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EQUAL EMPLOYMENT OPPORTUNITY (E.E.D.) WORKFORCE STATISTICS FORM

| Please complete the sectinns balow as instructed. Failure to properly complete this form may
result in & delay or danial of eligikility to bid or do business with the City of Urbana.

aection |. Identification
|, Company Name and Addrass:

Name:

I..’(/r!’i.,(" Epuezoriin ded  (Cpaingee . Toes
e 7
Address: S S idur Lo
Lity/State/Zip:

/L?)/(/ R QL) -[-Av\ .ZLz J_I i

Telephone Number(s) include ares code: T00 frd b=y

Check one of the fallowing
Dorporation | V| Partnership | | Individusl Proprietorship | | Limited Liability Corp. |

FE Number: 57 7/ %, 2% %% | Social Security Number:

2. Name and Address of the Company's Principal Office (answer omly if not the same as shove)
Name:

Address:
City/ State/Zip

2. Majar activity of your company (product or service):

4. Braject on which your company is bidding:

LE. City of Urbanse contact staff assigned to contract;




SECTION Il. Policies and Practices

Daseription of EED Policies and Practices

YES

NO

Is 1t the Compeny's policy to recrult, hire, treln, upgrade, promate end discipling persons withaut
ragard to rece, color, creed, class, nationel origin, religion, sex, age, marital stetus, mentsl
and/or physical disebillty, persunel apparance. sexus! praference, family responsibilitias,
matriculation. political affiliation. prior arrest, conviction recard, or source of income 7

Hes someone been essigned to davelop procadures, which will assure that the EED paiicy is
implementsd and enforced by managerisl, edministrative, end supervisory persomnall  f sp,
plaase indicate the name end title of the official charged with this respansibility.

Name: _Tanelt plobyn
Tite: _# e rd mp doom
Telephane: _30 % pou lrz sy
Emali: JM’(,L"" - J_' '4{.-'-1 w{ £ AL e A /A/{ Lo

Does the company have & written Equal Employment Opportunity plan or stetamant? Note: If no, g
copy of en EED statsment Is enclosed. You must ettach an EED Statemant in ardar to be
canshiered sligible to do besiness with the City of Urbana, Duestions? (217) 384-24B8 ar
terentEilty.urbanell.us,

| Has the company devalopad & written policy statement prohibiting Sexuel Heressmant? You must
sttech & copy of your company's Sexus| Heraszment Pelicy in ordar to be considered
gligihle to do busineas with the City of (irbans,

| Have all recruftment sources been notthied that the compeny will cansider all qualified spplicants
without regard to race, color, craed, cless, national origin, religion, sex, ags. merltel status, -

mentel end/or physical disabllity, persona! sppesrence. sexual orisntetion, femily responsibilities,
matriculation, political affliation, prior srrest, conviction recard, or source of income?

ff advartising is used, doss it speclfy that al qualified epplicents will be considered for

employment without regard to race, colar, creed, cless, national origin, celigion, sax, age, marits!
status, mentel and/or physical disabillty, personal appeerance, sexusl crientetion, family
responsiblities, matriculation, political effliistion, prior arrest, conviction record, or source of
income? '

Has the contractor notified all of its sub-contractors of thair obligations to comply with the Equal
Oppartunity requirements either in writing, by inclusion in subcontracts or purchese orders?

X P

| Is the company e state certitied minarity/women owned husiness? If yas, please attach & copy of
state cartlfication.

Ooes the company heve collective bergaining sgraaments with labor organizations

> X7

Have the lebor orpenizations been notified of the company's responsibility to comply with the
Equel Empioyment Opportunity requirements in all contracts with the ity of Urbens?

Does your company perform construction, rehabilitation, elteration, conversion, demolitinn or

repair of bulldings, highways or other improvements to real proparty? (If yes, please complete
Table B.)

Are you currantly seaking to renew an existing or expired Urbane EED certification? (If yes, you
need to compiete Table )

=~




SECTION Il Employmant information
Pioage complete the compeny wark force analysis on the.bottom of this pege. Uss the number of employees as of the mast recent payrall period. You muat comply
this form in it= entiraty, a5 Instructed and submit your organization's () EED Statemant and (2) Sexuel Herassment Palicy in order to be sliglble to do
businass with the Lity of Lirbana. Far datelied descriptions of the dab Classifications see attashed descriptions. If mingritias and femals are currently und
rapensantad In your wirkinre, plaage stiach e cony of en axplanation of your ptan to-racrutt wad hirs qualitie) minorltias and famoles,

TABLE A - TOTAL CORTRACTOR/VENDOR WORKFORCE

Rlpek or
Afr{oan- . American indion
Whitn (Not of | American (Nat o Hispanic ar Asien or Paclfic or Afuskan
dub Cutuorkns | Dverall Totals | Hispanic Brigin) | Bispanic Nrigin) {ating lslandar HNative
M T Mo bodfewl M F 0 M L M F N F

Officinls § Myrs ’ " ] | 777 ‘ B
Profaszional < -
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Technicians v v - 1_)/ _
Seles Warkors o o i L
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TOTAL
5

W= MALE, Column 8 is sum of Rows 0§, J and L,
f = FEMALE, Cotumn C is sum of RowsE, G, |, K and N,

Date of abuve Data,____JS2/29/11~

TABLE B* ~ EMPLOYEES T0. BE ASSIGNED T0 CITY OF URBANA CONTRACT

dob Cetaporins | TOTAL BLACK HISPANIC OTHER MINORITY

EMPLI]YEFS | EMPLDYEES EMFLDYEES‘ _ EMPLIYEES *Totals included undar Table

_ L 1:2;::?[5;?5’;35 L '%‘;"5:/; O B should be & projection of
Wi §Mors / Jﬁj&‘&% b %@g ,ig*i%,i{%? numbers of persans to be
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Technici / ‘Tnfxﬁlm‘f ﬁ\‘.mg."u:ﬁ q‘m” perfur'mance of the Eily
i 7 e AR R contrats.

Sales Workers 3%%31!5 RIS " “"i:'}
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TABLE C** WORKFDRCE TURNDVER SINCE PREVIDUS EED REPORT

ok Catepories | TOTAL MINDRITY TOTAL MINDRITY
EMPLDYEES EMPLOYEES EMPLOYEES EMPLOYEES
SEPARATED REPARATED HIRED HIRED

Mo fedien] MR M RN
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SECTION IY. Lertificatinn

By signing below, the company certifies that it has enswerad &ll af the foregoing quastions truthfully to the bast of its
knowledge and belief and agrees that it/hs/she will comply and abide by the City of Urbane's Code af Ordinencas (Section 2-
113). v

N4 /r ot i A fJ‘(r /:/ ) d/wffl/uﬂ/,&f j//(z/(k o7 /L//{' '6’*/,.-%) /%2%1—"

:S;ggyzfurvu © Typed Name and Title Date/

SECTIDN V. Varification

Prior tn submitting this form, please check the answers to the following questions to verify your completion of this form:

L Did you fill in elf of the appropriate buxes in the table in Section Hl, including the “TOTAL" row?

s | ND

2 Have you enclosed your company's EED statement?
s A ND
7
3 Have you enclosed your company's Sexual Harassment policy?

YE/S/ ©) NO
/



IDEAL Environmental Engineering, Inc.
2904 Tractor Lane

Bloomington, IL 61704

2013

AFFIRMATIVE ACTION PLAN



IDEAL Environmental Engineering, Inc.
Bloomington, IL

Section 1
2013
EOUAL EMPLOYMENT OPPORTUNITY AND AFFIRMATIVE ACTION POLICY
STATEMENT

It is the policy of IDEAL Environmental Engineering, Inc. not to discriminate against any employee or
any applicant for employment because of age, race, religion, color, creed, physical or mental handicap,
marital status, sex, physical condition, sexual preference, family responsibilities, matriculation, political
affiliation, arrest record, source of income or national origin.

This policy shall include, but not be limited to the following: recruitment and employment, promotion,
demotion, transfer, compensation, selection for training including apprenticeship, layoff and termination.
IDEAL agrees to take affirmative action to ensure equal employment opportunities.

Janelle Weber is the person responsible for planning and implementing our affirmative action program as
well as for its day-to-day monitoring of affirmative action related decisions and activities. All personnel
who are responsible for hiring and promoting employees and for the development and implementation of
programs or activities are charged to support this program.

IDEAL shall continue to work cooperatively with governmental entities and community organizations to
ensure equal employment.

Janelle Weber, Director of Operations
Name, title

cct Employment Application Package
Employee Manual

Z:\3\Company\04-Dept fnfo\04-HR Information\Programs and or Policies\eoe program 2013\Policy Statement.wpd



IDEAL Environmental Engineering, Inc.
Bloomington, IL
Section 3

PROGRAM GOALS AND TIMETABLES

Goal:
Steps:

Goal Date:

Goal:
Steps:

Goal Date:

Encourage recruitment of minorities and individuals with disabilities.

When hiring, broaden recruitment notices to include community organizations likely to
refer the above groups.

Ongoing

Maintain percentage of female employment at or above current level.

When hiring, broaden recruitment notices to include community organizations likely to
refer women. Consider advertising in media demographically aimed towards women.
Ongoing

Z:\3\Company\04-Dept Info\04-HR Information\Programs and or Policies\coe program 2013\Goalsongoing.wpd



IDEAL Environmental Engineering, Inc.
Bloomington, IL
Section 4

POLICY DISSEMINATION

This Affirmative Action Plan provides that:

The Affirmative Action plan is posted in a visible place in the main office of IDEAL for all
employees and vendors.

Subcontractors are notified of IDEAL’s Affirmative Action plan and are provided a copy of the plan.

Published solicitations or advertisements for employment include a statement comparable to “an
equal employment opportunity employer functioning under an Affirmative Action Plan.”

Z:\3\Company\04-Dept Info\04-HR Information\Programs and or Policies\eoe program 2013\Di ination.wpd




IDEAL Environmental Engineering, Inc.
Bloomington, IL

Section 5 (8/99)
INTERNAL MONITORING
This Affirmative Action Plan provides that:
. Reviews of the Affirmative Action Plan will be performed on a yearly basis by the Director of the

Affirmative Action Program to ensure that the company has complied with the plan and to determine
if the goal(s) have been achieved.

. A Work Force Analysis will be completed each August and compared to the initial analysis in order
to provide written evaluation of the work force and the company’s goals to increase minority
employment and maintain female employment.

. Supervisory and management personnel will be held responsible (at least through performance

appraisals and compensation reviews) for implementing affirmative action initiatives within their
areas of responsibility.

Z:\3\Company\04-Dept Info\04-HR Information\Programs and or Policies\eoe program 2013\Int. Monitoring.wpd
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Sexual Harassment

It is the responsibility of each individual employee to refrain from sexual harassment, and it is the right of each
individual employee to work in an environment at Ideal Environmental Engineering, Inc. free from sexual harassment.

DEFINITION OF SEXUAL HARASSMENT
According to the lllinois Human Rights Act, Sexual Harassment is defined as:

Any unwelcome sexual advances or requests for sexual favors or any conduct of a sexual nature when

«  submission to such conduct is made either explicitly or implicitly by a term or condition of an
individual's employment; or

=  submission to or rejection of such conduct by an individual is used as the basis for
employment decision affecting such individual; or

»  such conduct has the purpose of effect of substantially interfering with an individual's work
performance or creating an intiridating, hostile, or offensive working environment.

The courts have determined that sexual harassment is a form of discrimination under Title VIl of the U.S. Civil Right
Act of 1984, as amended in 1991. Once such example is a case where a qualified individual is denied employment
opportunities and benefits that are, instead, awarded to an individual who submits (voluntarily or under coercion) to
sexual advances or sexual favors. Another example is where an individual must submit to unwelcome sexual conduct
in order to receive an employment opportunity.

Other conduct commonly considered to be sexual harassment includes:

+  Verbal sexual innuendoes, suggestive comments, insuits, humor and jokes about sex, anatomy or gender-specific traits, sexual
propositions, repeated requests for dates or statement about other employees, even outside of their presence, of a sexual
nature.

o Non-verbal suggestion or insulting sounds (whistling), leering, obscene gestures, sexually suggestive bodily gestures, “catcalls,"
"smacking” or "kissing".

s Visual: Posters, signs, pin ups, slogans of a sexual nature.

+  Physical: Touching, unwelocome hugging or kissing, pinching, brushing the body, coerced sexual intercourse, or actual
assault

Sexual harassment most frequently involves a man harassing a woman. However, it can also involve a woman
harassing a man or harassment between members of the same gender.

The most severe and overt forms of sexual harassment are easier to determine. On the same end of the spectrum,
some sexual harassment is more subtle and depends to some extent on individual perception and interpretation. The
trend in the courts is to assess sexual harassment by a standard of what would offend a “reasonable woman® or a
“reasonable man," depending upon the gender of the alleged victim.

An example of the most subtle form of sexual harassment is the use of endearments. The use of terms such as
*honey," "darling," and “sweetheart,” is objectionable to many women who believe that these terms undermine their
authority and their ability to deal with men on an equal and professional level.

Another example is the use of a compliment that could potentially be interpreted as sexual in nature. Below are three
statement that might be made about the appearance of a woman in the workplace:

+ "That's an attractive dress you have on."
+ '"That's an attractive dress. It really looks good on you."
+ *That's an attractive dress. You really fill it out well."



®

The first statement appears to be simply a compliment. The last is most likely to be perceived as sexual harassment,
depending on individual perceptions and values. To avoid the possibility of offending an employee, it is best to
follow a course of conduct above reproach, or to error on the side of caution.

RESPONSIBILITY OF INDIVIDUAL EMPLOYEES

Each individual employee has the responsibility to refrain from sexual harassment in the workplace. An individual
employee who harasses a fellow worker is, of course, liable for his or her individual conduct. The harassing
employee will be subject to disciplinary action up to and including discharge in accordance with company policy.

REPORTING SEXUAL HARASSMENT

The employee who is harassed must report the incident immediately and no later than 5 working days to the President
of Ideal. The incident should be reported in both written and verbal form. The management of Ideal Environmental
Engineering, Inc., does not tolerate Sexual Harassment.

RESPONSIBILITY OF SUPERVISORY PERSONNEL

Each supervisor or manager is responsible for maintaining a workplace free of sexual harassment. This is
accomplished by promoting a professional environment and by dealing with sexual harassment as with all other forms
of employee misconduct.

The courts have found that companies/organizations as well as supervisors/managers can be held liable for damages
related to sexual harassment by a manager, supervisor, employee or third party (an individual who is not an employee
but does business with a company/organization, such as a contractor, customer, sales representative, or repair
personal.

Liability is based either on a company's/organization's responsibility to maintain a certain level of order and
discipline, or on the supervisor acting as an agent of the company/organization. As such, supervisors/fmanagers must
act quickly and responsibly, not only to minimize their own liability, but also that of the company/organization.

RESOLUTION OUTSIDE THE COMPANY/ORGANIZATION

It is hoped that most sexual harassment complaints and incidents can be resolved within a company/organization.
However, an employee has the right to contact the lllinois Department of Human Rights (IDHR) or the U.S. Equal
Opportunity Commission (EEOC) about filing a formal complaint. An IDHR complaint must be filed within 180 days
of the alleged incident(s) unless it is a continuing offense. A complaint with EEOC must be filed within 300 days.

An employee who is suddenly transferred to a lower paying job or passed for promotion, after filing a complaint with
IDHR or EEOC, may file a retaliation charge, also due 100 days (IDHR) or 300 days (EEOC) of the alleged retaliation.

An employee who has been physically harassed or threatened while on the job may also have grounds for criminal
charges of assault and battery.

FALSE AND FRIVOLOUS COMPLAINTS

False and frivolous charges refer to cases where the accuser is using a sexual harassment complaint to accomplish
some end other than stopping sexual harassment. It does not refer to charges made in good faith which cannot be
proven. Given the seriousness of the consequences for the accused, a false and frivolous charge is a severe offense
that can itself result in disciplinary action.

Department of Human Rights
100 W. Randolph Street
Suite 10-100

Chicago, IL 60601
312-814-6200
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