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SECTION 1: EXECUTIVE SUMMARY

Commitment to Equal Employment Opportunity

The State of Maryland is committed to the principle of equal employment opportunity for all
employees and provides employees with a fair opportunity to work in an environment free of
discrimination, harassment and retaliation. The State Personnel and Pensions Article of the
Annotated Code of Maryland, Title 5, Subtitle 2 establishes the Equal Employment Opportunity
program for State government. It ensures a system based on merit and fitness and without regard to
age, ancestry, color, creed, gender identity and expression, genetic information, marital status,
mental or physical disability, national origin, race, religious affiliation, belief or opinion, sex, or
sexual orientation and any other non-merit factor. The State’s responsibility to fair employment
practices is highlighted in Executive Order 01.01.2007.16 Code of Fair Employment Practices
which is provided on pages 75-82.

State employees in the Executive Branch of State government are held to the highest
possible ethical standards, with integrity being of the utmost importance. Having a strong
commitment to these Standards is simply the right thing to do and it ensures that good government
practices will be in place from the top to the bottom of this administration, said Governor Larry
Hogan. In the Executive Order, 01.01.2015.08, Standards of Conduct for Executive Branch
Employees and Reporting of Misconduct, Governor Hogan emphasized State employees
responsibility to exhibit exemplary conduct and use honest efforts in the performance of our duties.

As State employees, we shall also adhere to all applicable laws and regulations that provide
equal opportunity for all Marylanders regardless of any protected discriminatory basis and avoid
any actions that appear to violate applicable laws, regulations and ethical standards. Governor
Hogan said it best, “Serving the people of Maryland is a privilege and an honor, and shall be treated
as such. Marylanders are looking to us to lead by example.”

The Office of the Statewide Equal Employment Opportunity Coordinator will spearhead this
commitment by carrying out its mission to administer and enforce State and federal EEO laws and
policies; promote a work environment free of any unlawful discrimination, harassment and
retaliation; assist in the building of a well-diversified workforce of Maryland State government
employees and applicants.

2015 EEO Highlights

During calendar 2015, the Office of the Statewide EEO Coordinator engaged State agencies
and the State’s EEO professionals in a number of EEO program activities and assisted agencies in
becoming model employers. The office continues to focus on compliance, training, outreach, and
diversity awareness.

In order to ensure compliance with State and federal EEO laws, policies and practices, the
OSEEOC has continued to conduct ongoing compliance audits to review and monitor the EEO
programs in each State agency. The office conducted 4 agency compliance audits in 2015 and
provided each agency with an exit report detailing positive changes, as well as potential
improvements to their EEO programs.
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Through enhanced training and outreach activities, the office strove to enhance the skills and
knowledge of the State’s EEO professionals. Specific activities included:

e Refresher training on EEO laws, diversity, and investigative techniques for State EEO and
Fair Practices Officers.

e Ongoing guidance and training to Americans with Disabilities Act coordinators in
partnership with the Department of Disabilities.

e Improvement of the DBM/EEO website to include EEO best practices, laws, forms, and
resources.

e Continuation of the EEO Connection — a quarterly EEO newsletter that includes EEO law
updates, noteworthy court rulings, a diversity corner and community awareness information.

e EEO Retreat — The event was attended by approximately 75 EEO professionals from various
State agencies. The retreat served to reinforce the knowledge of the EEO professionals
through results-oriented workshops and interactive case study investigations. This retreat
also provided the participants with the benefit of experiencing diverse perspectives in EEO
and diversity, the ability to build consensus team results and greater knowledge of the
protections afforded to all State employees. Dynamic speakers delivered energetic and
engaging workshops on EEO and diversity related topics.

e Providing guidance and technical assistance to agency Fair Practices, EEO and ADA
officers and other agency officials and employees.

e Providing training and instruction on non-visual access for individuals with sight
impairments.

During 2015, the office intends to continue training for EEO professionals across the State,
conducting compliance audits of agency EEO efforts to ensure consistency with State and federal
reporting requirements, producing and distributing educational material to ensure that all employees
fully understand their rights and protections, and investigating agency appeal and whistleblower
complaints.

Data Analysis

Detailed EEO statistical and demographic workforce data for fiscal 2015 and trends since
fiscal 2010 are presented in Sections 3-10. Notable findings and trends are discussed briefly below.

Workforce Diversity

Maryland State government employs individuals from a wide range of racial and ethnic
groups. Minorities make up half of the State’s workforce (Exhibit 1) and African Americans
represent a larger share of the State government’s workforce compared to Maryland’s Civilian
Labor Force (CLF), (Exhibit 2). Minorities represent a slightly larger share of State government’s



workforce than in 2010 while the percentage of females decreased from 56% in fiscal 2010, to 55%
in fiscal 2015 (Exhibit 3).

During fiscal 2015, new hires continued to add to the diversity of the workforce with women
accounting for 56% of new hires, minorities accounting for more than half and African-Americans
accounting for 41% (Exhibits 4 and 5). In each of the last five years, women and minorities each
have represented more than half of all new hires.

Favorable trends in minority hiring are reflected in the demographics of the State workforce
by age. Approximately 47% of State workers under the age of 50 are African-American. That
percentage declines among older workers, with African-Americans making up 44% of workers
between 50-59, and 36% of workers age 60-69 (Exhibit 6).

Advancement Opportunities

In fiscal 2015, women and minorities generally received promotions or upward
reclassifications at rates consistent with their share of the workforce. Women — who represent 55%
of the workforce - accounted for 56% of all promotions and 56% of reclassifications. African-
Americans — who represent 45% of the workforce — accounted for 39% of the promotions and 42%
of the reclassifications (Exhibit 7).

Disciplinary Personnel Transactions

African-Americans were over-represented with respect to suspensions (66%) and
represented (47%) terminations in fiscal 2015. There was only (1) African American disciplinary
demotion in fiscal 2015 compared to (17) in fiscal 2014 (Exhibit 8).

Disparities Remain

Although women and minorities are well represented in State government, significant
disparities remain between the genders and races with respect to employment responsibilities and
pay. Whites, for example, hold 72% of positions classified as Officials and Administrators and
54% of positions classified as Professionals. African-Americans in contrast hold 76% of the
Service/Maintenance positions. With respect to special appointments, 67% are White and 27% are
African-American.

Women are also under-represented in certain job categories. They are less likely than men to
serve as Protective Service Workers (10% of sworn officers and 39% of non-sworn officers), but
are far more likely than men to serve in Administrative Support positions (87%).

The disparities in job categories contribute to differences in the salaries paid to men and
women and whites and minorities. Male employees were paid an average of $4,904 more than
female employees in fiscal 2015, while Whites were paid an average of $8,866 more than African-
Americans and $790 more than other minorities (Exhibit 9). The salary gap between men and
women of the same race, however dropped from 2010 to 2015 for Whites and African-Americans.
Salaries of white men exceeded those of white women by $4,686 in 2015, a decrease over the
$5,626 gap in 2010. The gap between African-American males and females fell from $2,576 in
2010 to $1,624 in 2015.



The greatest impediment to closing the salary gap for African-Americans is their
disproportionate share of low paying jobs. African-Americans hold more than half of positions
classified as Grade 9 or below. The grade with the largest number of African-American workers is
Grade 13, which pays a maximum of $50,023.

To address the disparity issues, the State has expanded its current relationships with
Historically Black Colleges and Universities and professional organizations and its participation in
job fairs that may be sources for African-American, Latino and other diversity recruitment.
Launching of the new recruitment module of the Automated Statewide Personnel System has
enhanced the ability of applicants to search for employment opportunities in the State. The State
continues to use the Internet, Facebook, and Twitter to share job announcements. In addition,
partnerships and alliances have been expanded with minority and disability professional
organizations to engage their membership, increase networking opportunities and inform them
about employment opportunities in State government. The State has also added a diversity
statement to the State job application to affirm its commitment to equal employment opportunity
and encourage diverse group members to apply for State positions.

To build on its continuing commitment to becoming a Model Employer of People with
Disabilities, State government has taken a leading role in facilitating and advancing opportunities
for Marylanders with disabilities to be employed by appointing a Statewide Coordinator for
Employment of People with Disabilities, expanding the Quest Internship Program for individuals
with disabilities to include placing the names of individuals who complete the program on DBM’s
Special Options Eligible List to be considered for permanent positions within State government, and
collaboration and partnership with other States to identify best practices for employment of people
with disabilities.

As part of our proactive efforts, the State has created a new online learning management
system, The HUB, which provides State employees the ability to browse and register for training on
various professional development courses. Courses available on The Hub include training
presentations on EEO, harassment and disability awareness in the workplace. In addition, the State
continues to publish policies covering sexual harassment prevention, reasonable accommodations,
and non-discrimination in various formats, including print and web-based. The State continues to
train managers and supervisors to recognize and avoid unequal treatment of protected group
members and to enhance their skills in maintaining equal employment consideration in decisions
regarding hiring, promotions, work assignments, employee development, training, evaluations,
counseling, and discipline. The State’s desire is to maintain a work environment that attracts,
engages, and retains a proficient and diverse workforce that can excel and meet the dynamic
challenges of State government service.

Other Data
Other data included in the report focus on the State’s success in meeting requests for

reasonable accommodations for disabled workers, trends in discrimination complaints, and
employment at public higher education institutions. Notable findings include:

e 341 reasonable accommodation requests were received from State employees and applicants
for State employment in fiscal 2015. 84% of the requests were granted.



Complaints of discrimination increased from 429 in fiscal 2014, to 495 in fiscal 2015.

The vast majority of employees at the University System of Maryland (56%) and St. Mary’s
College of Maryland (77%) were white. Approximately 46% of faculty and research
positions in the System were filled by whites. Females comprised 53% of the workforce;
while males comprised 47% of the workforce.

African-Americans composed the majority of workers at Morgan State University (74%)
and Baltimore City Community College (70%). Women held 52% of the positions at
Morgan State University and 60% of the positions at Baltimore City Community College.
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Exhibit 5

Percentage of Minorities as New Hires
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Exhibit 10

Average Salary for Women Trails Average Salary for Men
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FY 2015 ANNUAL STATEWIDE EEO REPORT

INTRODUCTION

POLICY STATEMENT

It is the policy of the State of Maryland to prohibit discrimination in any personnel action
concerning any employee or applicant for employment on the basis of age, ancestry, color, creed,
genetic information, gender identity and expression, marital status, mental or physical disability,
national origin, race, religious affiliation, belief or opinion, sex, or sexual orientation. The State of
Maryland is committed to providing a work environment free from discrimination and protecting all
State employees from discrimination. The Equal Employment Opportunity Program ensures that
State government maintains a qualified diverse workforce and investigates and resolves allegations
of discrimination and unlawful hiring practices in the work place.

Recognizing that the State’s workforce should reflect the diversity of the population it serves,
the State’s Executive Branch and independent agencies consistently strive to attract and select
highly qualified individuals from the most diverse group possible. The State recognizes and honors
the value and dignity of every employee and is committed to providing a work environment that
complies with applicable federal and State laws and guidelines, and is free of discrimination,
harassment and retaliation.

The State of Maryland’s Equal Employment Opportunity Policy is administered in
accordance with the following principles:

e Discrimination by State managers, supervisors and employees will not be tolerated. The
recruitment, selection, appointment, compensation, assignment, promotion, transfer, discipline,
and discharge of State employees shall be made without regard to age, ancestry, color, creed,
genetic information, gender identity and expression, marital status, mental or physical disability,
national origin, race, religious affiliation, belief or opinion, sex, or sexual orientation.

e Harassment of employees for any reason prohibited by law, including sexual harassment, is
employment discrimination, and will not be tolerated.

e (abinet officials, department heads, and heads of independent agencies in State government are
expected to take appropriate measures to ensure that their agencies adhere to the State’s policy
regarding unfair employment practices.

e Agency directors shall ensure that their designated Fair Practices Officers are known to all
employees in their respective agencies, and that these officers have the support and
responsibilities consistent with relevant provisions of State law and the Executive Order — Code
of Fair Employment Practices.
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FY 2015 ANNUAL STATEWIDE EEO REPORT

Employees are encouraged to resolve complaints of discrimination at the lowest possible level
by contacting their Equal Employment Opportunity or Americans with Disabilities Act Officers.
Investigations of complaints of discrimination or harassment will be conducted promptly and
thoroughly, and appropriate disciplinary action will be taken against any employee violating
State EEO policies.

Employees will not be subjected to any form of retaliation for filing a complaint of
discrimination or harassment, participating in an investigation of a complaint of discrimination
or harassment, or for objecting to a discriminatory or other illegal or inappropriate action or
practice.

The Secretary of the Department of Budget and Management is responsible for the oversight of
the State of Maryland’s EEO Policy. The Statewide EEO Coordinator is responsible for
ensuring statewide compliance with the State’s EEO policies and practices and administering
the State’s EEO Program.
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FY 2015 ANNUAL STATEWIDE EEO REPORT

THE OFFICE OF THE STATEWIDE EQUAL EMPLOYMENT
OPPORTUNITY COORDINATOR

In accordance with Subtitles 2 and 3 of the State Personnel and Pensions Article, the
Statewide Equal Employment Opportunity Coordinator administers and enforces the State’s EEO
Program. The Coordinator performs under the direction and supervision of the Deputy Secretary of
the Department of Budget and Management. The Coordinator is responsible for implementing the
State’s EEO laws, policies and procedures and serves as the State’s point of contact regarding EEO
related concerns. The Coordinator’s office also conducts investigations of discrimination, unfair
employment practices, and whistleblower complaints.

In addition to administering and enforcing the State’s EEO program, the Office coordinates
the activities of the agency Fair Practices Officers, EEO Officers, and the Americans with
Disabilities Act (ADA) Officers in accordance with the Executive Order Code of Fair Employment
Practices.

The OSEEOC is responsible for the following specific tasks:

e Monitoring and evaluating activities, policies and practices of Maryland State government to
ensure they are in compliance with State and federal employment provisions and the
Executive Order on Fair Employment Practices;

e Reviewing and investigating appeals of decisions in EEO complaints filed against Executive
Branch agencies, including agencies with independent personnel systems and the University
System of Maryland, and, as designee of the Secretary, for investigating whistleblower
complaints filed against such agencies, with the exception of those filed against the
Department of Budget and Management;

e Making certain that State employees understand the State’s EEO policies and their rights
and responsibilities;

e Coordinating and implementing training on such topics as ADA, Sexual Harassment,
Diversity and EEO laws;

e Monitoring discrimination complaints against State agencies filed with the U.S. Equal
Employment Opportunity Commission, the Maryland Commission on Civil Rights and other
external enforcement agencies;
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FY 2015 ANNUAL STATEWIDE EEO REPORT

e Conducting Agency Audit Compliance Reviews;

e Assisting agency Fair Practices, Equal Employment Opportunity and Americans with
Disabilities Act Officers with enforcement efforts;

e Partnering with the Maryland Department of Disabilities to provide ongoing education and
assistance to the ADA Officers;

e Providing consultation and technical assistance to agency Fair Practices, EEO, and ADA
officers, as well as other agency officials;

e Preparing the Annual Report on the State’s EEO Program;

e Preparing and distributing reports in compliance with other State and federal requirements.
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FY 2015 ANNUAL STATEWIDE EEO REPORT

SECTION 3: STATEWIDE WORKFORCE STATISTICS

The Fiscal Year 2015 Annual EEO Report contains data on the total number of State employees in
the Executive Branch of State government.

Highlights of the demographic information presented in the following charts include:
e Maryland has a racially diverse workforce with African-Americans holding 45% of State
positions and workers identifying themselves as belonging to other minority groups holding

5% of positions.

e Females represent 55% of the State’s workforce in fiscal 2015, a slight decrease from 2010
(56%).

e Over 72% of the State’s workforce in fiscal 2015 was age 40 or older.

Statewide Workforce by Age
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SECTION 3 - SUMMARY HIGHLIGHTS

26



27



TOTAL FULL-TIME AND PART-TIME WORKFORCE UTILIZATION - FY 2015

Race Ethnicity
. Native Hispanic or
TOTAL American Hawaiian & Balance (no Latino (no
EEQ Job White African-American |  Indian & Asian . Multiracial
Category Alaska Native Other Pacific | race checked) other race
Islander checked)
Employees| wale Female Male Female | Male Female | Male | Female | Male [Female] Male | Female| Male |Female | Male |Female| Male | Female
Officials and 4.689
Administrators ’ 2,364 2,325 1834 1529 411 659 6 10 65 65 3 4 9 4 13 20 23 34
50% 50%) 39% 33% 9% 14%|  0.13%|  021%| 1.39%| 139%| 0.06%| 0.09%| 019%| 009%| 028%| 043%| 049%|  0.73%
Professionals 20,603 | 6915 | 13,688 4229 6764, 2165  6206] 26 26/ 302|340 10 1 23 7060 147 100 187
34% 66%) 21% 33% 11% 30%|  0.3%|  0.03%|  147%| 1.65%| 0.05%|  0.05%| 011%|  003%] 029%| 071%] 049%|  091%
Technicians 2,642 1,723 | 919 1248 531 398 358 5 20 3 6 0 0 2 1 12 100 2 11
65% 35%) 47% 20% 15% 14% 0.19% 0.08% 1.21%| 0.23% 0% 0.00% 0.08% 0.04%| 0.45% 0.38%]| 0.98% 0.42%
Protective Service 2.027
Workers: Sworn ’ 1,822 205 1328 106 408 93 4 0 23 0 5 0 4 2 4 2 46 2
90% 10% 66% 5% 20% 5% 0.20% 0% 1.13%] 0.00%| 0.25% 0% 0.20% 0.10%| 0.20% 0.10%| 2.27% 0.10%)
Protective Service 9266
Workers: Non-Sworn ’ 5,665 3,601 2972 622 2575 2917 5 5 42 12 4 2 1 0 28 17 38 26
61% 39%) 32% 7% 28% 31% 0.05% 0.05% 0.45%| 0.13%] 0.04% 0.02% 0.01% 0.00%| 0.30% 0.18%| 0.41% 0.28%
Administrative 7348
Support ’ 922 6,426 359 2714 490 3427 2 18 44 83 4 7 2 8 6 55 15 114
13% 87% 5% 37% 7% 47%|  0.03%|  0.24%|  0.60%| 1.13%] 0.05%| 0.00%|  003%]  011%] 0.08%| 075%] 020%|  1.55%
Skilled Craft Workers 1,920 | 1,864 56 1236 33 559 20 5 0 22 0 3 0 2 0 12 0 25 3
97% 3% 64% 2% 29% 1%|  0.26% 0%|  115%|  0%| 0.16% 0%|  0.10% 0%| 0.63% 0%| 1.30%|  0.16%
. . 2,864
Service/Maintenance 1,797 1,067 412 136 1293 887 6 2 16 13 6 4 30 10 14 3 20 12
63% 37%)| 14% 5% 45% 31% 0.21% 0.07% 0.45%| 0.21% 0.14% 1.05% 0.35%| 0.49% 0.10%| 0.70% 0.42%)

51,359

23072 28287 13,618 12435 8299 14,567

0.56%

NOTE: The data include State Personnel Management Systems (SPMS) and Maryland Department of Transportation (MDOT) full-time and part-time employees; contractuals are not included.
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FULL-TIME AND PART-TIME EMPLOYEES PERCENTAGE CHANGE —FY 2010 & FY 2015

Race Ethnicity
TOTAL i i i
EEO Job Category . . . American Indian & . Native Hawaiian & Balance (no race L Hispanic or Latino
‘White African-American N Asian . Multiracial (no other race
Alaska Native Other Pacific Islander checked) checked)
Employees Female Female Female Female Female Female Female Male Female Female
= 4 2,364 2,325 1,834 1,529 411 659 6 10 65 65 3 4 9 4 13 20 23 34
4 ]
g = '\‘Q’\ TOTAL 4,689
T‘: ‘E 50.4% 49.6% 39.1% 32.6% 8.77% 14.1% 0.13% 0.21% 1.39% 1.39% 0.06%  0.09% 0.19% 0.09%| 0.28% 0.43% 0.49% 0.73%
§ i 2,359 2,141 1,804 1,445 363 544 3 3 36 24 2 1 126 91 10 10 15 23
% E WQ\“ TOTAL| 4,500
< 52.4% 47.6% 40.1% 32.1% 8.07% 12.09% 0.07% 0.07% 0.80% 0.53% 0.04%  0.02% 2.80% 2.02%| 0.22% 0.22% 0.33% 0.51%
@
g Q\% TOTAL| 20,603 6,915 13,688 4,229 6,764 2,165 6,206 26 26 302 340 10 11 23 7 60 147 100 187
% v ’ 33.6% 66.4% 20.5% 32.8%| 10.51% 30.1% 0.13% 0.13% 1.47% 1.65% 0.05%  0.05% 0.11% 0.03%| 0.29% 0.71% 0.49% 0.91%
w»
D
Hé ’\‘Q,\Q TOTAL| 22,029 7,459 14,570 4,651 7,461 2,110 6,132 20 29 212 215 7 12 347 508 37 87 75 126
A 33.9% 66.1% 21.1% 33.9% 9.58% 27.8% 0.09% 0.13% 0.96% 0.98% 0.03% 0.05% 1.58% 2.31%| 0.17% 0.39% 0.34% 0.57%
é Q\% TOTAL 2.642 1,723 919 1,248 531 398 358 5 2 32 6 - - 2 1 12 10 26 11
o= H
2 v 65.2% 34.8% 47.2% 20.1%| 15.06% 13.6% 0.19% 0.08% 1.21% 0.23% 0%  0.00% 0.08% 0.04%| 0.45% 0.38% 0.98% 0.42%
=
g Q\Q TOTAL 3.097 1,576 1,521 1,144 766 341 691 5 1 28 4 2 2 27 27 18 11 11 19
s
= v 50.9% 49.1% 36.9% 24.7%| 11.01% 22.3% 0.16% 0.03% 0.90% 0.13% 0.06%  0.06% 0.87% 0.87%| 0.58% 0.36% 0.36% 0.61%
E 8 é = '\9\% TOTAL 2,027 1,822 205 1,328 106 408 93 4 - 23 - 5 - 4 2 4 2 46 2
§ =~ g s 89.9% 10.1% 65.5% 5.2%| 20.13% 4.6% 0.20% 0% 1.13% 0.00% 0.25% 0% 0.20% 0.10%| 0.20% 0.10% 2.27% 0.10%
e et 3
Sa S @ 2,011 245 1,502 128 400 106 2 - 9 1 1 - 62 8 2 1 33 1
£rz &> TOTAL| 2,256 , ’
89.1% 10.9% 66.6% 5.7%| 17.73% 4.7% 0.09% 0% 0.40% 0% 0.04% 0% 2.75% 0.35%| 0.09% 0.04% 1.46% 0.04%
1
=
e 2 '\'Q\e, TOTAL 9,266 5,665 3,601 | 2,972 622 | 2,575 2,917 5 5 42 12 4 2 1 - 28 17 38 26
'E .g B E 61.1% 38.9% 32.1% 6.7%| 27.79% 31.5% 0.05% 0.05% 0.45% 0.13% 0.04%  0.02% 0.01% 0.00%| 0.30% 0.18% 0.41% 0.28%
2558 =
SR X wn 5,617 3,453 2,917 514 2,349 2,718 7 4 20 2 4 1 263 186 29 16 28 12
s: w2 ,5 '\‘Q\Q TOTAL 9,070 i) 5 > > 1)
3 61.9% 38.1% 32.2% 5.7%| 25.90% 29.97% 0.08% 0.04% 0.22% 0.02% 0.04% 0.01% 2.90% 2.05%| 0.32% 0.18% 0.31% 0.13%
[
>
E < '\$¢ TOTAL 7,348 922 6,426 359 2,714 490 3,427 2 18 44 83 4 7 2 8 6 55 15 114
=
.E & 12.5% 87.5% 4.9% 36.9% 6.67% 46.6% 0.03% 0.24% 0.60% 1.13% 0.05%  0.10% 0.03% 0.11%| 0.08% 0.75% 0.20% 1.55%
=
— =
w2
_E '\?'& TOTAL 7,287 748 6,539 312 2,928 372 3,227 1 17 28 61 3 10 19 170 7 48 6 78
< 10.3% 89.7% 4.3% 40.2% 5.10% 44.3% 0.01% 0.23% 0.38% 0.84% 0.04% 0.14% 0.26% 2.33%| 0.10% 0.66% 0.08% 1.07%
=
5 g WQ& TOTAL 1,920 1,864 56 | 1,236 33 559 20 5 - 22 - 3 - 2 - 12 - 25 3
- f 97.1% 2.9% 64.4% 1.7%| 29.11% 1.0% 0.26% 0% 1.15% 0% 0.16% 0.0% 0.10% 0.00%| 0.63% 0.00% 1.30% 0.16%
2 o©
= 3 » TOTAL 1,929 62 1,283 40 565 22 11 - 19 - 4 - 17 - 12 - 18 -
=< ,\‘Q ’
©n 96.9% 3.1% 64.4% 2.0%| 28.38% 1.10% 0.55% 0% 0.95% 0% 0.20% 0.0% 0.85% 0.00%| 0.60% 0.00% 0.90% 0%
2 2  TOTAL 2.864 1,797 1,067 412 136 | 1,293 887 6 2 16 13 6 4 30 10 14 3 20 12
¥ = N s
E 5 v 62.7% 37.3% 14.4% 4.7%)| 45.15% 31.0% 0.21% 0.07% 0.56% 0.45% 0.21%  0.14% 1.05% 0.35%| 0.49% 0.10% 0.70% 0.42%
j o
L =
A5 ,\‘Q\Q TOTAL 3,961 2,077 1,884 556 490 1,405 1,307 5 4 20 12 5 6 50 46 17 5 19 14
2 52.4% 47.6% 14.0% 12.4%| 35.47% 33.0% 0.13% 0.10% 0.50% 0.30% 0.13% 0.15% 1.26% 1.16%| 0.43% 0.13% 0.48% 0.35%
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STATEWIDE WORKFORCE BY AGE

Race Ethnicity
American Native Hispanic or
TOTAL White African- Indian & Asian Hawaiian & [Balance (no race Multiracial Latino (no
AGE American | Other Pacific checked) other race
Alaska Native
Islander checked)
Employees
Male Female Male Female | Male | Female | Male | Female | Male |Female | Male | Female| Male | Female| Male |Female| Male |Female
19 or 2
under 2 0 0 0 1 0 0 0 0 0 0 0 1 0 0 0 0 0
100% 0%) 0% 0% 585% 0% 0% 0% 0.00% 0% 0% 0% 50% 0% 0% 0% 0.00% 0.00%
20-29 | 3,369 1,657F 1,712 1,095 695| 483 937 2 2| 27 26 5 1 0 0 15 15 30 36
49% 51% 33% 21% 4% 28% 0.06% 0.06% 0.80% 0.77% 0.15% 0.03% 0.00% 0.00% 0.45% 0.45% 0.89% 1.07%)
30-39 | 8,258 33990 4859 21197 1,939 1,116] 2,651 5 11 831 112 5 5 0 0 20 57 51 84
41% 59% 26% 23% 14% 32% 0.06% 0.13% 1.01% 136%| 0.06% 0.06% 0.00% 0.00% 0.24% 0.69% 0.62% 1.02%)
40-49 | 10,354 4216; 6,138 24321  2395| 1,619] 3435 6 12 80, 126 4 7 0 1 24 54 51 108
41% 59% 23% 23% 16% 33% 0.06% 0.2% 0.77% 122%| 0.04% 0.07% 0.00% 0.01% 0.23% 0.52% 0.49% 1.04%)
50-59 | 11,896 4,409i 74871 26321  3566| 1,596/ 3,656 12 21 98 99 4 6 1 0 23 69 43 70
37% 63%) 22% 30% 13% 31% 0.10% 0.18% 0.82% 0.83%| 0.03% 0.05% 0.01% 0.00% 0.19% 0.58% 0.36% 0.59%
60-69 | 6,570 2,704 3,866 1,788 2,135 7931 1,609 8 4 68 63 3 5 0 0 11 14 33 36
41% 59% 27% 32% 2% 24% 0.2% 0.06% 1.04% 0.96%| 0.05% 0.08% 0.00% 0.00% 0.17% 0.21% 0.50% 0.55%
70 and
over 740 394 346 273 218 84 111 6 1 25 14 1 0 0 0 0 2 5 0
53% 47% 37% 29% 11% 15% 0% 3.4% 19% 0% 0% 0.0% 0.0% 0.0% 0.3% 0.7% 0.0%

10,339 | 10,948

TOTAL 41,189

NOTE: The data include SPMS and Independent agencies, excluding MDOT, Towson University, Frostburg State University, Salisbury University, Maryland Automobile Insurance Fund,

25.1% 26.6%

13.8%

0.93% 1.07%

0.05% 0.06%

0.00%

0.51%

Baltimore City Sheriff's Office and Maryland Environmental Services. Contractuals are not included.
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STATEWIDE WORKFORCE BY SERVICE TYPE

Race Ethnicity
American Native His panic or
Service TOTAL ) African- ) . Hawaiian & | Balance (no .. Latino (no
White . Indian & Asian . Multiracial
Type American . Other Pacific | race checked) other race
Alaska Native
Islander checked)
Employees Male Female Male Female | Male Female | Male | Female | Male |Female| Male | Female | Male | Female | Male |Female| Male | Female
Executive 1 ,063 637 426 483 272 116 128 0 1 19 13 0 0 8 2 6 3 5 7
60% 40%) 45% 26% 11% 2% 0%  0.09% 18% 12% 0% 0%| 0.75% 0.19%| 0.56% 028%| 047%F 0.66%
Independent - 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Management 2’038 991 1,047 761 655 178 330 6 3 31 29 2 2 0 1 4 13 9 14
49% 51%) 37% 32% 9% 16%| 0.29% 0%|  152%! 142%| 0.10% 0.10%| 0.00% 005%| 020%} 064%| 044%i 069%
Professional 3,937 803 3,134 565 2062 191 925 4 5 31 75 2 4 0 0 2 35 8 28
20% 80%) 4% 52% 5% 23%|  0.10%}  0.3%] 0.79%! 191%| 0.05% 0.10%|  0.00% 0.00%] 0.05%f 0.89%| 020%F 0.71%
Skilled
X 30,814 13,244 17,570 7710 6530 4997i 10326 24 39 266 272 16 15 0 0 76 144} 155 244
Service 43% 57%) 25% 21% 16% 34%| 0.08%|  0.3%| 086% 088%| 005% 0.05%| 0.00% 0.00%| 025%! 047%| 050%F 0.79%
Special 3,890 1,499 2391  1105i 1509) 296! 758 5 3 43 60 1 3 0 0i 11, 16/ 38 42
Appointment 39% 61% 28% 39% 8% 9% 0.3%  0.08%|  Live]  154% 0%]  0.08%| 000%  0.00%]| 028% 0416 098%  108%
Designated
Political 346 136 210 110 144 21 52 0 1 4 5 0 0 0 0 0 3 1 5
Appointment 39% 61%) 32% 42% 6% 15% 0% 029%|  116%] 145% 0% 0%| 0.00% 0.00% 0% 0.87% 0% 145%
MbOT 6 5 1 5 1 0 of o of o o 0 0 0 o0 o o o0 0
Commission 83% 17% 83% 17% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Permanent 2,538 1621 917 320 15{ 1234 883 3 1 6 0 5 4 32 12/ 12 2 9 0
MTA Union 64% 36%) 13% 1% 49% 35%|  0.2%F  0.04%| 024% 0%|  0.20% 0.16%|  126% 047%| 047%F 008%| 035% 0%
Uniform Police 19 16 3 9 1 5 2 0 0 0 0 0 0 2 0 0 0 0 0
84% 16% 47% 5% 4% 11% 0% 0%| 0.00%; 0.00%| 0.00% 0% 1% 0%| 0.00% 0%| 0.00%i  0.00%
Transportation
S po. 6,7()8 4,120 2,588 2550 1246 1261 1163 17 10 146 65 9 0 31 17 38 38 68 49
ervice 61% 39%) 38% 19% 19% 7% 025%)  0.15%| 2.8%] 097%| 0.3% 0.46% 025%| 057%F 057%| 101%i 0.73%

51,359

NOTE: The data include SPMS and MDOT full-time and part-time employees; contractuals are not included.
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FY 2015 ANNUAL STATEWIDE EEO REPORT

SECTION 4: WORKFORCE UTILIZATION

Section four provides a narrative and statistical comparison of the State’s workforce with the
Civilian Labor Force (CLF) in the eight EEO job categories.

SUMMARY HIGHLIGHTS
Trends displayed in the following charts are highlighted as follows:

e White males and females and Minority males represent a higher proportion of the
CLF than State government’s workforce, while Minority females represent a higher
proportion of the State government’s workforce than the CLF.

e Minorities hold 28% of the State positions classified as Officials and Administrators
slightly lower than the CLF availability.

e African-Americans represent a higher proportion of the State’s workforce than the
CLF.

e African-Americans in the State’s workforce exceeded the CLF availability in five of
the eight EEO sub-categories; Professionals, Non-sworn Protective Service Workers,
Administrative Support, Skilled Craft and Service Maintenance.

e African-American females in the State’s workforce exceeded the CLF availability in
the Officials and Administrators, Professionals, Non-sworn Protective Service
Workers, Administrative Support and Service Maintenance categories. African-
American males exceeded the CLF availability in the Professionals, Technicians,
Non-sworn Protective Service Workers, Skilled Craft Workers and Service
Maintenance categories.

e Males categorized as White represent a higher share of State government sworn
Protective Service Workers than in the CLF.

e The largest representation of females in FY 2015 was in the Professional job
category (13,688).
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STATEWIDE WORKFORCE UTILIZATION ANALYSIS — FISCAL YEAR 2015

WHITE AFRICAN-AMERICAN OTHER MINORITIES
TOTAL
EEO JOB CATEGORY MALE State | Index PEMALE State | Index MALE State | Index FEMALE State | Index MALE State | Index FEMALE State | Index | PERMANENT
CLE | Under CLF | Under CLF |Under CLF | Under CLF | Under CLF |Under| POSITIONS
Officials and | # 1,834 1,529 411 659 119 137
B 39.99 P 27.0% 9.5% 13.1% 5.7% 4.5%
Administrators ’ ¢ o o 0 o 4,689
% | 39.1% L0.8%| 32.61% 5.6%|  8.8% 0.7%|  14.1% 1.0%|  2.54% 32%,  2.92% 2%
Professionals # 429 30% 6,764 33.9% 2,165 8.2% 6,206 14.0% 521 1.3% 78 7.0% 20,603
% | 20.5% .00 338 % 105% 2353019 1610 7359 R 359
Technicians # 1,248 27% 331 28.3% 3% 10.7% 358 20.5% n 7.2% 30 6.7% 2’642
% | 472% 20%| 20.1% 82%| 15.1% 44%|13.6% 6.9%| 2.9% 420% 11% 5.56%
Protective
Service R Y 1067 v, 4081 30.9% Bl 17.6% 861 43% 61 15% 2,027
Workers: Sworn| % | 65.5% 8% 5.2% 2.7%| 20.1% 10.8%| 4.6% 13.0%| 42% 0% 0.3% 1%
Protective
W Sker‘“; A I 622 28.5% 2505} 143% 21T 17 894 U84 430 621 41% 9,266
orkers: \Non-
Sworn % | 32.1% 1.1% 7% 218%|  28% 135%|  31% 145%]  13% 3.0%  0.7% 3.43%
Administrative | # 359 20.0% 2,714 36.4% 490 103% 3,427 27% 73 46% 285 72% 7,348
Support % | 4.9% 15.0%| 369% 05%| 6.7% 3.6%| 46.6% 24.9%| 1.0% 361% 3.9% 3%
killed Craft
Svlvekcra #1236 5150, 3 26% 59 17.5% 200 6% 69 19.89 3 10% 1,920
OorKers
% | 64.4% 6.9%|  17% 20.9%| 29.1% 116%| 1.0% 0.6%|  3.9% 15.90%|  02% 20.8%
M:e:me' # 42 9409 136 20.19% 1293 1850, 887 1s.5% 21 117% 1 10.0% 2,864
intenanee o T 4% 0% 4% 15,359 45.1% 266%|  31.0% 555 3% 549%, 1% 3%

14,567
26.5%| [ -3.3%] 24.2%) | -27% | 3.4%] 28.4%] | 12.8%] 2.2%]
NOTE: The data include SPMS and MDOT full-time and part-time employees; contractuals are not included.

TOTALS Rl 29.5% 26.9% 12.8%

8.2% 51,359
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2015 SUMMARY OF AGENCY WORKFORCE ANALYSIS

White African-American Other Minorities TOTAL
AGENCY Male Female TOTAL Male Female TOTAL Male Female TOTAL Employees
Baltimore City Community College 47 53 100 102 171 273 8 10 18 391
Baltimore City Sheriff's Office 9 1 10 85 27 112 4 0 4 126
Canal Place 0 3 3 0 0 0 0 0 0 3
College Savings Plan 2 4 6 1 2 3 1 2 3 12
Commission on Civil Rights 4 5 9 4 13 17 0 2 2 28
Dept of Aging 19 49 68 27 89 116 1 6 7 191
Dept of Budget and Management 46 79 125 31 91 122 4 11 15 262
Dept of Business and Economic Development 51 69 120 15 39 54 3 5 8 182
Dept of General Services 170 66 236 135 109 244 27 20 47 527
Dept of Health and Mental Hygiene 1,113 3,433 4,546 827 2,341 3,168 146 321 467 8,181
Dept of Housing and Community Development 70 77 147 37 90 127 5 6 11 285
Dept of Human Resources 377 1,766 2,143 578 3020 3,598 42 141 183 5,924
Dept of Information Technology 42 33 75 8 13 21 9 5 14 110
Dept of Juvenile Services 306 285 591 451 747 1,198 14 47 61 1,850
Dept of Labor, Licensing and Regulation 411 342 753 205 445 650 38 56 94 1,497
Dept of Natural Resources 671 376 1,047 66 65 131 19 14 33 1,211
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2015 SUMMARY OF AGENCY WORKFORCE ANALYSIS

White African-American Other Minorities TOTAL
AGENCY Male Female TOTAL Male Female TOTAL Male Female | TOTAL Employees
Dept of Public Safety and Correctional Services 3,199 1,117 4,316 2,355 3,291 5,646 127 108 235 10,197
Dept of Transportation 3,279 1,487 4,766 2,607 2,168 4,775 406 223 629 10,170
Dept of Veteran's Affairs 27 14 41 21 5 26 3 2 5 72
Historic St Mary's City Commission 7 0 7 0 0 0 0 0 0 7
MD Automobile Insurance Fund 68 93 161 12 46 58 8 8 16 235
MD Dept of Disabilities 4 16 20 1 3 4 0 0 0 24
MD Dept of Agriculture 147 126 273 16 25 41 9 10 19 333
MD Dept of Planning 47 49 96 5 19 24 5 7 12 132
MD Dept of the Environment 308 237 545 79 99 178 51 31 82 805
MD Environmental Services 436 140 576 95 23 118 33 12 45 739
MD Food Center Authority 13 6 19 6 1 7 1 1 2 28
MD Health Benefit Exchange 8 13 21 5 16 21 5 3 8 50
MD Health Insurance Plan 2 1 3 0 2 2 1 0 1 6
MD Higher Education Commission 14 10 24 5 18 23 1 2 3 50
MD Institute for Emer Medical Servs Systems 46 29 75 6 10 16 1 3 4 95




2015 SUMMARY OF AGENCY WORKFORCE ANALYSIS

White African-American Other Minorities TOTAL
AGENCY Male Female TOTAL Male Female TOTAL Male Female TOTAL Employees
MD Insurance Administration 68 61 129 26 61 87 3 13 16 232
MD Judiciary 400 1,413 1,813 191 980 1,171 49 172 221 3,205
MD Museum of African American History & Culture 2 2 4 5 13 18 0 1 1 23
MD Public Television 59 46 105 7 8 15 4 3 7 127
MD School for the Deaf 82 200 282 17 14 31 8 13 21 334
MD Stadium Authority 3 1 4 1 0 1 0 0 0 5
MD State Board of Contract Appeals 2 1 3 0 1 1 0 0 0 4
MD State Dept of Education 189 511 700 98 420 518 26 44 70 1,288
MD State Lottery & Gaming Control Agency 102 49 151 64 48 112 5 12 17 280
MD State Police 1,461 314 1,775 218 117 335 70 15 85 2,195
MD State Retirement and Pension Systems 34 35 69 17 69 86 10 5 15 170
MD Supplemental Retirement Plans 2 5 7 0 4 4 0 1 1 12
MD Tax Court 5 2 7 0 0 0 0 0 0 7
Military Department 126 39 165 60 35 95 8 4 12 272
Morgan State University 110 57 167 347 462 809 70 43 113 1,089
Office of Administrative Hearings 25 49 74 6 28 34 1 1 2 110
Office of the Attorney General 176 271 447 22 87 109 18 14 32 588
Office of People's Counsel 6 6 12 0 3 3 1 1 2 17

38




2015 SUMMARY OF AGENCY WORKFORCE ANALYSIS

White African-American Other Minorities TOTAL
AGENCY Male Female TOTAL Male Female TOTAL Male Female TOTAL Employees
Office of Public Defender 234 304 538 48 189 237 21 39 60 835
Office of State Prosecutor 6 2 8 0 2 2 1 0 1 11
Office of the Comptroller 210 305 515 78 330 408 38 57 95 1,018
Office of the Governor/Executive Department 100 101 201 18 37 55 13 12 25 281
Office of the Treasurer 7 21 28 4 8 12 1 3 4 44
Property Tax Assessment Appeals Board 60 22 82 13 12 25 0 1 1 108
Public School Construction Program 6 7 13 3 1 4 0 1 1 18
Public Service Commission 37 36 73 16 25 41 7 8 15 129
St. Mary's College of Maryland 134 145 279 26 25 51 17 17 34 364
State Archives 20 24 44 7 7 14 1 0 1 59
State Board of Elections 33 91 124 19 39 58 2 5 7 189
State Dept of Assessment and Taxation 117 162 279 45 197 242 14 15 29 550
Subsequent Injury Fund 1 7 8 1 1 2 0 0 0 10
Uninsured Employer's Fund 2 4 6 0 3 3 0 0 0 9
University of Maryland Systems 10,420 11,279 21,699 2,810 4,483 7,293 4,935 4,571 9,506 38,498
Worker's Compensation Commission 14 33 47 13 44 57 0 4 4 108

TOTAL-Maryland
State Work Force

25,584
26.7%

50,780
52.9%

11,965
12.5%

20,741
PARYZS

32,706
34.1%

6,295
6.6%

6,131
6.4%

12,426
13.0%

95,912

TOTAL - Civilian
Labor Force

NOTE: The data includes SPMS and Independent agencies full-time and part-time employees; contractuals are not included.

925,065

835,205

1,760,270

398,565

483,405

881,970

254,445

211,240

465,685

3,107,925
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2015 ANNUAL STATEWIDE EEO REPORT

SECTION 5: DISTRIBUTION OF STATE EMPLOYEE
WORKFORCE BY SALARY AND GRADE AND BY RACE
AND GENDER

INTRODUCTION

Section five presents the salary and grade of employees by race and gender. This section
includes a comparison of salary and grade information for Fiscal Years 2010 through 2015.

SUMMARY HIGHLIGHTS

Trends displayed in the following charts include:
e Male employees were paid an average of $5,467 more than female employees in fiscal 2015.

e The salary gap between men and women of the same race dropped from 2010 to 2015 for
Whites and African-Americans. Salaries of white men exceeded those of white women by
$4,686 in 2015, an improvement over the $5,626 gap in 2010. Similarly, the gap between
African American males and females fell from $2,576 in 2010 to $1,624 in 2015.

e White employees were paid an average of $59,080 in fiscal 2015 compared to $50,445 for
African-American employees, and $58,807 for other minority employees.

e The salary differentials between men and women and Whites and African-Americans are
related to differences in the types of positions held. Whites (83%) and men (64%) are far
more likely than African-Americans (11%) and women (37%) to hold positions in the
Executive Pay Plan with positions classified as Grade 24 and above. African-Americans, in
contrast, hold a majority of the positions classified at Grade 9 or below. Females hold
approximately 72% of positions classified at Grade 11 and below.
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COMPARISON OF AVERAGE SALARIES BY RACE AND

GENDER FOR FY 2010 AND FY 2015

YEAR | AVERAGE
SALARY White African American Other Minorities
MALE FEMALE MALE FEMALE MALE | FEMALE
FY 2010 $49,354 $55,599 $49,973 $46,519 $43,943 $54,410 $46,838
FY 2015 $56,111 $61,423 $56,737 $51,257 $49,633 $63,852 $53,762
570,000 YEARLY AVERAGE SALARY COMPARISON
$60,000 ]
$50,000 — __ —— |
$40,000 T B —
$30,000 T —
$20,000 T —
$10,000 T —
» FY 2010 FY 2015

OAVERAGE SALARY

OWhite FEMALE

OAfrican American FEMALE

OOther Minorities FEMALE

B White MALE

O African American MALE

O Other Minorities MALE

42




COMPARISON OF AVERAGE SALARIES BY RACE

FOR FY 2010 AND FY 2015
Average
Year Salary White African American | Other Minorities
FY 2010 $49,354 $52,786 $45,231 $50,624
FY 2015 $56,111 $59,080 $50,445 $58,807
$60,000
$50,000 —
O Average Salary
$40,000 —
B Average White
$30,000 -
O Average African
American
$20,000 —
O Average Other Minorities
$10,000 T
$0 .
FY 2010 FY 2015
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COMPARISON OF AVERAGE SALARIES BY GENDER

FOR FY 2010 AND FY 2015

Average
Year Salary Men Women
FY 2010 $49,354 $52,176 $46,918
FY 2015 $56,111 $58.844 $53,377

$60,000

$50,000 -

$40,000 7

$30,000 -

