PAGE  
March 10, 2014
Page 2 of 10

[image: image1.png]Number of Employees by Ethnic

|| 69 69
54 60! 651 65: 651 62 64
FYO6 FYO7 FYO8 FY09 FYl10 FYll FYl2 FYl3 FYl4
. Hispanic 1 African Amer. [ I Native Amer. [ 1White
[IAsian Other em=Total

7200

7000

6800

Total MCG Employees





OFFICE OF HUMAN RESOURCES

    Isiah Leggett 








    Joseph Adler

 County Executive 
                             
                                                                 Director

MEMORANDUM

March 11, 2014

TO: 
Teresa Chapa, Ursula Odiaga Iannone Co-Chairs of Latin 


American Advisory Group, (LAAG)
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FROM: 
Joe Adler, Director, Office of Human Resources (OHR) 
SUBJECT:  Request for hiring information submitted by Henry Montes, Member 

 
LAAG

Dear Ms. Chapa, Ms. Odiaga-Iannione, and Mr. Montes:

As you are aware, I received a 17 item questionnaire developed by Henry Montes at the request of LAAG concerning Montgomery County’s hiring practices, as they relate to Latino applicants and employees.  The responses are included in this memo and subsequent appendices.


County Executive Isiah Leggett is strongly committed to a government that embraces diversity at all levels, from inclusive programs and policies which make the County a welcoming jurisdiction for talented people from across the world, to a workforce that provides quality services in a culturally competent manner.  Our efforts for inclusion have been cited by researchers from the Brookings Institution as a model for other jurisdictions.  


Although the size of the County’s workforce has decreased because of the extraordinary fiscal and budgetary difficulties faced by Montgomery County, the County’s workforce has retained its diverse nature. Going forward we look forward to working with LAAG and other advocacy groups to assist us in our recruitment and hiring efforts.  

Data Issues

 
 Question 1 asked for historical data on hiring Latinos
 compared to other ethnic groups.  Question 2 asked for a graph trend of Latinos hired over the past seven years.  Charts A1 and A2, show the hiring of all merit full time employees, by EEO categories going back to FY 2006.   The data show that Latino employees increased both in actual numbers and as a percentage of County’s workforce, from 547 or 7.19% of the workforce in 2006 to nearly 700 or 9.02% as of December 2013.  


This increase occurred at the same time that the total number of County employees decreased, as illustrated by the black line in Charts A1 and A2. As a comparison, the Latino portion of federal employees comes to 8.20%, and Fairfax County’s Latin employee population is listed as 6.73%

Chart 1: Number of Full Time Employees by Ethnicity Shown Against Total MCG Employees (All Departments) FY 2006-2014
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Chart 2: All Full Time Employees by Ethnicity as a Percentage of Total Workforce Shown Against Total MCG Employees (All Departments) FY 2006-2014
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Question 5 requested information on MLS hiring.  As of December 31, 2013 data shows 334 filled MLS positions of whom 14 or 4.19% are Latino.  The number of MLS employees hit a peak of 366 in FY 2009, and was subsequently affected by position eliminations and reductions of force.   By way of comparison, the percentage of federal SES who are Latino comes to 4.10%

Chart 3 MLS Employees in County Government FY 2006-2014
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Question 2 asked for a trend line.  Chart 4 illustrates that the trend line for County Government for Latinos as a percentage of total employment and MLS. The steeper the rise, the greater the rate of increase.

Chart 4—Hiring Trend Line
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Question 4 asked for data on the number of Latino applicants and the number of hires.  The hiring data cannot be retrieved from our systems due to transfer to the Oracle suite for applicant tracking.  Chart 5 shows the number of job announcements  by fiscal year, number of Latino applicants and total number of applicants. As illustrated by the data, we receive hundreds, sometimes thousands, of applications for each job announcement. 

Chart 5 Number of Latino Applicants, Number of Job Announcements, and Total number of Applicants.

	Fiscal Year
	#of job announcements
	# of Latino applicants
	# Total applicants

	2006
	554
	4000
	42992

	2007
	685
	4745
	50564

	2008
	452
	4969
	49196

	2009
	409
	3833
	38492

	2010
	335
	3462
	28438

	2011
	321
	2090
	16818

	2012
	523
	5193
	45862


	2013
	535
	6007
	54244


Accessibility of data and public information


A number of questions dealt with data that is assembled for use by the County Executive and the Chief Administrative Officer as part of the annual performance evaluations.  Based on the advice of the County’s EEO officer, and the County Attorney, this information is considered to be protected data.  


Montgomery County Government is required to submit EEO-4 information to the federal EEOC every two years.  This information is aggregated with other governments, and is made public as part of a larger data set.  Absent an investigation or finding of discrimination, the individual jurisdictions’ data is not made public.  Other demographic data is submitted to the federal Department of Justice as a condition of receiving federal grants. 

Recruitment and Selection Issues


Question 7: What special recruitment efforts, if any, are being taken by the County government to increase the number of underrepresented Latino as County employees for various County departments and other components?   

· OHR and Dept. HR Liaisons conduct recruitment to reach diverse candidates.

· OHR Job Club Memo distributed Weekly to announce county job opportunities
· County Executive diversity advisory groups receive weekly job alerts for their distribution to communities they serve/represent.

Question 8: Do County departments and other hiring components know that they should consider Latinos since they are underrepresented in the County employee numbers?

· County departments strive to attain a well-qualified diverse workforce that can deliver services to the residents of Montgomery County.


Question 9: When are job announcements allowed to use the need for a bilingual person in English/Spanish in recruiting for a position with the County?  Recently, the County Latino Liaison position was announced WITHOUT requiring bicultural nor bilingual ability as a qualification for the job.  What is a way of avoiding such errors in the future?

· Hiring departments review and determine need for bilingual applicants.  This can either be a minimum or a preferred requirement.  The County has a robust multi-lingual program and currently 626 employees participate in the County multilingual certification program and receive a pay differential for their Spanish translation and interpretation service.  


Question 10: Is there a consistent process used for selection of competitive merit employees for County positions?   Or, does each department and other component carry out their own processes?   Who monitors that these processes are done in an equitable way so that Latinos are provided opportunities to make the highly qualified list of candidates who are interviewed for the position?  What is done to ensure interview panels have a diverse representation including Latinos and are objective and that decisions are made regarding real qualifications and not subjective perspectives?

· Please see Appendix 1 for a copy of the Hiring Process Summary.
· Please see Appendix 2 for a copy of the Recruitment Service Level Agreement for MLS staff.  
Appendix 1

HIRING PROCESS SUMMARY

1. All vacancies are posted on our Career website.

· There is a separate/additional process for MLS positions where a Recruitment Service Level Agreement (RSLA) must be completed.

· The RSLA outlines advertising outreach plan, rater and interviewer names as well as their demographic information, confirmation that all interview panelists have taken the Selection Guideline Training. 

· Prior to posting any MLS position, RSLA is reviewed and approved by EEO Officer, OHR Director and Recruitment & Selection Manager.

2. Resumes are received electronically and are initially reviewed to determine if applicants meet the advertised minimum qualifications for the position.

3. Applicants who do not meet the minimum qualifications will be rated "Not Qualified" and their resumes will not be advanced to the competitive rating process.

4. Resumes of applicants who meet the minimum qualifications will be advanced to the competitive rating process. The competitive rating process is used to establish an eligible list of candidates for employment or promotion. The competitive rating process may include:

· a written or oral examination; 

· a demonstration of a job-related physical ability or skill; 

· an evaluation of an applicant's training, experience, and education (preferred criteria); or 

· another professionally acceptable assessment technique that fairly evaluates an applicant's qualifications, fitness and ability. 

5. The preferred criteria listed in the job posting describe the knowledge, skills and abilities of the ideal candidate for the position. Generally speaking, a candidate who specifically addresses the preferred criteria stands a better chance of being rated in the highest rating category.

6. Once the rating process is complete, the Office of Human Resources (OHR) establishes an eligible list with the names of all qualified candidates grouped in appropriate rating categories.

7. The hiring department must fill vacancies in the job class from the established eligible list until the list expires.

8. All applicants may obtain the status of their resume submissions and rating status online 24 hours a day, 7 days a week (unless the system is down).  Candidates with specific questions may contact the HR Specialist handling the recruitment (complete list of staff and phone numbers is available on career website).

9. OHR provides the eligible list to the hiring department. The hiring department may interview candidates in the highest rating category (usually "Well Qualified").  However, the hiring department is not required to interview all candidates in the highest rating category.

10. The length of time from closing date to interview and selection varies depending on a number of factors, such as the number of applicants for the position, the complexity of the rating process, and the urgency to fill the vacancy.

11. Some candidates may receive priority consideration above other candidates for the following reasons (in order of priority):

· an employee unable to perform the employee's job because of a disability or injury under the Americans with Disabilities Act; 

· employees subject to reduction-in-force; or 

· a candidate with hiring preference. 

12. Additionally, as required by labor agreement, candidate selection for   some job classes is made on the basis of Montgomery County Government years of service (seniority).
13. Departments determine selections, perform reference checks, and confirm salary recommendations.

14. Selected candidates are offered contingent offers based on medical, background investigation, multilingual examinations, etc.

15. All merit employees attend New Employee Orientation once official offer has been accepted and confirmed.

Note:  We do allow for noncompetitive hires for individuals with disabilities.  The process is slightly different.

Appendix 2
Recruitment Service Level Agreement (MLS)

	Department/Agency:
	

	Class Title:
	

	Working Title:
	

	Grade:          
       
	

	Dept Contact and Phone:
	

	Hiring Manager (Name, Title):
	


Recruitment Outreach Job announcements are distributed to OHR Community Outreach Partners and the County Executive’s Minority Advisory Committee Chairs.  Additional advertising costs are the responsibility of the requesting department.
Please list specific information about additional choices.  

Washington Post, print ad 
Other newspapers, print ad   (list name and publication schedule)

	

	

	

	


Maryland Association of Counties (no charge) 
Professional Associations or Journals   (list name & publication schedule)

	

	

	

	


Colleges/Universities 
	

	

	

	


Websites (list specific sites) 
	

	

	

	


Print advertising (flyers) 
Other 
	

	

	

	


Minimum Qualifications: 

Preferred Criteria:

1.

2.

3.

4.

5.

Subject Matter Experts (resume raters) for Rating Process

	Name
	Title
	Grade
	Department

	
	
	
	

	
	
	
	


Interview Panel Members


Panel composition should be diverse (gender, race, ethnicity).  To ensure diversity, individuals from other departments/agencies as well as from outside the County may be included as panel members.  County employees who serve on interview panels must have completed the training course offered through OHR on “Interviewing and Selecting Employees.” Please refer to the August 24, 2009 memorandum from the OHR Director regarding “Interviewing and Selecting Employees” for procedures if your panel members have not attended this OHR training.

Round One:  Interview Panel Members

	Name
	Title
	Grade
	Department

	
	
	
	

	
	
	
	

	
	
	
	


Round Two (if needed): Interview Panel Members

	Name
	Title
	Grade
	Department

	
	
	
	

	
	
	
	

	
	
	
	



Your signature below certifies that the designated interview panels are diverse and that County employees who will be used as interview panelists have attended the “Interviewing and Selecting Employees” training or have received/read the Selection Guidelines for Montgomery County book and are enrolled in an upcoming “Interviewing and Selecting Employees” training course prior to interviews.

	Department Contact:

	Print Name:

	Date:


� LAAG questions not addressed in the memo will be discussed at the March 11th, meeting


� The terms Latino or Hispanic are used interchangeably throughout the memorandum.


� Federal data is from FY2012—latest available . Data from Fairfax is FY 2009—latest available , 
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Sheet1

				Hispanic		African Amer.		Native Amer.		White		Asian		Other		Total

		FY06		7.19%		27.42%		0.64%		57.89%		5.38%		1.47%		7607

		FY07		7.62%		27.47%		0.65%		57.13%		5.55%		1.58%		7896

		FY08		7.83%		28.35%		0.65%		55.56%		5.59%		2.01%		8299

		FY09		7.91%		28.50%		0.65%		55.14%		5.68%		2.12%		8263

		FY10		8.23%		28.48%		0.66%		54.74%		5.68%		2.21%		7974

		FY11		8.59%		28.28%		0.68%		54.63%		5.56%		2.26%		7315

		FY12		8.73%		28.13%		0.65%		54.53%		5.71%		2.24%		7355

		FY13		9.03%		27.97%		0.52%		53.15%		5.74%		3.59%		7734

		FY14		9.02%		27.84%		0.52%		53.25%		5.76%		3.62%		7731

						To resize chart data range, drag lower right corner of range.
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Sheet1

				Hispanic		African Amer.		Native Amer.		White		Asian		Other		Total

		FY06		547		2086		49		4404		409		112		7607

		FY07		602		2169		51		4511		438		125		7896

		FY08		650		2353		54		4611		464		167		8299

		FY09		654		2355		54		4556		469		175		8263

		FY10		656		2271		53		4365		453		176		7974

		FY11		628		2069		50		3996		407		165		7315

		FY12		642		2069		48		4011		420		165		7355

		FY13		698		2163		40		4111		444		278		7734

		FY14		697		2152		40		4117		445		280		7731

						To resize chart data range, drag lower right corner of range.
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Sheet1

				Hispanic		African Amer.		Native Amer.		White		Asian		Other		Total

		FY06		3.60%		16.22%		0.00%		73.87%		6.01%		0.30%		333

		FY07		3.22%		16.96%		0.29%		72.81%		6.14%		0.58%		342

		FY08		3.50%		16.91%		0.29%		71.14%		6.71%		1.46%		343

		FY09		3.55%		18.31%		0.27%		69.67%		6.83%		1.37%		366

		FY10		4.30%		17.48%		0.29%		69.91%		6.88%		1.15%		349

		FY11		4.29%		17.16%		0.33%		69.97%		6.93%		1.32%		303

		FY12		3.81%		17.78%		0.32%		69.84%		7.30%		0.95%		315

		FY13		4.33%		17.34%		0.31%		68.73%		7.12%		2.17%		323

		FY14		4.19%		16.17%		0.30%		70.06%		6.89%		2.40%		334

						To resize chart data range, drag lower right corner of range.






