity and Recruitment Plan is 
designed to meet the reqlirements of Executive Order 11246 and the Department 
of Labor's Federal Contractor's affinnative action requirements and state law. 
Accordingly, annual percentage placement goals have been established according 
to the availability figure for women or minorities, as appropriate, for the work force 
in each City department. These goals are not to be misconstrued as rigid and 
inflexible quotas that must be met, nor as either a ce_iling or a floor for the 
employment of particular groups. 

The City's success in meeting federal and state requirements will not be solely on 
whether goals are attained, but upon whether good-faith efforts.have been made. 
Therefore, the City is moving forward with this Equal Opportunity and Recruitment 
Plan with an emphasis placed on ensuring that its employment processes are non­
discriminatory and that every good-faith effort is made to address any problem 
areas tl'lrough outreach and action-oriented programs. 
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Summary 

The Equal Employment Opportunity and Recruitment Plan declares the City of 
Tacoma's commitment to diversity and to the goal of creating and maintaining a 
work environment free of all forms of discrimination and bias. This plan reaffirms the 
City's recognition that proactive and planned measures must be undertaken for the 
following purposes: 

• To recruit, hir~. develop and retain qualified and diverse individuals for City 
employment; 

• to remedy the effects of possible past discrimination that may manifest 
themselves in under-representation of certain groups in the work force, and 

• to foster a work environment where employees from diverse backgrounds can 
. and do reach their potential. 

This plan proposes the following general strategies to attain the above goals: 

• Identify and maximize recruitment, hiring and retention methods that have 
yielded success, and eliminate or minimize barriers in all of these areas over 
which the Ctty or its agents have control. 

• Compare the City's current work force demographics to the relevant and 
qualified labor market to accurately determine areas of significant under­
representation. 

• Review department and overall City performance in attaining goals on an annual 
basis and hold ~irectors and managers responsible for a good faith effort to 
meet the goals established. 

• Update and implement a management training program for prevention and early 
resolution of EEO concerns. 

Business Rationale 

The plan supports the City's Strategic Plan in the following ways: 

• The plan supports the City's goal for a safe, healthy, livable community by 
increasing, emphasizing and strengthening partnerships with community 
organizations, neighborhood groups and business associations. 

• The plan supports the City's goal for a balanced, vibrant economy by enhancing 
the City's ability to take full advantage of the diverse labor market and attract 
diverse investors and businesses. 
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• The plan supports the City's goal for a results-oriented government by 
implementing strategies that increase cultural diversity in the City's work force, 
by promoting effective interactions with etmic populations and by enhancing 
policies and programs that assure equality of opportunity and prevention of 
discrimination. 

• The plan supports the City's goal for a results-oriented government_by 
facilitating the City's adaptation to the changing composition of the work force. 

The plan supports the City's ability to compete for and retain government 
funding: 

• The plan satisfies Department of Defense affirmative action requirements for 
•Tacoma Public Utilities. 

• The plan satisfies Department of Economic Development affirmative action 
requirements for grants to the Tacoma Economic Development Department 

• The plan satisfies Oepartm~nt of Justice Affirmative Action/Equal Employment 
Opportunity Program requirements for grants to the Ta.coma Police and other 
City departments. 

• The plan satisfies federal Affirmative Action/Equal Employment Opportunity 
Program requirements for future potential projects grants and other activities in 
which the City of Tacoma chooses to participate. 
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EEO Policv Statement 

The City of Tacom~ is an Equal Employment Opportunity employer. It is our policy 
that qualified people will be considered for employment, promotion, training, and 
retention, without regard to race, religion, color, national origin or ancestry, sex, 
gender identity, sexual orientation, age, marital status, familial status (including 
pregnancy and/or adopting or having custody of a child under the age of 18), or the 
presence or perceived presence of any sensory, mental or physical disability. This 
policy also applies to any veteran honorably discharged from any branch of the 
armed forces of the United States. 

The overal\ goal of the City's Equal Employment Opportunity policy is to promote the 
recruitment ·and eliminate barriers to hiring, promotion, training and retention of 
qualified individuals in under-represented or under-used groups. 

The City Manager and the Director of Public Utilities assume responsibility for 
implementing this policy and, specifiCally, the City's Equal Employment Opportunity 
and Recruitment Plan. Department and division directors, managers and supervisors 
are responsible for enforcing this policy and the City's anti-discrimination policies. 
All employees are expected to comply with the provisions of the City's policies 
against discrimination. Periodic review of each department's progress is required 
under this policy. 

As appOinting authorities, we hereby direct that this plan be Implemented In 
accordance with the City's Equal Employment Opportunity and Recruitment policy. 

ERI~L 
City Manager 
City of Tacoma. 

Date: _..Jjl>~1.+h~l3+1o,.KL.8 ____ _ r1 

Revised 218/08 

Bid. GAiNES 
Director of Public Utilities 
City of Tacoma 

Date: ___,;:t~~L.;.'I$,~/oJ,.;o;..:~;._ ____ _ 
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Plan Objectives and Strategies 

The plan has multiple stra.tegies and techniques that are to be implemented. The 
following major objectives provide the framework for the plan: 

Objectives 

(1) 

(2) 

(3) 

Conduct ongoing statistical analysis of the City's work force to determine 
group~ that may be under-used. Take steps to remedy under-utilization to 
promote full participation at all levels of employment. 

Take proactive measures to ensure that applicants are considered for 
employment and employees are considered for promotion, transfer and 
training without regard to race, religion, color, national miQin nr a11r.P.~~!"'/, 
sex, gender identity, sexual orientation, age, marital status, familial status or 
the presence of any sensory, mental or physical disability. 

Take proactive measures to ensure that people with disabilities are 
considered for employment, promotion., transfer and tr~i~!r.~ withoui regard 
to physical, mental or sensory disab-ilit~'. ~:;d <.;ontinue to provide an 
interactive process to evaluate requests for reasonable accommodation. 

(4) Take proactive measures to ensure that qualified veterans and special 
disabled veterans are considered for employment, promotion, transfer and 
training with due regard for their veteran status. 

(5) Take proactive measur~s to eradicate the present effects of past 
discrimination, if any, and prevent all forms of illegal discrimination against 
any employee of the City. 

(6} Develop positive and productive relations with community groups, social 
service agencies, educational institutions and cultural organizations that 
serve racial minorities, women, persons with disabilities and veterans to 
facilitate targeted recruitment. 
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Strategies and Techniques 

Strategy 1 

Identify successful recruitment strategies and develop effective strategies in 
departments where under-utilization is identified : 

(1) Evaluate present recruitment methods to determine whether they yield 
qualified applicants from under-represented groups or whether corrective 
measures are needed. 

(2) Develop recruitment priorities by department based on projected job 
openings and level of ~nder-utilization. 

(3) Evaluate and revise the job posting distribution lists and recruitment 
strategies as needed, based on the identified under-utilized groups for 
targeted recruitment efforts. 

Strategy 2 

Reduce barriers to recruitment of qualified applicants where the presence of such 
barriers is within the City's control: 

(1) Evaluate options f~r recruitment in the City's civil service environment. 

(2) Identify personnel rules or practices that may be barriers to hiring individuals 
from under-represented groups. 

(3) Develop proposals for revising or removing rules or contractual provisions 
that impede hiring and promoting underrepresented groups. 

(4) Identify barriers to the training and upward mobility of under-represented 
groups. 

(5) Develop stratP.~ ipc: ~: auu>;: -:.s identified barriers. 

Strategy 3 

Use technology to accurately track effectiveness of recruitment, hiring, retention 
and promotional strategies. 

(1) Revise parity data for specific jobs based on changing job requirements and 
current census data. 
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(2) Evaluate progress on compliance with requirements of the Vietnam Era 
Veterans' Readjustment Assistance Act of 1972. 

(3) Develop, gather and analyze feedback from stakeholders. 

(4) Conduct annual internal audits of the EEO and Recruitment Plan to measure 
effectiveness. 

(5) Revise and update the EEO and Recruitment Plan as necessary. 

(6) Provide summary report of the annual review to department heads, Quality 
Council, Executive Forum, Management Forum and other interested City 
officials. 

(7Y Conduct annual review of departmental progress and report the status to the 
City Manager, the Director of Public Utilities,d epartment directors and the 
Human Rights Commission. 

Strategy4 

Review EEO policies and training, and develop programs and practices as 
necessary to promote a bias-free work environment: 

(1) Disseminate the qty's Equal Employment Opportunity and Recruitment Plan 
policy statement 

(2) Maintain a comprehensive EEO management training program to improve 
skills in preventing and responding to EEO complaints. 

(3) Provide refresher courses and training as applicable laws or policies change 
or as needed. 

(4) When possible, conduct exit interviews to track reasons for employee 
separation from employment 

(5) Ensure understa~ding of the EEO and Recruitment Plan by managers and 
supervisors .. 

(6) Provide EEO training at orientation sessions for new employees. 

(7) Implement continuing EEO training that can be tailored to meet specific 
needs of City departments or divisions , as needed. 
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(8) Train all managers and supervisory staff in the proper response to 
complaints and enforcement of the City's policies against discrimination and 
retaliation. 

Strategy 5 

Enhance community awareness of opportunities for employment with the City of 
Tacoma: 

(1) Partner with apprenticeship programs and community volunteer 
opportunities. 

(2) Provide training opportunities that could lead to opportunities for permanent 
employment with the City. 

(3) Develop long-term outreach pr~grams with the community's educational 
system that encourage development of a pool of qualified potential 
employees. 

UTILIZATION ANALYSIS 

The City of Tacoma produces a semi-annual Utilization Analysis report which 
includes the following quantitative analysis elements: 

(1) Organizational profile- Depicts the staffing pattern (Workforce Utilization 
report) within the City to determine whether barriers to equal employment 
opportunity exist in the organization. The profile provides an overview of the 
workforce that may assist in identifying organizational units where women or 
minorities are underrepresented or concentrated. 

{2) Job group analysis .Combines job titles within the City's organization. In 
the job group analysis, jobs at the establishment with similar content, wage 
rates, and opportunities, must be combined to form job groups. Similarity of 
content refers to the duties and responsibilities of the job titles which make 
up the job group. Similarity of opportunities refers to training, transfers, 
promotions, pay, mobility, and other career enhancement opportunities 
offered by the jobs within the job group. The job group analysis includes a 
list of the job titles that comprise each job group. 

(3) Placement of incumbents in job groups - Separately states the 
percentage of minorities and the percentage of women the City employs in 
each job group established by the Office of Federal Contract Compliance 
Programs (OFCCP). 
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(4) Determining availability- Estimates the number of qualified minorities or 
women available for employment in a given job group, expressed as a 
percentage of all qualified persons available for employment in the job group. 

(5) Comparing incumbency to availability- Compares the percentage of 
minorities and women in each job group with the availability for those job 
groups as determined by OFCCP. When the percentage of minorities or 
women employed in a particular job group is less than reasonably expected 
given their availability percentage in that particular job group, the EEO Office 
will establish a placement goal in accordance with the OFCCP. 

(6) Placement goals- These goals serve as objectives or targets reasonably 
attainable by means of applying every good faith effort to make all aspects of 
the entire affirmative action program work. Placement goals are also used to 
measure progress toward achieving equal employment opportunity. The 
City's determination that a placement goal is required does not constitute a 
finding or an admission of discrimination. 

Placement goals may not be rigid and inflexible quotas, which must be met, 
nor are they to be considered as either a ceiling or a floor for the 
employment of particular groups. Quotas are expressly forbidden. 

In all employment decisions, the Ci~ must make selections in a 
nondiscriminatory manner. Placement goals do not provide the City with a 
justification to extend a preference to any individual, select an individual, or 
adversely affect an individual's employment status, on the basis of that 
person's race, color, religion, sex, or national origin. 

Additionally, placement goals do not create set-asides for specific groups, 
nor are they intended to achieve proportional representation or equal results. 
These goals may not be used to supersede merit selection principles. 
Affirmative action programs prescribed by the OFCCP regulations do not 
require the City to hire a person who lacks qualifications to perform the job 
successfully, or hire a less qualified person in preference to a more qualified 
one. 

MANAGEMENT ACCOUNTAB/1:./TY ASSIGNMENTS 

The Role of the Tacoma Citv Council: 

( 1) Review and adopt the basic policy under the City's Equal Employment 
Opportunity and Recruitment Plan. 

(2) Enact legislation as necessary to support implementation and enforcement 
of the plan. 
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(3) Consider a diverse candidate pool when considering City Council appointees 
to City commissions, boards and other government positions ard entities. 

(4) Consider the recommendations of the City Manager for further actions as 
needed. 

(5) Monitor City compliance with the plan on an annual basis. 

(6) Refer public comments about the plan to the City Manager for review and 
comment. · 

The Role of the Public Utility Board: 

(1) Monitor Tacoma Public Utilities compliance with the plan on an annual basis. 

(2) Consider recomm.endations of the Director of Utilities in support of the plan. 

(3) Refer public comments about the'plan to the Director of Utilities for review 
and comment. 

(4) Consider a diverse candidate pool when considering Public Utility Board 
appointees to committees, boards and other government positions and 
entities. 

The Role of the City Manager and the Director of Public Utilities: 

(1) Implement and be accountable for the Equal Employment Opportunity and 
Recruitment Plan for the City. 

(2) Act as chief administrators for implementing the plan within General 
Government departments and Public Utilities' divisions respectively. 

(3) Review the progress of each General Go\Ernment department and Public 
Utilities division in implementing the strategies outlined in the plan. 

(4) Hold department directors and superintendents accountable through an 
annual performance review process for compliance with this plan including 
recording and as necessary reporting their efforts to seek a diverse applicant 
pool for classified and appointive openings. 

(5) Support efforts to seek a diverse candidate pool when recruiting for directors, 
superintenden1s and other management positions. 
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(6) Consider recommendations made by the City's Human Resources director. 

(7) Direct the Human Resources director to monitor the EEO office on progress 
and outcome of training for managers and supervisors in ways to increase 
effectiveness of their hiring processes to provide for a more diverse work 
force. 

The Role of Department Directors and Superintendents: 

(1) 

(2) 
I 

(3) . 

(4) 

Act as chief administrators for implementing the plan within their specific 
departments/divisions. 

Review the progress of each manager and supervisor in implementing the 
strategies outlined in the plan. 

Hold managers and supervisors accountable for implementing the plan 
within their departments, divisions .or work groups through an annual 
performance review process. Schedule periodic staff meetings to review the 
department or division's progress and responsibil.ities under the plan. 

Hold managers and supervisors accountable for disseminating and posting 
the plan and the City's anti-discrimination policies where they may be easily 
reviewed and read by all employees within their work groups. 

(5) Hold managers and supervisors accountable for demonstrating reasonable 
efforts to recruit a diverse candidate pool for appointive openings and for 
classified openings to the extent allowed by civil service rules or union 
contract. 

(6) Hold managers and supervisors accountable for enforcing anti-discrimination 
policies and for taking appropriate remedial action to address complaints of 
discrimination. 

(7) Hold managers and supervisors accountable for preventing retaliation 
against people who bring forward complaints of discrimination. 

(8) Participate in and take responsibility for disciplinary decisions involving 
employees found engaging in discriminatory conduct or retaliation. 

(9) Hold managers and supervisors accountable for cooperating with the Human 
Resources Department to make reasonable accommodations to employ and 
retain people with disabilities. 
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( 1 0) Require new managers and supervisors to attend and complete training in 
EEO, diversity and sexual harassment prevention Refresher training may be 
required as necessary. 

(11) Designate one or more department or division representatives to manage 
and assist the Human Resources EEO Office with implementing the plan. 

(12) Consider recommendations of the Human.Resources EEO Office when 
recruiting. 

The Role of Managers and Supervisors: 

(t) Disseminate and post the EEO/Recruitment Plan policy statement in 
locations where it may be reviewed and read by all employees in the 
division, section or work group. 

{2) Enforce and follow the City's anti-discrimination and retaliation policies and 
procedures. 

(3) Take appropriate action to address complaints of discrimination and/or 
retaliation. 

(4) Attend training in EEO, diversity, and sexual harassment prevention 

{5) Hold lead workers or all employees designated to supervise the work of any 
other employees acco~ntable for enforcing and following anti-discrimination 
and sexual harassment policies and procedures and for properly 
documenting and reporting complaints of discrimination, harassment and 
retaliation. 

(6) Require all employees to complete training in EEO, diversity, and sexual 
harassment prevention Refresher training may be required as necessary. 

(7) Actively seek a diverse candidate pool for positions within their work group, 
to the extent allowed by union contract and civil service rules. 

(8) Take steps to diversify interviewing panels for job openings within their work 
group. 

The Role of the Human Resources Director: 

(1) Provide Human Resources Department support to General Government and 
Tacoma Public Utilities for their efforts to recruit, promote, train and retain 
under-represented groups in accordance with the City's plan. 
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(2) Encourage the support of labor unions in approving and promoting the 
acceptance of the plan among their members. 

(3) Direct Human Resources Department staff to maintain accurate and 
complete statistical information on applicants, new hires, promotions, 
transfers and termination of City employees as required by tHis plan 

(4) Follow through on findings and recommendations of an EEO investigation. 

(5) Direct Human Resources Department staff to develop and provide periodic 
reports of the City's progress in meeting the objectives of the plan to City 
departments and divisions . 

(61 Assign Human Resources Department staff to ensure that the objectives of 
the plan remain relevant and are supported with adequate research and that 
progress is appropriately monitored. 

(7) Direct Human Resources Department staff to periodically evaluate its 
recruitment and screening processes, certification and selection processes, 
testing methods ard promotional practices to ensure that potential artificial 
barriers to recruiting, hiring and promoting under-represented groups are 
identified and eliminated as appropriate. 

(8) Provide oversight, support and direction to the City EEO Office. 

(9) Direct Human Resources Department training staff and City EEO staff to 
provide updated training for diversity, EEO, sexual harassment prevention, 
and EEO investigation suitable for managers,s upervisors and other 
employees as appropriate . 

The Role of the Civil Service Board: 

Work with City management to reduce or eliminate barriers that are identified. 

The Role of the Tacoma Human Rights Commission: 

Offer recommendations to the City Manager and Director of Utilities on 
improvements or revisions to the plan that promote accomplishment of the 
objectives. 
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The Role of the City EEO Office: 

{1) Offer recommendations on recruitment methods, management training, 
personnel rule changes and policy revisions that support the objectives of 
the plan. 

(2) Serve as an advisor to department directors, managers and supervisors as 
they implement the plan. 

(3) Provide input and direction to Human Resources staff charged with gathering 
and revising parity reports and statistical information on the City's work force 
and applicant pools. 

(4\) Periodically evaluate screening and hiring practices, including interviewing 
questions, job classification descriptions and job postings, to ensure 
compliance with e~ual employment opportunity laws and disability law. 
Recommend changes as needed to meet the objectives of the plan. 

(5) In conjunction with training staff, develop, revise or contract as appropriate, 
for training for diversity, sexual harassment prevention, disability and · 
discrimination law and EEO investigation for various audiences as required. 

(6) Coach and advise managers and supervisors on appropriate methods of 
promptly and fairly addressing complaints of discrimination, sexual 
harassment and retaliation. 

(7) Serve as the City's. primary community liaison to under-represented groups 
seeking information on the plan. 

(8) Review all summaries of EEO complaint investigations. 

(9) In conjunction with the Human Resources Training Division and individual 
departments, provide EEO and diversity orientation training to all new 
employees within the first year of hire. 

(10) Ensure the investigation and/or response to complaints of discrimination that 
may be filed by applicants or employees. 

(11) Investigate and respond to complaints of discrimination filed by employees or 
applicants with the City's Human Rights and Human Services Department 
and other external federal and state agencies. 

(12) Monitor the implementation of the plan and provide periodic reports to the 
City Manager, the Director of Public Utilities,the Human Resources Director, 
department directors and division managers on the City's progress in 
meeting the plan's objectives and timelines. 
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(13) Act as the primary spokesperson for explaining the objectives of the plan to 
City officials or other interested parties. 

(14) Monitor changes in the local labor market and recommend periodic updates 
to the plan to reflect changes in work force statistics. 

The Role of the Human Rights and Human Services Department 

(1) Assist the City EEO Officer with developing and maintaining liaisons with 
community groups that can assist with City's recruitment efforts. 

(2l Provide recommendations for revisions or improvements to the plan. 

(3) . Designate staff as pecessaryto assist the City EEO Officer or other Human 
Resources. staff in developing targeted recruitment programs, curriculum 
development and specific training designed to increase awareness of work 
force issues facing under-represented groups; training may include such 
topics as sexual harassment, equal pay, pregnancy discrimination and 
women in non-traditional jobs. 

MEASUREMENT STRATEGIES 

The City plans to use the following tools and reports to measure p~.1gress on the 
Initiative: 

(1) The City EEO Office will produce qu~!'terlv reports ~f EEO complaints by 
department and division for inforr.tation to the C\(y Manager and Director of 
Public Utilities. · 

(2) ; ;,e t;ity EEO Office will produce reports by department and division on 
recruitment, hirinQ. oro~\JUt'ns and turnover in all positions. 

(3) The ~ity EEO Office will provide quarterly reports on current appointive 
openings, offers made and refused, r;;~;;~~tions, terminations, retirements 
and temporary hires (such as hires to accommodate ms~:~a; !~aves) . 

(4) The City EEO Officer will analyze data and provide updates to interested 
employees and to the general public on the City's progress under the plan as 
requested. 
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PLAN REVIEW AND REVISION 

(1) The Human Resources Department will track the effectiveness of recruitment 
strategies and make recommendations as necessary. 

(2) The City EEO Office will report progress on plan compliance. to ~ity Manager 
and Director of Public Utilities, and to senior management on a semi-annual 
basis. 

(3) The Huma'n Resources Department will be responsible for revising this plan 
as needed to address unanticipated budgetary conditions, labor market 
fluctuations, hiring opportunities or legal compliance.· 

r 

DISSEMINATION 
. ' 

The successful implementation of the City's EEO and Recruitment Plan depends in 
large measure on the extent to which applicants, employees and Tacoma residents 
understand and embrace th~ objectives of the plan. Therefore, the plan provides for 
disseminating the Equal Employment Opportunity Policy Statement and plan 
objectives using the following methods: · 

A. Internal dissemination by the Human Resources Department. 

(1) Posting the Equal Employment Opportunity Policy Statement and Plan 
Objectives and EE.O notice poster in conspicuous locations throughout City 
tc. ~ilities where employees may read and review the policy at their leisure. 

(2) Disser."inating the Equal Employment Opportunity and Recruitment Plan to 
all City et.-~loyees. 

(3) Providing a copy of the Equal t:..-:"oloy•-;;~~· Opportunity and Recruitment 
Plan to all new employees and exp;~il"ing .their : :)s..,~~"~"'ihilities during new 
employee orientation. 

(4) Incorporating the plan.int= ~; ae City's Personnel h.-::: y M~; .ual, Administrative 
.Policy Manual ancf ':'t.._p~ !'!'~nagement handbc.:.:,~ u• procedure manuals. 

(5) Notifying employees of the existence of the City·s Equal Employment 
Opportunity and Recruil'!'tent !":~~ ~nd anti-discrimination policy during staff 
and management meetings. 

(6) Posting the policy statement, plan objectives and EEO notic~ poster in the 
Human Resources Department where applicants may read and review the 
policy. 
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{7} Discussing the EEO policy statement and the plan during employee diversity 
and EEO training. 

B. External Dissemination by the Human Resources Department 

(1) Mailing the policy statement and plan objectives to organizations, agencies, 
educational institutions and community groups identified through recruitment 
processes. 

(2) Providing a copy ofthe EEO policy statement and plan to federal agencies, 
grantors, contractors and any other entity or party requesting a copy. 

(3) Providing a copy of the EEO policy statement and plan to the Civil Service 
Board and Human Rights Commission. 

(4) Providing a copy of the EEO policy statement and plan to all collective 
bargaining units and all contractors with the City. 

(5) Including the words MEqual Employment Opportunity Employer" in classified 
advertisements, job announcements and on the City's Human Resources 
Web site. 

(6) Posting a copy of the plan on CityWeb, the City's intra net. 

The Equal Employment Opportunity and Recruitment Plan together with its 
appendices is hereby approved and adopted, pursuant to the authority contained in 
Council Resolution No: ......><,;36"'-'2dol2.x..O ___ _ 

Signed and approved this J/1 day of ~i"''" SI- 12004 

'7L<-l (Jc-~ ~~ mes Walton ;::ger Mark Crisson 
Director of Public Utilities 
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Community Outreach 

• Community investment to 
develop candidates by providing 
training and 
information/outreach. 

• YBT (Youth Building Tacoma) 
expand our existing participation 
in train.ing and intern 
opportunities (City managers 
are on the Board of Directors). 
• Developing partnerships and 

meeting with : 
• Civil Service Board members; 
• Tacoma Human Rights Commission 

members 
• LEAP, Black Collective, Urban League 
• Tacoma Public Schools 
• Ministerial Alliance 
• Boys and Girls Club 
• Metropolitan Parks and Recreation 
• Work Source 
• Local, statewide and regional 

universities and community colleges 
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Targeting organizations to develop relationships as a 
source for 

recruiting skilled candidates for City of Tacoma 
jobs. 

• Working with local schools, 
community colleges and 
universities to increase 
awareness of city jobs and 
provide more opportunities. 
• Creating more intern 

opportunities; 
• Providing job shadowing 

opportunities for youth (High 
School culminating projects); 

• Offer more summer work 
opportunities for college students 

• Internship opportunities 
• Issue: Labor has raised concerns 

about interns doing bargaining unit 
member work. 
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City Demographics 
Age 

• 7°/o 15-19 year~ Roughly 65°/o of 
• 7°/o 20-24 years Tacoma 
• 15°/o 25-34 year~ residents are of 
• 16°/o 35-44 years employment 
• 13°/o 45-54 years age 
• 4°/o 55-59 year~ Candidates 
• 3°/o 60-64 years must pass a 

physical test, 
drug screen 
and 
background 
check 
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City Demographics 
Education levels obtained 

• City positions have minimum 
requirement of H.S. Diploma or 
G.E.D for application and hire 

• 16°/o of City population is not 
eligible for hire due to lack of H.S 
diploma or G.E.D. 
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. City Demographics 
Education levels obtained 

• 5°lo 

• 11°lo 
diploma 

• 29o/o 
• 27°lo 

degree 

• 8°lo 

• 13°lo 

Less than gth grade 

Attended 9-12 w/o 

HS grad/G.E.D. 

Some college - No 

Associate degree 

Bachelors degree 

• 7°lo Graduate or 
professional degree 

Data obtained from 2000 US Census 

.. 
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Recruitment 

• NeoGov job tagging feature- candidates 
notifie~ of job openings they have selected 

• On-line (Monster, Yahoo, Craig's list) 
• TNT, trade journals, organizations 
• Association of Washington Cities (AWC) 
·• Direct mailings to other Cities 
• Community Groups (Black Collective, Boys & 

Girls Clubs) 
• Click! TV ads 
• Bus back boards 
• Movie Theatre ads 
• Tacoma Weekly 
• TV Tacoma highlights 
• Getting agreement to place link on other 

organization's website 
• Messages on City website, utility bills and City 

flyers 
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Recruitment 

• Recruitment incentives such as employee 
bonus for referral who is hired permanent 
status (e.g. TPD) 

• Longer recruitment periods 

• Restructuring of tests to better meet the 
position requirements 

• Hiring manual to encourage thoroughness 
of hiring process 
- HR Analysts partner with hiring 
managers to ensure recruitment goals 
are met 
- Forms will ensure consideration of city­
wide goals 

• Human Resources leadership for 
proactive, targeted recruitment and 
outreach 

g ( 
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Expanding 

• Expanding our Recruitment 
areas 
• Military bases, 

• ACAP Army Career & Alumni 
Program 

• VA - Disabled veterans 

• Churches 

• Historical Black Colleges for 
professional positions hard to 
place. 

• Relationships with key sources for 
candidates (e.g., University of 
Northern Arizona, University of 
New Mexico) 
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Expanding Recruitment Strategy - HR Leadership in 
Internal Coordination and Partnering with all City 
Departments 

• HR Department biennial budget 
request 

• Tacoma Fire Department 
(Recruitment Team)- has video, 
brochures, strong outreach, training 

• Taco.ma Police Department 
(Recruitment Team) 

• Tacoma Power, Transmission and 
Distribution 

• Tacoma Public Works Department 
• Continuing with Annual Calendar­

Planning Recruitment and Outreach 
Participation 
• Job Fairs 
• Community events (Tall Ships, 

Ethnic Fair) 
• Expanding Tools and "out of the Box" 

approaches 
11 ( 



The City of Tacoma 
Rocks! 

with 

Jobs & Opportunities 
A partnership with 
Tacoma Schools 

www .cityoftacoma.org/jobs 

These are just some of the many jobs at the City of Tacoma. 

To view current employment opportunities and to apply online, visit 
www.cityoftacoma.org/jobs. Check the website often; it is updated regularly as new 
positions become available. 
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Dear High School Seniors: 

Welcome to your senior yearl 

As the City of Tacoma partners with Tacoma Schools, a senior class project is one way 
for the City o11 acoma to introduce you and your classmates to a new arena of 
opportunity. We want our Tacoma students to discover the endless opportunities that 
the City offers. 

This is an excellent chance to explore new uncharted territory. We will provide each of 
you an opportunity to shadow and talk with City employees, learning firsthand the 
functions of the diverse jobs we have in the City, and what skills are needed to be 
successfl:JI. 

You'll find enclosed a list of some of our various e11try-level positions. As you can see, 
all of the positions require at a minimum, a high school diploma, while other positions 
listed require some college coursework. We hope you will consider arranging a 
shadowing opportunity with the City of Tacoma as a part of your senior class project. 

Please do not hesitate to contact any of our Human Resources analysts or our Equal 
Employment Officer if you're interested, or have any questions. 

The best to you, 

hYt·~,~~. 
JJ,lermain, Director 
Human Resources Department 
City ofT acoma 

HR Analysts 
Margith Baker 
Aaron Moe 
Rodney Croston 
Bob Paz 

253-591-2321 
253-591-8323 
253-591-5427 
253-798-2301 

Teresa Dent 
Roberta Peters 
EEO Officer 
Jerry Lee 

253-591-8555 
253-591 -8855 

253-591-5420 
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Changing the image of Tacoma 
Let's focus on the positive. 

It's Tacoma Time. 

What time is is? 

It's Tacoma Time! 

What time is is? 

It's Tacoma Time! 




