Rev. 01-12-2022

Probation Department

Equal Opportunity Plan

2022




6¢

8¢

LT

61

31

o8ed

220Z-T1-10 'A3y

10V SIS [IALD 343 JO [A dPLL
dn mofjo.1 DVI004d
SPOSN 90IN0SY pue sjudWYSI[dwody

sweISold PRIUSLI)-UoNIY
B1B(] JUSW)INIONY
ANATIOY [QUUOSID]

1By SISA[BUY 90I0JIOA S Juauneda(]

a[1joid [euonezIuedi

ue[q ArunyroddQ renby (eyusunreda 170 Sy 03
JUS WO, 29 JUSWSPI[MOWdY S, peaH Juaunieda(g

S1UIU0)) JO IqBL

Rl SREIN

1§ UOI09g

1/ UO1109§

10 UOT}00§

:G UOIIAS

f Uonoa§

:€ UOT}02G

17 UO1109§

1] Uonoa§



Rev. 01-12-2022
Section 1

Department Head’s Acknowledgment & Commitment to the
2021 Departmental Equal Opportunity Plan

The Monterey County Board of Supervisors adopted an ordinance reaffirming their
long-standing commitment to the principles of providing equal opportunities for all and
preventing and eliminating unlawful discrimination. The Board of Supervisors values
providing an open and empathetic communication channel for County officials and
employees, applicants for employment, and business relationships with the County.
Through the adoption of the Nondiscrimination, Prevention of Sexual Harassment,
Reasonable Accommodation for Persons with Disabilities, and the Language Access and
Effective Communication Policies, the Board of Supervisors reaffirms its expectation
that each County official and employee is responsible for maintaining a workplace that
is free from unlawful discrimination, harassment, and retaliation.

As Department Head, my signature below verifies the accuracy of this report and affirms
my commitment to equal opportunity and civil rights, as outlined in County policies and
ordinances.

ot bt

Todd Kegting

Chief Probation Officer
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Rev. 01-12-2022

Section 3

Department’s Workforce Analysis Chart
(MC-HRM-EO-0003)

This is the cover sheet for this section. Place a copy of your Department’s workforce

analysis chart here.

Report ID : MC-HRM-EQ-0003 County of Monteray Workforce Analysis Chart Page 1 of 5
Run Date ;12/16/2021 Job Group Within Department
Run Time :11:04 AM

2550 - Probation

JOB GROUPO1: Managementll -  (30.4% Minority Avallability} -  (51.1% Fomalo Availability)

%i? Total Employpes Hinarities Male Female Totsls [ Hours
Title Cods | M E T M F T W _AA HIS API AI|W AA HIS API AL | W AA WIS APL Al | P P |
ASSISTANT CHIEF PROBATION QFFICER: OA ] 1 9 1 10 1 @ o0 1 @6 Bjo 0 © ©o o 0 ] 1 9 0 i o
TOTAL Managamont i 1 o ! i0 1 6 © % o o4 o a o o o 0 1 0 o J 10
0.0% 109.0% l 00% 0.0% 100.0% 0.0% 0.0% |
JOB GRQUP 02: Management! -  (32.7% Minority Availability) - (48.2% Female Availability)
EEO
Cat Total Employees Minoritles Male Female Totals Hours
Title Code | M F T M F T W_AA HIS APl Al |W_AA HIS APl AL | W AA  HIS APl Al | BT PIT
FINANCE MANAGER Il P [ 1 1 o i 1 6 6 o o ofl0 3 1 o a [] 0 1 0 o i o
PROGRAM MANAGER II P ] 1 1 2 0 [} 0 o 8 & oafl1 ¥ o © o 1 9 0 0 0 10
TOTAL Management | o z 2 ¢ 1 1 00 ] 0 et o 1 0 0 1 o 1 L] o 2 o
100.0% 50.0% S0.0% 0.0% 50.03% 00% 00%

JOB GROUFR 03: Professionals - Administration - (49.2% Minority Avallability) -  (62% Female Avallability)

ECEdD Total Employees Minorities Male Famals Totals Hours
Titls Cods | M F T M F T W _AA HIS APl AIL[W AA HIS APIL Al| W AA HIBE APt Al | FT T
ACCOUNTANT Il P 0 i 1 21 1 6 o ¢ o a|v ¢ 1 @ 0 ] 0 1 [ 3 i 0
DEPARTRIENTAL INFORMATION SYSTEMS MANAGER | P 1 a 1 ¢ 0 0 6 6 0 ¢ oo a ] 0 Q 0 0 0 0 0 1 0
FOOD ADMINISTRATOR-PROBATION oa | 1 [} 1 10 [} i_0o © o ofle o o o a 1 o 0 1] a 1 0
MANAGEMENT ANALYSTII P 1 3 4 13 4 ¢ 0 1 o0 ©f{o 0o 3 0 O o 0 4 [ a 4 @
MANAGEMENT ANALYST I B Q 1 i 0 o o 9 0 0 0 o0f1 @ 0 Q 0 1 a 0 0 2] 1 a
TOTAL Professionals - Administration 3 5 8 1 4 5 1 o 1, 0 01 @ 4 9 1] 2 0 5 0 ] 8 o
62.5% 62.5% 250% 00% 52.5% 00% 00%
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Rev. 01-12-2022

Report ID :MC-HRM-EQ-0003 County of Monterey Workforce Analysis Ghart Page 30of 5
Run Date :12/16/2021 Job Group Within Department
Run Time ;11:04 AM

2550 - Probation

JOB GROUP 14: Paraprofessianal - Techniclans | - (51.5% Minority Availabllity} -  (70,8% Female Availability)

E:EI? Total Employees Minerities Mala Female Totals Hours
Title Code | M F T M F T W _AA HIS API Al W AR WIS AP Al | W AA WS APl Al | rT P
ACCOUNTANT | PE | D 2 2 g 1 1 0 ¢ o o ol|l1 o 1 o0 1 0 1 0 0 2
_PERSONNEL TECHNICIAN-CONFIDENTIAL PP |0 1 1 o1 1 0 ¢ ©o o oo o 1 & D [ 0 1 0 a 1
PROBATION AIDE ) PP | s 11 15 6 10 15 5 0 5 0 o1 0 10 o o 1 o 15 0 0 15
TOTAL Parapro 1 - Technicians | 5 14 12 5 12 17 e 6 5 o8 oflz 31 32 o @ 2 0 17 0 o 81|
730% 89.5% A0.5% 0.0% 89.5% 0.0% Q0% |
JOB GROUP 15: Skdlled Craftll -  {60.9% Minority Avallability) - (14.9% Female Availability)
EEQ
Cat Total Employeas Minorities Mala Female Totals Haurs
Thie Code | M F T M_F T W AA MIZ APl ALIW 22 HIS APL Al | W AA WIS AFL Al | FT err
SENICR BUILDING MAINTENANCE WORKER sc | 1 0 1 10 i ¢ 1 0 0 gj@ b o uw o [} 1 0 0 0 1
TOTAL Skilled Crait Il 1 ] 1 10 1 [ b 1 86 © oo & o 9 @ 0 1 ] 0 0 1
) | 0.0% 100.0% | D.0% B 0.0% 0.0% 0.0%
JOB GROUPAT: Office Clarical l - ([79.1% Minarity Availability) - (85.9% Female Availability)
EEO
Cat Total Employess Minorities Hale Fernale Totals Heurs
Title Code | M P T M _F T IW AA HIS APl _AL|W A\ HIS AP Al W AA HIS APL Al | FT BT
ACCOUNTING TECHNICIAN ac | o 4 4 04 4 2 a9 o 8 6|0 - 3 8 o 0 1 3 0 2 4
ADMIMISTRATIVE SECRETARY-CONFIDENTIAL oc | @ 1 1 9 1 1 0 0 0o o ofop ¢ 1 o o [ o 1 o 9 1
OFFICE ASSISTANT Il oc | a 3 5 ¢ 8 8 9 0 © o woj0o 1 & 2 ® ] 1 5 2 a 5 0
SENICR ACCOUNT CLERK cc | o 1 1 0o 1 1 9 9 © o6 9|0 ¢ 1 @8 o 0 ] 1 o 0 10
SUPZRVISING OFFICE ASSISTANT | oc | o 1 1 01 1 9 8 0O © ©0]/6 ¢ 1 0o o ) o 1 0 [} e I
SUPERVISING OFFICE ASSISTANT Ii o [ o 1 1 c 1 gl 0 o ] 0 o0jlo o 1 o o} o o 1 o 0 1 0
TOTAL Office Clecical I 0 16 15 J o 18 16 ¢ o o 6 oo 2 12 2 0 [ 2 12 2 ] i 16 0
100.0% | 100.0% 0O% 125% 750% 125% 0.0% |
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Personnel Activity

Section 4

Rev. 01-12-2022

Promotions — Into Promotions — Voluntary
Job Group: 3 New Hires Within Job Terminations &
Job Group .
Group Retirements
Males | Females | Males | Females | Males | Females | Male | Females
1
White
African American
Asian/Pacific Islander
American Indian/
Alaskan Native
ik 1
Hispanic
TOTAL (count each
person only once)
Involuntary Releases During
Terminations Probationary Corrective Lavoff
(Non-Probationary) Period Actions wyeia

Males | Females

Males | Females

Males | Females

Male Females

White

African American

Asian/Pacific Islander

American Indian/
Alaskan Native

Hispanic

TOTAL (count each
person only once)

*This was a lateral transfer from another department, maintained same classification
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Rev. 01-12-2022

Pruiotiane — it Promotions — Voluntary
Job Group: 12 New Hires Within Job Terminations &
Job Group .
Group Retirements
Males | Females | Males | Females | Males | Females | Male | Females
3 1 4 1
White
1
African American
1
Asian/Pacific Islander
American Indian/
Alaskan Native
4 2 1 3 1 1
Hispanic
TOTAL (count each
person only once)
Involuntary Releases During
Terminations Probationary Corrective Lavik
(Non-Probationary) Period Actions y

Males | Females

Males | Females

Males | Females

Male Females

White

African American

Asian/Pacific Islander

American Indian/
Alaskan Native

Hispanic

TOTAL (count each
person only once)

11
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Rev. 01-12-2022

Dot — Tt Promotions — Voluntary
Job Group: 14 New Hires Within Job Terminations &
Job Group .
Group Retirements

Males | Females | Males | Females | Males | Females | Male | Females
White
African American
Asian/Pacific Islander
American Indian/
Alaskan Native

2 1
Hispanic
TOTAL (count each
person only once)
Involuntary Releases During
Terminations Probationary Corrective
(Non-Probationary) Period Actions Layoffs
Males | Females | Males | Females | Males | Females | Male | Females

White

African American

Asian/Pacific [slander

American Indian/
Alaskan Native

Hispanic

TOTAL (count each
person only once)

13
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Rev. 01-12-2022

Brasictiong- it Promotions — Voluntary
Job Group: 17 New Hires Within Job Terminations &
Job Group .
Group Retirements
Males | Females | Males | Females | Males | Females | Male | Females
White
African American

Asian/Pacific [slander

American Indian/
Alaskan Native
1 3
Hispanic
TOTAL (count each
person only once)
Involuntary Releases During
Terminations Probationary Corrective
(Non-Probationary) Period Actions Layoffs

Males | Females

Males | Females

Males | Females

Male Females

White

African American

Asian/Pacific Islander

American Indian/
Alaskan Native

Hispanic

TOTAL (count each
person only once)

15
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Rev. 01-12-2022

Pibsictiims= Fnlo Promotions — Voluntary
Job Group: 19 New Hires Within Job Terminations &
Job Group .
Group Retirements
Males | Females | Males | Females | Males | Females | Male | Females
White
1
African American
Asian/Pacific Islander
American Indian/ 1
Alaskan Native
1
Hispanic
TOTAL (count each
person only once)
Involuntary Releases During
Terminations Probationary Corrective Lavoff
(Non-Probationary) Period Actions A

Males | Females

Males | Females

Males | Females

Male Females

White

African American

Asian/Pacific Islander

American Indian/
Alaskan Native

Hispanic

TOTAL (count each
person only once)

17
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Rev. 01-12-2022
Section 6

(Under the County’s Equal Opportunity Plan
Chapter 5: Designation of Responsibility)

Action-Oriented Programs
Recruitment

What collaborative relationships has your Department established with community groups
and stakeholders? How have these relationships supported the Department’s recruitment
efforts? How many selective certification waivers did your department request last year?
How many were granted and why?

The Probation Department continues to cultivate collaborative relationships with various
community groups that include local higher education institutions to provide internship
opportunities. The department continues to work with schools like San Jose State
University, California State University, Monterey Bay (CSUMB), Hartnell Community
College and Monterey Peninsula College (MPC). These relationships have allowed
students to gain hands-on experience in the field of probation.

Other agencies that the Probation Department works closely with are Sheriff’s Office,
District Attorney’s Office, Behavioral Health, Salinas Police Department, and Public
Defender’s Office among other agencies. Maintaining and growing these relationships has
provided the interns an opportunity to learn how vital interdisciplinary relationships with
these agencies is as well as getting familiarized with other County departments.
Unfortunately, due to COVID, the Probation Department refrained from obtaining interns
for all of 2021. The department hopes to resume the internship program in Fall of 2022.

In addition, every year we have various staff attend and participate in school-related
events that focus on providing career specific information to their students. For example,
in the past, a few of our supervisors and managers have attended Career Day for local
high schools and colleges. This is an opportunity for our staff to inform students, teachers,
and other faculty on what probation work consists of, experience and education needed to
get into this field, and explain some of what the background process consists of. This is an
important way to disperse accurate information of what our department is all about.

The Probation Department did not request any selective certification waivers last year.

19



0¢

*Kyo1uyl

pue 1opuad awes 2y} yim istjeued jey) aoerdar 01 opeuw st 1dwa)e L1049 UaY) “IN000

sa8ueyo Aue J] ‘ueld juouninioal oy3 Suno[duwiod uaym pIWITJUOd pue pajIdI[os e

sisijaued oy [ "99IAIdS JO SIBAA G+ PRy 18Y) JJBIS B WOJ] JUSWAIIAL B 0] NP PIJBOBA

usaq pey uonisod sty ‘uonisod | Juesissy 20130 Sursiazadng e [[17 01 Auniioddo

Teuonjowold & J0J SMar1AIUL 10 Joquiow [dued e se ajedionted 0] Sa01AISG

[e100g Jo Juawireda(] WOIJ JUBISISSY 1) SuIsiazadng & pajiAul am ‘(707

ur ‘o[dwexa ue Sy JUSUNINIOAI Iopun uonisod ay) YIm JeI[Iwe] 18 oym sisijoued

[eUISIXa puUE [EUIIUI 0] JnO Suryoear Aq s1y) paysijduioose sey juaunaedaq

oy, ‘[eued maralaul ayj uo pue ssoooxd Surusaros oy 103 [dued ayy ur Suredronted
9[BUISJ SUO JSBI[ J& puB AJLIOUTW U0 ISBI] B SI 1Y) T8} sainsua judwniedap ay], e

sistjoued
TOMITAISIUT PUE SI2UI0S JO s[aued uo AJISIOATP 2Insud juaunreda(] oK sa0p MO

"SapHIqE
drysiapes] pue aouewiofiad JI0M ‘S[[II[S MRIIAIUI JOJ PAIYSIom sadejuadiad
M prag e padofaasp sey juawuredac] oy ‘soniuniioddo jeuonjowold jeurajul 10 4

'$$000Jd UONBSIISIAUL PUNOISN OB A}
ySnoxy) pue saoudjal JurjIom BIA PAYsI[qelss st uonisod ay) 10y A[Igeins Joyun,J

‘sanifiqisuodsar pue 701 s, uorjsod

ay1 01 urepad A9y Se MOTAIUI o) SulInp pajensuowap Jo passaidxs Sururer)

pue aouaradxa ‘S[[IYS SB [[oM SB ‘Sassaudeam pue syjSudr)s aredwiod pue sSnosIp
SIaqUIAW [oUR ] "21BpIpUED payifenb jsow oY) 109[9s 03 SAMI[IqR 1OUNSIP pue Jururen
‘uoneonpa ‘eousLIadxo uo sasNO0J JeY} BLISLID o1519ads sasn jusuredaq sy,

*a11y 03 Joud ssa001d uoneIISaAUl
punoi3yoeq e Funadwoo AJnysseoons Jo judwalinbar o) pue ‘AousFe JuawadIofud
Me[ ' 10J Sunjiom Jo Kjoiyroads ) ‘eousriadxa pue S[[INS paisap ‘uonisod o

pue jusuredap oy} Jo MATAIOA0 Uk papiroid are syuedrjdde ‘mMarAIdIUT 9Y) 0] IOLIJ e

¢, MATAIIUT J1J 2 UT asn juawaedap a1} S0P BLIDILID UONIJ[IS JRUM

SuLIty

ZZ0C-ZT-TO "AaY



Rev. 01-12-2022
What training or information is given to screeners and interview panelists to help

minimize bias in decision-making?

e For the past three years, the Human Resources Analyst has provided the screeners
and interview panelists with a short training before they complete the screening or
interview. The information reviewed is the County of Monterey’s Knowledge
Level Definitions form, Screening Benchmark Definitions, Good vs. Poor
Behavioral Statements form, Subject Matter Expert Instructions, and the Panel
Member Sign-In sheet. All this information is reviewed via ZOOM and sent via
email to the screeners. Before each interview, the information is provided in an
organized binder that is distributed to all the panel members along with other
interview materials (i.e. interview questions, candidate applications, resume, etc.).
Also, being discussed, prior to the interview, is the description of what the hiring
manager is looking for in an ideal candidate. The last thing reviewed is the rating
system and what is considered a passing/failing score.

Promotions

What processes, procedures, or systems have been implemented in your Department to
support protected groups moving into senior job classifications beyond regular career
progression (e.g., training, leadership development, mentoring, etc.)? How effective have
these initiatives been in supporting promotional opportunities for women and people of
color?

e The Probation Department does not have a specific system in place to support
protected groups moving into senior job classifications. Career progression is based
on professional performance within the department and everyone who is interested
in participating in the recruitments for promotions to senior job classifications is
welcome to participate. The department has a transfer system in place which
encourages individuals who are interested in transferring to a different unit or
division within the department tp submit a transfer request form to express their
interest. By transferring to a different unit or division, the employee could gain
varied professional experience and are looking to expand their knowledge and
growth opportunities when they become available. This wealth of knowledge is a
career enhancement tool and part of the internal promotional process.
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Rev. 01-12-2022
annual basis that includes ethnicity and gender. Human Resources staff and the

Office of the Chief perform exit interviews for non-sworn employees and Officers,
respectively, which give the Department insight into reasons employees may leave
(e.g. retirement, better opportunities, better pay, support for family members,
relocation, etc.).

What does the data show regarding turnover rates of protected groups compared to your
Department’s general population?

e The 2021 data on turnover rates continues to show the same trend as years past
where most of the separations are due to retirements. Similar to 2020, the 2021 data
shows that out of a total of 17 separations, 11 were due to retirements. Out of those
11 retirements, 7 belonged to protected groups. The remaining 6 separations (non-
retirement) 3 belonged to a protected group as well. This trend is not alarming as
most of our workforce belongs to a protected group. In comparison in 2020,
minority employees represented 79.4% and 53.4% of the staff were female; while
in 2021 80.6% were part of a minority group and 53.6% were female. This data
demonstrates an incremental increase in female employees with a slight increase
each year, and minority representation has continued to increase in the last 3 years
as well.

Based on the data collected, what are the negative and positive trends you have found, and
how will you act on them?

e The data does not indicate a negative or concerning trend related to minority
turnover. As previously noted, most of the department’s separations continue to be
due to retirements. This data confirms that staft tend to choose probation as their
career from which they retire from.

As described above, the Department has steadily increased minority representation
of employees over the last several years while maintaining female representation to
over 50% of the employee population. This data shows the department has been
able to maintain consistency in minority and female population among its
employees and even slightly increase these populations each year.
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Rev. 01-12-2022
reasonable accommodation have included Interactive Process Meetings with the

employee and Employee Relations Manager, determining the essential functions of
the job/position with the manager/supervisor, and purchasing ergonomic items for
employees based on the recommendation of the ergonomic evaluation.

Does the Department conduct exit interviews? If so, what do you do with the answers to
promote diversity and inclusion? If not, what alternative methods do you use to collect
information regarding reasons for separation?

e The Department currently conducts exit interviews with Officers and non-sworn
staff who agree to participate. During the exit interviews, staff have an open
conversation with Human Resources or the Assistant Chief Probation Officer
where questions are posed that focus on ways the department can improve overall.
Also, this is a safe space for staff to suggest any ways the department can increase
morale, improve training, etc. Currently, there are no suggestions from employees
in the results to promote diversity and inclusion. Most of the time, the reason(s) as
to why the employee is separating have been included in the letter of resignation
written by the employee. This has not been a requirement, rather the employees
have chosen to let the Department know the reason(s) for their separation.

What has been the greatest success/es regarding inclusiveness in your Department?

e In the past, inclusiveness in the Probation Department was achieved through several
events held on an annual basis. Although Covid-19 halted all social
events/gatherings for much of the last two years, staff continued to showcase
inclusiveness and this family-type environment. For example, there are events that
staff participate in on a yearly basis that help promote assistance to the communities
that are served. One example is when our staff deliver food for the public during the
holidays. Last year, we had a few staff deliver turkeys meal dinners to families in
need all the way down to South County. Also, every year the Family Violenece
Unit will host the “Adopt-a-Child/Family” during the holidays. Staff volunteer to
adopt a child(ren) during the month of December and will purchase and wrap gifts
for the kid(s) they adopt. Many times there will be units who come together and
adopt a family and will shop for gifts, food items, and then will help deliver these to
the families in need.
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Section 7

Accomplishments and Resource Needs

Rev. 01-12-2022

Please highlight your Department’s successes in achieving a diverse workforce

in this section. Describe your Department’s assessment of resource needs from
the Civil Rights Office. Please share any suggestions and recommendations for

improvement you can offer regarding current policies and procedures. Feel free

to use examples or specify by job group.

Please include your Department’s current compliance rates with required
training offered by the Civil Rights Office. All employees must complete the

Harassment and Discrimination Prevention Training and the Civil Rights

Training every two years.

Harassment and

Discriminati Civil Rights
ABLIE IR Training
Prevention Training
Total number of Managers 42 42
Managers completed 3 19
Percent of Managers completed 76% 45%
Total number of Employees (non- 222 222
supervisors/managers)
Employees (non- 198 130
supervisors/managers) completed
Percent of Employees (non- 90% 58%

supervisors/managers) completed
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Section 9

Title VI of the Civil Rights Act Implementation
(Under the County’s Title VI of the Civil Rights Act Implementation Plan)

Rev. 01-12-2022

Requirement Implementation Notes Completed
Title VI notice at public | Notices were placed in all Yes
counters public counters in all the
Department’s locations
Internal process to Yes
forward discrimination
complaints to Civil
Rights Office
General
Nonstandard contracts A clause has been added for Yes
include a all future non-standard
nondiscrimination clause | agreements processed as they
occur
Data is collected on the Yes
ethnicity and language of
people served
Departmental language About 35% of our staff are Yes
assessment completed bilingual. All employees
requesting a bilingual status
are evaluated and tested with
the assistance of Human
Resources.
Vital documents Our case management system | Yes
translated into Spanish maintains both client
communication letters in
Spanish and English. These
Language il d by all our
Aceess are easily accessed by
staff
Website — minimize Yes
PDFs. When using PDFs,
include a Spanish version
Procedures and budget The department contracts with | Yes

for the use of
interpretation and
translation services

two translation agencies for
in-person and over the phone
translations. The department
primarily works with Fast
Translation and Language
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Community
Engagement

Projects, programs,
policies, and services
reflect County
stakeholders and are
sensitive to diverse
demographic
backgrounds

Yes

Analyzed potential
disproportionate adverse
human health or
environmental effect on
communities of color,
tribal communities, or
others underrepresented
in the public process

Yes

Considerations taken to
ensure equitable
engagement

Yes

Key community
engagement contacts
established

CASP-Community Alliance
for Safety and Peace through
City of Salinas, CAB-
Community Action Board,
Local colleges and universities

Yes
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