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Overview

e Current Snapshot of the Air District

 Air District’s Diversity Hiring & Employment Practices
* Ongoing Efforts

» Office of Diversity, Equity and Inclusion
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Current Snapshot of the Air District
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Current Snapshot of the Air District
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BY JOB LEVEL

BAY AREA VS. BAAQMD

B White (Non Hispanic or Latino)
B Black or AA (Non Hispanic or Latino)
Hispanic or Latino

B Asian (Non Hispanic or Latino)

B American Indian/Alaskan Native (Non Hispanic or Latino)

B Other Race or Two or More Races

42%

6%
24%
23%

| 0.3%

I 5o

B 5%

8%
| REZ
| 2%

N
<
]

BAY AREA*

*US Census, 9-County Bay Area Data, 2010
**As of February 7, 2018

<

ANAGEMENT**

0%

I /3%

B s«

7%
I -

| 1%

STAFF**

| 0%

Slide 4



Current Snapshot of the Air District

GENDER
BY JOB LEVEL
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New Hires & Promotions by Gender
2013 -2017

B Male M Female

BAY AREA** 2013** 2014** 2015** 2016** 2017**

*US Census, 9-County Bay Area Data, 2010 .
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New Hires & Promotions by Race
2013 — 2017 (BAY AREA VS. BAAQMD)

B White (Non Hispanic or Latino) B Black or AA (Non Hispanic/Lat)
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Diversity Hiring and i
Employment Efforts

Merit Based Process n

* Procedures Outlined in Memorandum of Understandingand ©
Administrative Code

e Application Screening
* Panel & Hiring interviews

* Interview questions are based on the knowledge, skills and
abilities required for the position and are standardized

* We use a diverse group of internal and external panelists,
subject matter experts, and hiring managers

Recruitment Outreach

* Paper/In-Person — Community Niche Newspapers, internal
bulletin board postings, Community and University Career Fairs,
Air District Job Fair, HR Office, internal referrals

* Online — Air District website, District-wide job posting websites,
diversity websites, District social media sites, and professional
associations

* Nonprofits and Community Organizations
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Diversity Hiring
and Employment
Practices

* Pay Equity

* Salaries are pegged to Job
Classification

* Salary Survey Underway

* Equal Employment Opportunity Plan




Ongoing Efforts

* Continue expanded outreach to underrepresented groups
e Establish an internal mentoring program
* Work with the Employees’ Association to enhance internship program

» Office of Diversity, Equity & Inclusion
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Office of Diversity, Equity & Inclusion
(DE&I)

Established

July 1, 2017

Vision and Guiding Principles of the office are a Commitment by the Air District to:

e Value diversity, equity, and inclusion at the agency and throughout the Bay Area;

« Using diversity, equity and inclusion as part of: decision-making strategies, policies,
procedures, regulations, funding initiatives, public outreach, planning and hiring;

* A zero tolerance of all forms of discrimination and harassment_.;

* Workplace and programmatic practices that exemplify these principles
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Office of DE&I — Strategic Planning

Framework
July = October, 2017

Development of a
framework for the
Office — this blueprint
aligns the efforts of
Office with goals and
objectives of the Air
District

Presentation of
blueprint to Executive
Management team by
the end of first
quarter, 2018

Assessment

October 2017 — March 2018

Cultural assessment
underway

Contracted with Cook
Ross to assist in
development of Office
Informal interviews of
executive and
management teams
conducted

Employee listening
sessions scheduled
February/March

Implementation
August — December
2017

Build further capacity
Speaker Series &
Training Sessions
Cultural Awareness
Events held
Participation in GARE
Program
Development of DE&I
Brochure
Development of racial
equity tool
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Office of DE&I — Highlight of 2017
Implementation

Brochures Guest Speaker Series Organizational Public Participation Plan Newsletters

L Demographic Tracking (Equity Lens)
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DE&I Training

Thursday, August 24, 2017

Participation in GARE
race forward>
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SOCIALINCLUSION

LOCAL AND REGIONAL
GOVERNMENT ALLIANCE O
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What is the Government Alliance on

Race and Equity?

The Government Alliance on Race and Equity (GARE) is a
national network of local and regional governments
working to achieve racial equity and advance opportunities
for all.

race forward} ‘:S haas institute
//J‘ FOR A FAIR AND INCLUSIVE SOCIETY

Provides year-long training series to support local and
regional governments at the forefront of work to advance
racial equity. Across the country, governmental jurisdictions
are:

O making a commitment to achieving racial equity;

O focusing on the power and influence of their own
institutions;

O working in partnership with others.

When this occurs, significant leverage and expansion
opportunities emerge, setting the stage for the
achievement of racial equity in our communities.

GOVERNMENT ALLIANCE O

Government Alliance on Race
and Equity — National

Ontario
Provinea o

Washington
Saatte

K = Active GARE Members
@ = Current GARE Engagements

= Racial Equity Here Members
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Office of DE&I - Next Steps

e Participation in GARE 2018 Implementation Program

- Continue cross-agency collaboration:
- Sharing of resources, best practices and support

* Work to drive diversity initiatives within Air District

* Enhance training and leadership development of all staff around diversity,
equity, and inclusion
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AGENDA: 23

Winter PM, . Seasons

Year Days > 35 Winter Spare
ng/ms the Air Alerts
2014/2015 6 23
2015/2016 0 1
2016/2017 0 7
2017/2018 8 19
« Spare the Air Alert Called for: 12/8/17 — 12/15/17, 12/22/17 — 12/26/17, 12/29/17 —
12/31/17, 1/1/18, 1/2/18, 1/15/18
« Days > 35 ug/m324-hr NAAQS: 12/15/17, 12/24/17,12/30/17, 12/31/17, 1/1/18, 1/2/18,

1/3/18, 1/4/18



Calendar Year Summary

Days > 35
. 3 Total Days >
National Ozone | pg/m°due to 3

Year e 35 pg/m

Exceedances Wildfires PM. )

(PM; 5) 20
2014 5* 0 3
2015 5* 3 9
2016 15 0 0
2017 6 14 18
2018 0 0 4

For Ozone - Days > 0.070 ppm 8-hour NAAQS: 8/26/17, 8/28/17, 8/31/17, 9/1/17, 9/2/17, 9/3/17
* Based on NAAQS of 0.075 ppm that was in place during those years
For Wintertime - Days > 35 ug/ms324-hr NAAQS: 12/15/17, 12/24/17, 12/30/17, 12/31/17, 1/1/18, 1/2/18, 1/3/18, 1/4/18

(Other exceedances occurred due to wildfires outside of the November 1 — February 28 timeframe)
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