Office Use Only (09/13)

CITY OF URBANA Requested by: Date:
HUMAN RELATIONS DIVISION Aoproved by ate
40D SOUTH VINE ST. —
URBANA, ILLINCIS IS Jortifcaton

(217) 384-2455 (phone); 328-8288 (fax)

hro@urbanaillinis.us Certificate Expiration Date:

EGUAL EMPLOYMENT OPPORTUNITY (E.E.0.) WORKFORCE STATISTICS FORM

Please complete the sections below as instructed. Failure to properly complete this form may
result in a delay or denial of eligibility to bid or do business with the City of Urbana.

Section l. Identification

|. Company Name and Address:

Name: il {llinas_ Conerpto, & £ (Vstal NC..

d/b/a:

Addess: 1077 Fosd \/QTS Y Auenul

City/State/Zip: Uf\DQﬂO\ ﬂ ?{‘%)Q

Telephone Number(s) include area Ende 97 -2l - 2UUY

Check one of the following

Gorporation | >< | Partnership Individual Proprietorship Limited Liability Corp. |

FEMNumber: 45 - QUE 7iLoY Sucial Security Number: ] OL

2. Name and Address of the Company's Principal Office (amswer only if not the same as above)

Name: 10\in prcloin

Address: <o~ OGS Choy g

City/ State/Zip Al 0N bVl

J. Major activity of your company (product or service): Conengdo . S0

4. Project on which your company is bidding: { . T LBOSINC D@O QC)‘%E

a. City of Urbana contact staff assigned to cnntract UMJ %MQ,J




SECTION Il. Policies and Practices

Description of EED Policies and Practices

YES

NO

ls it the Company's policy to recruit, hire, train, upgrade, promote and discipline persons without
regard to race, color, creed, class, national origin, religion, sex, age, marital status, mental
and/or physical disability, personal appearance, sexual preference, family responsibilities,
matriculation, political affiliation, prior arrest, conviction record, or source of income 7

Has someone been assigned to develop procedures, which will assure that the EED policy is
implemented and enforced by managerial, administrative, and supervisory personnel? If so,
please indicate the name and title of the official charged with this responsibility.

Neme:  Pydd Weurdluin
Tite:  APRCD. oo O
Telephone: 172 plo - 3UYIY
Email: hodr g @O uclilconcro o, .comm

Dues the company have’a written Equal Employment Opportunity plan or statement? Note: If no, a
copy of an EED statement is enclosed. You must attach an EED Statement in order to be
considered eligible to do business with the City of Urbana. Questions? (217) 3B4-24535 or

hro@city.urbana.il.us.

Has the company developed a written policy statement prohibiting Sexual Harassment? You must
attach a copy of your company's Sexual Harassment Palicy in order to be considered
eligible to do business with the City of Urbana.

Have all recruitment sources been notified that the company will consider all qualified applicants
without regard to race, color, creed, class, national origin, religion, sex, age, marital status,
mental and/or physical disability, personal appearance, sexual orientation, family responsibilities,
matriculation, political affiliation, prior arrest, conviction record, or source of income?

If advertising is used, does it specify that all qualified applicants will be considered for
employment without regard to race, color, creed, class, national origin, religion, sex, age, marital
status, mental and/or physical disability, personal appearance, sexual orientation, family
responsibilities, matriculation, political affiliation, prior arrest, conviction record, or source of
income?

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

Is the company a state certified minority/women owned business? If yes, please attach a copy of
state certification.

Does the company have collective bargaining agreements with labor organizations ?

If you answered yes to (uestion “I", have the labor organizations been notified of the company's
responsibility to comply with the Equal Employment Opportunity requirements in all contracts with
the City of Urbana?

Ooes your company perform construction, rehabilitation, alteration, conversion, demolition or
repair of buildings, highways or other improvements to real property? (If yes, please complete
Tahle B.)

XX X X X | X X | X

Are you currently seeking to renew an existing or expired Urbana EED certification? (If yes, you
need to complete Table C.)




SECTION lll. Employment Information

MPORTANT: Please complete the company workforce analysis on the bottom of this page. Use the number of employees as of the most recent payroll per;
{ou must complete this form in its entirety, as instructed and submit your organization's (1) EED Statement and (2) Sexval Harassment Policy
n order to be eligible to do business with the City of Urbana. For detailed descriptions of the Job Classifications see attached descriptions. [f
ninorities and females are currently under-represented in your workforce, please attach a copy of an explanation of your plan to recruit and hire

jalified minorities and females.

TABLE A - TOTAL CONTRACTOR/VENDOR WORKFORCE

Black or African-

American Indian

White (Not of American (Not of Hispanic or Asian or Pacific or Maskan Native
Job Cateqories Overall Totals Hispanic Origin) Hispanic Drigin) Latinn Islander

M F M F M F M F M F M F
(fficials & Mgrs ‘ l
Professionals a a
Technicians

~ ~

Sales Workers - -
Office & Clerical ' ’
Craft Workers ~
(Skilkd) A5 A
Operatives
(Semi-Skilled) , 8 %
Laborars , ;
(Unskile) 1% 1%
Service Workers - -
TOTAL . ]

11 15911 OO0 1O |0 | O |0 | 0|0

M = MALE, Column B is sum of Rews D, F, H, J and L.
F = FEMALE, Column G is sum of Rows E, G, |, K and M.

Date of above Data: Q/&&I/&)O}U




TABLE B* - EMPLOVEES T BE ASSIGNED TO CITY OF IRBANA CONTRACT #

Jab Categories | TOTAL BLACK HISPANIC OTHER MINDRITY
EMPLOYEES EMPLOYEES EMPLOYEES EMPLOYEES
M F M F M F M F
Officials & Mgrs

Professionals

Technicians

Sales Workers

Office & Clerical

Craft Workers
(Skilled)

lperatives

(Semi-Skilled)

Laborers

{Unskilled)

Service Workers

TOTAL

4 This

*Tatals included in Table B should be a
projection of numbers of persons to be
employed in the performance of the City
contract,

For Contractors: Data pravided in
Tahle B will be verified by worksite
inspections.

PLCOROT 15 Suamited with o immadtiade. bid in mind. mid Lo

oq ro0s 40 submit fabie B Yor oach bid swjgh% indhe rear Adwe.

TABLE C - WORKFORCE TURNOVER SINCE PREVIOLS EED REPORT

Job Categories | TOTAL MINORITY TOTAL MINORITY
EMPLOYEES EMPLOYEES EMPLOYEES EMPLOYEES
SEPARATED SEPARATED HIRED HIRED
M F M F M F M F
Officials & Mgrs

Professionals

Technicians

Sales Workers

Office & Clerical

Craft Workers
(Skilled)

Operatives

{Semi-Skilled)

Laborers

{Unskilled)

Service Workers

TOTAL




SECTION IV. Certification

By signing below, the company certifies that it has answered all of the foregoing questions truthfully to the best of its
knowledge and belief and agrees that it/he/she will comply and abide by the City of Urbana's Code of Ordinances (Section 2-
119).

4 Hﬁﬁfw@/ ELzodoabn Horl n adico. rmmg,o {

Signature N\ Printed Name and Title
botsu@midilconedo .. con QB a0V
F-mail Addresy Date '/

SECTION V. Verification

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

N Did you fill in all of the appropriate boxes in the table in Section lIl, including the “TOTAL" row?
s X ND

2. Have you enclosed your company's EEQ statement?
ves X ND

3. Have you enclosed your company's Sexual Harassment policy?

YES X ND



DEFINITIONS OF TERMS LISTED ON
THE WORKFORCE STATISTICS FORM

(See previous Page)

OESCRIPTION OF RACE/ETHNIC CATEGORIES

Race /ethnic designations as used by the Oepartment do not denote scientific
definitions of anthropological origins. For the purposes of this report, an employee
may be included in the group to which he or she appears to belong, identifies with,
or is regarded in the community as belonging. However, no person should be
counted in more than ane race/ethnic group. The race/ethnic categaries for this
report are:

White (Not of Hispanic origin). All persons having origins in any of the original
peoples of Europe, North Africa or the Middle East.

Black of African-American (Not of Hispanic origin). All persons having origins
in any of the Black racial groups of Africa,

Hispanic or Latinn. All persons of Mexican, Puerto Rican, Cuban, Central of South
American, or other Spanish culture or origin, regardless of race.

Asian ar Pacific Islander. All persons having origins any of the original peoples of
the Far East, Southeast Asia, the Indian Subcontinent, or the Pacific [slands. This
area includes, for example, China, India, Japan, Korea, the Philippine Islands and
Samoa.

American Indian or Alaskan Native. All persons having origins in any of the
original peoples of North America, and who maintain cultural identification through
tribal affiliation or community recognition.

OESCRIPTION OF JOB CATEGORIES

Fach employee should be counted in only one job category. Select the category
containing the jubs most similar to that performed by the employee. The jobs listed
in each category are intended to provide an example, not a complete list, of all job
titles falling intn that categary.

Dfficials and managers. Occupations requiring administrative and managerial
personnel who set broad policies, exercise overall responsibility for execution of
these policies, and direct individual departments or special phases of firm's
operations. Includes: officials, executives, middle management, plant managers,
department managers, and superintendents, salaried supervisors who are
members of management, purchasing agents and buyers, raifroad conductors and
yard masters, ship captains, mates and other officers farm operators and
managers, and kindred workers,

Professianals. Occupations requiring either college graduation or experience of
such kind and amount as to provide a comparable background,  Includes:
accountants and auditors, airplane pilots and navigators, architects, artists,
chemists, designers, dietitians, editors, engineers, layers, librarians,
mathematicians, natural scientist, registered professional nurses, personnel and
labor relations specialist, physical scientist, physicians, social scientist, teachers,
surveyors and kindred workers.

Technicians. Occupations requiring a combination of basic scientific knowledge and
manual skill which can be ubtained through Z years of post high school education,
such as is offered in many technical institutes and union colleges, or through
equivalent on-the-job training.  Include: computer programmers, drafters,
Engineering aides, junior engineers, mathematical aides, licensed, practical or
vocational nurses, photographers, radio operators, scientific assistants, technical
ilustrators, technicians (medical, dental, electronic, physical science), and kindred
workers.

Sales. Dccupations engaging wholly or primarily in direct selling.  Includes:
advertising agents and sates warkers, insurance agents and brokers, real estate
agents, and brokers, stock and bond sales workers, demonstrators, sales workers
and sales clerks, grocery clerks, and cashiers/checkers, and kindred workers.

[ffice and clerical. Includes all clerical-type work regardless of level of difficulty.
where the activities are predominantly non manual though some manual work not
directly involved with altering or transporting the products is included. Includes:
bookkeepers, collectors (bills and accounts), messengers and office helpers, office
maghine operators  (including computer), shipping and receiving clerks,
stenographers, typists and secretaries, telegraph and telephone operators, legal
assistants, and kindred workers.

Craft workers (skilled). Manual workers of relatively high skill level having a
thorough and comprehensive knowledge of the processes invalved in their work.
Exercise considerable independent judgment and wsually receive an extensive
perind of training. Includes: the building trades. hourly paid supervisors and Izad
operators who are not members of occupations, compositors and typesetters,
glectricians, engravars, painters (construction and maintenance), mation picture
projectionists, pattern and mode! makers, stationary hand painters. coaters,
bakers. decorating occupations, and kindred workers.

Operatives (semiskilled). Workers who operate machine or processing equipment
or perform other factory-type duties of intermediate skill level which can be
mastered in a few weeks and require only limited training. Includes: apprentices
(auto service and stitchers, dryers, furnace workers, heaters, laundry and dry
cleaning operatives, milliners, mine operatives and laborers, motor operators,
gilers and greasers (except auto), painters (manufactured articles). photographic
process workers, truck and tractor drivers, knitting, looping, taping and weaving
machine operators, welders and flame cutters, electrical and electronic equipment
assemblers, butchers and meatcutters, inspectors, testers and graders,
handpackers and packagers, and kindred workers,

Lahorers (unskilled). Workers in manual occupations which generally require no
special training who perform elementary duties that may be learned in a few days
and require the application of little or no independent judgment. Includes: garage
laborers, car washers and greasers, groundskeepers and gardeners, farmworkers,
stevedores, wood chappers, laborers performing lifting, digging, mixing, loading and
pulling operation and kindred workers.

Service workers. Workers in both protective and nonprotective service
occupations. Includes: Attendants (hospital and other institutions. professional and
personal service, including nurses aides, and orderlies). barbers, charworkers and
cleaners, cooks, counter and fountain workers, elevator operators, firefighters and
fire protection, quards, doorkeepers, stewards, janitors, police officers and
detectives, porters, waiters and waitresses, amusement and recreation facilities
attendants, guides, ushers, public transportation attendants, and kindred workers.



Equal Employment Opportunity Statement

Mid lllinois Concrete and Excavation provides equal employment opportunities to all employees and
applicants for employment without regard to race, color, religion, gender, sexual orientation, gender
identity, national origin, age, disability, genetic information, marital status, amnesty or status as a
covered veteran in accordance with applicable federal, state and local laws. Mid Illinois Concrete and
Excavation complies with applicable state and local laws governing nondiscrimination in employment in
every location in which the company has facilities. This policy applies to all terms and conditions of
employment, including hiring, placement, promotion, termination, layoff, recall, transfer, leaves of
absence, compensation and training,

Sexual Harassment Policy and Business Relationship Expectations

Mid Illinois Concrete and Excavation is committed to a work environment in which all individuals are
treated with respect and dignity. Each individual has the right to work in a professional atmosphere that
promotes equal employment opportunities and prohibits unlawful discriminatory practices, including
harassment. Therefore, Mid lilinois Concrete and Excavation expects that all relationships among
persons in the office will be business-like and free of bias, prejudice and harassment.

Mid Illinois Concrete and Excavation expressly prohibits any form of unlawful employee harassment
based on race, color, religion, gender, sexual orientation, national origin, age, genetic information,
disability or veteran status. Improper interference with the ability of Mid Illinois Concrete and
Excavation employees to perform their expected job duties is absolutely not tolerated.

It is the policy of Mid Illinois Concrete and Excavation to promptly and thoroughly investigate any
reports of discrimination or sexual -harassment. A sign of aggressive behavior toward others is subject
to immediate disciplinary actions including termination of employment.

This policy also expands to relationships with general contractors, customers and sub-contractors. Itis
of the utmost importance that these people are treated with the utmost respect and kindness.
Employees are expected to show integrity and value in all business relationships



Affirmative Action Plan

Mid lllinois Concrete & Excavation, Inc.
Updated 7/15/2015




Organizational Display

The Organizational Display is a detailed chart of Mid lllinois Concrete &

Excavation Inc.'s organizational structure. The display includes the following

information:

o The name of the unit and the job title, race and gender of the unit supervisor

e The total number of male and female incumbents and the total number of male and
female incumbents in each of the following groups: Blacks, American Indians, Asians,
Hispanics, and whites other than Hispanics.

Mid lilinois Concrete & Excavation, Inc.

Administration
Gen Manager,
WM Total: 2
2WM
Office Shop Field
3 total: . Total: 46
2WM, TWF Total: 5 46WM
5WM

MID ILLINOIS CONCRETE & EXCAVATION, INC AAP Page - 3



Workforce Analysis

DEPARTMENT/WORK UNIT: Administration

MALES

FEMALES

Job Title

EEO-1
Category

Job
Group

Total
Employees

Total

White

Black/AA

Asian/Pl

American
Indian/AN

Hispanic

Total

White

Black/AA

Asian/PI

American
Indian/AN

Hispanic

President

Operations
Manager

DEPARTMENT
TOTAL

MID ILLINOIS CONCRETE & EXCAVATION, INC AAP

Page -4




Workforce Analysis

DEPARTMENT/WORK UNIT: Office MALES FEMALES
Job Title cEazEeggry GJrzgp Em;?;?laes Total | Wit | BlackiaA | AsianPl | ATMCE0 | pispanic | Total | White | BlackiaA | AsianPl | AMEMRRD | ispanic
Estimators 2 2 2 2 2
Office
Manager 3 3 1 1 1
DEPARTMENT 3 2 | 2 11
TOTAL

MID ILLINOIS CONCRETE & EXCAVATION, INC AAP

Page - §




Workforce Analysis

DEPARTMENT/WORK UNIT: Shop MALES FEMALES
Job Title C';Eog:ry GJrng Em;‘l’éjg os | Total | White | Blackian | AsianPl | ATENCAN | pispanic | Total | White | BlackiAA | AsianPl | AMEMSAN | ycopnic
= A

Shop Worker 4 4 4 4 4

DEP #ORJANII_E NT 5 5 5

MID ILLINOIS CONCRETE & EXCAVATION, INC AAP

Page -6




Workforce Analysis

DEPARTMENT/WORK UNIT: Field MALES FEMALES
Job Title CEIEEZQW GJrg:p Em;fé;ges Total | White | BlackiAA | AsianPl | ATEMO20 | pispanic | Total | White | BlackiAA | Asian/Pl | ATEMOA0 | pigpanic
Operators
5 5 8 8 8
Finishers 5 5 13 13 13
Ironworkers 5 5 5 5 5
Laborers 5 5 12 12 12
Carpenters 5 5 8 8 8
DEPARTMENT
TOTAL 46 46 46
MID ILLINOIS CONCRETE & EXCAVATION, INC AAP Page -7




Job Group Analysis:
Listing of Job Titles

Jobh Titles Job Group Name EEO-1 Category

President
Operations Manager

1 Officials & Managers
Estimators

2 Professionals
Office & Clerical 3 Office & Clericals
Shop Manager
Shop Workers

4 Laborers (Unskilled)
Operators
Finishers 5 Craftworkers (Skilled)
Ironworkers
Laborers
Carpenters

MID ILLINOIS CONCRETE & EXCAVATION, INC AAP




Utilization Analysis:
Placement of Incumbents in Job Groups

Total # of # of Female # of Minority
Job Group Incumbency i e Incumbency
Incumbents Females o Minorities o

(1] (1]
1 2 0 0.0 0.0 0.0
2 2 0 0.0 0.0 0.0
3 1 1 100.00 0.0 0.0
4 5 0 0.0 0.0 0.0
5 46 0 0.0 0.0 0.0

Page - 10




Designation of Responsibility for Implementation

Responsibilities of the Equal Employment Opportunity Manager:

The Personnel Manager has the responsibility for designing and ensuring the
effective implementation of Mid lllinois Concrete & Excavation, Inc. (MIC's)
Affirmative Action Program (AAP). These responsibilities include, but are not
limited to, the following:
1. Developing Equal Employment Opportunity (EEO) policy statements, affirmative
action programs and internal and external communication procedures;

r

Assisting in the identification of AAP/EEO problem areas;

3. Assisting management in arriving at effective solutions to AAP/EEO problems;
4. Designing and implementing an internal audit and reporting system that:

a. Measures the effectiveness of MIC’s program;

b. Determines the degree to which AAP goals and objectives are met; and

c. ldentifies the need for remedial action;

5. Keéping MIC’s President informed of equal opportunity pvrogress and reporting
potential problem areas within the company through quarterly reports;

6. Reviewing the company’s AAP for qualified minorities and women with all
managers and supervisors at all levels to ensure that the policy is understood
and is followed in all personnel activities;

7. Auditing the contents of the company’s bulletin board to ensure compliance
information is posted and up-to-date; and

8. Serving as liaison between MIC and enforcement agencies.

Responsibilities of Managers and Supervisors:

It is the responsibility of all managerial staff to implement MIC's AAP. These
responsibilities include, but are not limited to:

1. Assisting in the identification of problem areas, formulating solutions, and
establishing departmental goals and objectives when necessary;,

2 Reviewing-the-qualifications-of-all-applicants-and-employees-to-ensure-qualified—————
individuals are treated in a nondiscriminatory manner when hiring, promotion,
transfer, and termination actions occur; and

MID ILLINOIS CONGRETE & EXCAVATION, INC AAP Page - 11




3. Reviewing the job performance of each employee to assess whether personnel
actions are justified based on the employee’s performance of his or her duties
and responsibilities.

D ILLINGIS CONCRETE & EXCAVATION, INC AAP Page -1



Identification of Problem Areas

Corrective Actions

Concern regarding low
minority and female
applicant flow rate
resulting from inadequate
recruitment for all job
groups - mostly craft
worker positions as this
group offers the most job
openings.

o No later than March 1, 2015, expand MIC’s outreach
to the local unions regarding open positions with a
significant emphasis on minority and female
candidates.

MID ILLINOIS CONCRETE & EXCAVATION, INC AAP Page - 13




Action-Oriented Programs

Mid Illinois Concrete & Excavation, Inc. has instituted action programs to eliminate
identified problem areas and to help achieve specific affirmative action goals.
These programs include:
1. Conducting annual analyses of job descriptions to ensure they accurately reflect
job functions;

2. Reviewing job descriptions by department and job title using job performance
criteria; '

3. Making job descriptions available to recruiting sources and available to all
members of management involved in the recruiting, screening, selection and
promotion processes;

4. Evaluating the total selection process to ensure freedom from bias through:

a.

d.

Reviewing job applications and other pre-employment forms to ensure
information requested is job-related;

Evaluating selection methods that may have a disparate impact to ensure that

they are job-related and consistent with business necessity;

Training personnel and management staff on proper interview techniques;
and

Training in EEO for management and supervisory staff,

5. Using techniques to improve recruitment and increase the flow of minority and
female applicants. MIC presently undertakes the following actions:

a. Include the phrase "Equal Opportunity/Affirmative Action Employer" in all
printed employment advertisements;

b. Place help wanted advertisement, when appropriate, in local minority news
media and women's interest media;

c. Disseminate information on job opportunities to organizations representing
minorities, women and employment development agencies when job
opportunities occur;

d. Encourage all employees to refer qualified applicants;

e. Request employment agencies to refer qualified minorities and women;

MID ILLINOIS CONCRETE & EXCAVATION, INC AAP

Page - 14



6. Hiring a statistical consultant to help MIC perform a self-audit of its
compensation practices; and

7. Ensuring that all employees are given equal opportunity for promotion. This is
achieved by:

a. Posting promotional opportunities;
b. Offering counseling to assist employees in identifying promotional
opportunities, training and educational programs to enhance promotions and

opportunities for job rotation or transfer; and

c. Evaluating job requirements for promotion.

MiD ILLINGIS CONCRETE & EXCAVATION, INC AAP rage - 1



Internal Audit and Reporting System

The Personnel Manager has the responsibility for developing and preparing the formal
documents of the AAP. The Personnel Manager is responsible for the effective
implementation of the AAP; however, responsibility is likewise vested with each
department manager and supervisor. MIC’s audit and reporting system is designed
to:

o Measure the effectiveness of the AAP/EEO program;

s Document personnel activities;
s Identify problem areas where remedial action is needed; and

s Determine the degree to which MIC’s AAP goals and objectives have
been obtained.

The following personnel activities are reviewed to ensure nondiscrimination and equal
employment opportunity for all individuals without regard to their race, color, sex, sexual
orientation, gender identity, religion, or national origin:

Recruitment, advertising, and job application procedures;

Hiring, promotion, upgrading, award of tenure, layoff, recall from layoff;

Rates of pay and any other forms of compensation including fringe benefits;

Job assignments, job classifications, job descriptions, and seniority lists;

Sick leave, leaves or absence, or any other leave;

Training, apprenticeships, attendance at professional meetings and conferences;
and

s Any other term, condition, or privilege of employment.

The following documents are maintained as a component of MIC’s internal
audit process:

1. An applicant flow log showing the name, race, sex, date of application, job title,
interview status and the action taken for all individuals applying for job
opportunities;

2. Summary data of external job offers and hires, promotions, resignations,
terminations, and layoffs by job group and by sex and minority group
identification;

3. Summary data of applicant flow by identifying, at least, total applicants, total
minority applicants, and total female applicants for each position;

4. Maintenance of employment applications (not to exceed one year); and

5. Records pertaining to MIC’s compensation system.

MID ILLINOIS CONCRETE & EXCAVATION, INC AAP Page - 16
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Support Data:

Personnel Activity 1st
& 2nd Quarter 2015

Administration
Job Group: 1

External Hires

External Applicants

Promotions - Into
Job Group

Promotions - Within
Job Group

MALES FEMALES

MALES FEMALES

MALES FEMALES

MALES FEMALES

White

Black/African American

Asian/Pacific Islander

American Indian/Alaskan
Native

Hispanic

Race Missing or Unknown

TOTAL (count each
person once only)

MID ILLINOIS CONCRETE & EXCAVATION, INC AAP
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Support Data:
Personnel Activity 1st
& 2nd Quarter 2015

Administration

Job Group: 1 Vo‘lun'fary involuntary
Terminations & S Layoffs Recalls
. Terminations
Retirements
MALES FEMALES MALES FEMALES MALES FEMALES MALES FEMALES

White
Black/African American
Asian/Pacific Islander
American Indian/Alaskan
Native
Hispanic
Race Missing or Unknown

TOTAL {count each

person once only)

MID ILLINOIS CONCRETE & EXCAVATION, INC AAP Page - 19




Support Data:
Personnel Activity 1st
& 2nd Quarter 2015

Office
Job Group: 2 & 3

External Hires

External Applicants

Promotions —~ Into
Job Group

Promotions - Within
Job Group

MALES FEMALES

MALES FEMALES

MALES FEMALES

MALES FEMALES

White

Black/African American

Asian/Pacific Islander

American [ndian/Alaskan
Native

Hispanic

Race Missing or Unknown

TOTAL (count each
person once only)

MID ILLINOIS CONCRETE & EXCAVATION, INC AAP
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Support Data:
Personnel Activity 1st
& 2nd Quarter 2015

Office Voluntary Involuntar
Job Group: 2 & 3 Terminations & suntary Layoffs Recalls
. Terminations
Retirements

MALES FEMALES MALES FEMALES MALES FEMALES MALES FEMALES

White

Black/African American

Asian/Pacific Islander

American Indian/Alaskan
Native

Hispanic

Race Missing or Unknown

TOTAL (count each
person once only)

MID ILLINOIS CONCRETE & EXCAVATION, INC AAP Page - 21




Support Data:

Personnel Activity 1st
& 2nd Quarter 2015

Shop
Job Group: 4

External Hires

External Applicants

Promotions — Into
Job Group

Promotions - Within
Job Group

MALES FEMALES

MALES FEMALES

MALES FEMALES

MALES FEMALES

White

3

3

Black/African American

Asian/Pacific Islander

American Indian/Alaskan
Native

Hispanic

Race Missing or Unknown

TOTAL (count each
person once only)

MID ILLINOIS CONCRETE & EXCAVATION, INC AAP
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Support Data:
Personnel Activity 1st
& 2nd Quarter 2015

Shop Voluntary Involuntar
Job Group: 4 Terminations & untary Layoffs Recalls
. Terminations
Retirements

MALES FEMALES MALES FEMALES MALES FEMALES MALES FEMALES

White

Black/African American

Asian/Pacific Islander

American Indian/Alaskan
Native

Hispanic

Race Missing or Unknown

TOTAL (count each
person once only)

MID ILLINOIS CONCRETE & EXCAVATION, INC AAP Page - 23




Support Data:

Personnel Activity 1st &

2nd Quarter 2015

Field
Job Group: 5

External Hires

External Applicants

Promotions - Into
Job Group

Promotions - Within
Job Group

MALES FEMALES

MALES FEMALES

MALES FEMALES

MALES FEMALES

White

18

23

Black/African American

Asian/Pacific Islander

American Indian/Alaskan
Native

Hispanic

Race Missing or Unknown

TOTAL (count each
person once only)

18

23

MID ILLINOIS CONCRETE & EXCAVATION, INC AAP
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Support Data: Personnel

Activity 1st & 2nd
Quarter
Field Voluntary involuntar
Job Group: 5 Terminations & ‘untary Layoffs Recalls
. Terminations
Retirements
MALES FEMALES MALES FEMALES MALES FEMALES MALES FEMALES
White g 1
Black/African American
Asian/Pacific Islander
American Indian/Alaskan
Native
Hispanic 1
Race Missing or Unknown
TOTAL (count each 10
person once only) 1
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Guidelines on Discrimination Because of Religion or National Origin

It is the policy of Mid lllinois Concrete & Excavation, Inc. to take affirmative action
to insure that applicants are employed, without regard to their religion or national
origin. Such action includes, but is not limited to the following employment
practices: hiring, promotion, demotion, transfer, recruitment or recruitment
advertising, layoff, termination, rates of pay or other forms of compensation and
selection for training.

Employment practices have been reviewed to determine whether members of the
various religions and/or ethnic groups are receiving fair consideration for job
opportunities. Attention has been directed toward executive and middle
management levels.

1. The policy concerning MIC's obligation to provide equal employment
opportunity without regard to religion or national origin is communicated to all
employees via employee handbooks, policy statement and the Affirmative
Action Program.

2. Employees are informed at least annually of MIC’s commitment to equal
employment opportunity for all persons, without regard to religion or national
origin.

3. Recruiting sources have been informed of our commitment to provide equal
employment opportunity without regard to religion or national origin.

4.  Employment records of all employees are reviewed to determine the
availability of promotable and transferable employees.

5.  Ethnic and religious media may be used for employment advertising.

Reasonable accommodations to the religious observances and practices of employees or

prospective employees will be made, unless doing so would result in undue hardship. In

determining whether undue hardship exists, factors such as the cost to the company and the
impact-on-the-rights-of-otheremployees-would-be-considered-———
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