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EQUAL EMPLOYMENT OPRORTUNITY (E.E.D.) 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 ar do business with the City of Urbana.

Section I. Identification

I. Company Name and Address:

Name: Farnsworth Group

d/b/a:

Address: 2211 w. Bradley Ave.

Lity/State/Zip: Champaign, IL. 61821

Telephone Number(s) include area code: 217-352-7408

Check one of the following

Corporation |x | Partnership Individual Proprietorship Limited Liahility Corp.

FEI Number. 37-1123236 Social Security Number:

2. Name and Address of the Company's Principal Dffice (answer anly if not the same as abave)

Name: Farnsworth Group

Address: 2709 McGraw Dr

City/State/Zip_Bloomington, IL 61704

3. Majar activity of your company (product or service): Engi neermg/ Architecture/ Survey

4. Project on which your company is bidding:

a. City of Urbana contact staff assigned to contract:




SECTION Il. Policies and Practlces

Description of EED Policies and Practices

YES

ND

ls it the Company’s policy ta recruit. hire, train, upgrade, promote and discipling persons withaut
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 somecne been assigned to develap 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.
Name: Kathy DeWerff
Title: VP of HR

Telephone:  309-663-8435
Email.  kdewerff@f-w.com

Does 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. Ouestions? (217) 3B4-2453 or
hrol@city.urbana.il.us.

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

Have all recruitment sources been notified that the company will consider alf qualified applicants
without regard to race, color, creed, class, national origin, religion, sex, age, marital status,

mental and/or physical disability, personal appearance, sexual orientatian, 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 fo comply with the Equal
Oppartunity requirements either in writing, by inclusion in subcontracts ar purchase orders?

|s the company a state certified mmurtty/ women owned business? I yes. please attach a copy of
state certification,

Does the company have collective bargaining agreements with labar organizations”?

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

Does your company perform construction, rehabilitation, alteration, canversion, demolition or
repair of buildings, highways or other improvements to raai property? (If yes, please complete
Table B.)

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




SECTION Ill. Employment Information

* IPORTANT: Please complete the company workforce analysis an the bottom of this page. Use the number of employees as of the most recent payroll peri
u must complete this farm in its entirety, as instructed and submit your organization’s (f) EED Statement and (2) Sexual Harassment Policy
order to be eligible to do business with the City of Urbana. For detailed descriptions of the Job Classifizations ses attached deseriptions. If
inorities and females are currently under-represented in your warkforce, please attach a copy of an explanation of your plan to recruit and hire

ialified minarities and females.

TABLE A - TOTAL CONTRACTOR/VENDOR WORKFORCE

Black or African- American Indian
‘ White {Not of Amerigan (Not of Hispanic or Asian or Pacific | or Alaskan Native
Joh Categories Overall Totals Hispanic Drigin) Hispanic Origin} Lating Islander
M F M F M F M F M F M F
Dfficials & Mges 106 | 8 | 99 7 o2 1 o : 3 S
Professinnals | 124 34 .' 115 31 5 : | 3 : 3 R 1
Technicians 89 1."1 78 11 5 : 3 3
Sales Workers : :
(ffice & Clerical 14 44 13 40 1 3 1
Craft Workers o
{Skilled)
fperatives
{Semi-Skiled)
Laborers 1 C 1
{Unskilled) T
Sarvice Workers
L 334 |97 | 306 |80 |13 | 7 |5 | 4 |o g
M = MALE, Column B is sum of Rows D, F, #, J and L. e
[ = FEMALE, Ealumn G is sum of Rows E, &, |, K and M.
Date of above Data;_ 8/18/2016




TABLE B* - EMPLOYEES TO BE ASSIGNED TO CITY OF IRBANA CONTRACT

Job Categories

TOTAL
EMPLOYEES

BLAEK
EMPLOYEES

HISPANIC
EMPLOYEES

OTHER MINORITY
EMPLOYEES

M F

M

F

M F

M F

[ificials & Mgr‘s

Professionals

Technicians

Sales Workers

[fiea & Clerical

Craft Workers
(Skilled)

Operatives

(Semi-Skilled)

Laborers

(Unskillad)

Service Workers

TOTAL

TABLE C - WORKFORGE TURNDVER SINCE PREVIDUS EED REFORT

Job Categoriss

TOTAL
EMPLAYEES
SEPARATED

MINDRITY
EMPLOYEES

| SEPARATED

TATAL
EMPLOYEES
HIRED

MINDRITY
EMPLOYEES
HIRED

M

M

F

M

M F

Officials & Mgrs

11

7

Professionals

31

Teshnicians

16

1
1
3

F

1
112 | 6

3

15

Nales Wﬁrkers

Uffice & Clerical

Craft Workers
{Skilled)

Operatives
(Semi-Skilled)

Laborars
{Unskilled)

0|3

Service Workers

TOTAL

69 15

44 | 20

*Tutals incfuded in Table B should be a
projection of numbers of persons to be
employed in the performance of the City
confract,

For Contractors: Data pravided in
Table B will be varified by worksite
inspections.



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).
/M Lucas Hellmer, SR. HR Specialist
Si ST

ighature Printed Name and Title

Ihellmer@f-w.com 8/18/2016
E-mail Address ‘ Date

SECTION V. Verification

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

. Did you fill in all of the appropriate boxes in the tabie in Section lll, including the “TOTAL” row?

YES_X _ NO

2. Have you enclosed your company's EEQ statement?
YES_x NO

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

YES _X NO




3.1

3.2

3.3

Equal Opportunity

Farnsworth Group provides equal employment opportunities (EEO) 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.
Farnsworth Group 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.

Any allegation of discrimination should be discussed with the employee’s immediate
supervisor, Human Resources or any member of management. Farnsworth Group will
investigate every complaint thoroughly and properly. If an investigation confirms that any
type of discrimination has occurred, Farnsworth Group will take appropriate corrective action,
which may include discipline up to and including the termination of an individual’s
employment.

Affirmative Action

It is the policy of this firm to encourage utilization of the community’s human resources on an
equal opportunity basis. Through a positive and continuing program, Farnsworth Group will
assure that applicants are recruited and hired, and that employees are treated during their
employment without regard to their race, color, religion, gender, sexual orientation, gender
identity, national origin, age, disability, genetic information, marital status, amnesty or status
as a covered veteran. Equal opportunity and equal consideration will be afforded to all
applicants and employees in personnel actions which include recruiting and hiring, selection
for training, promotion, compensation, transfer and termination. Further, Farnsworth Group
will examine all job classifications to determine if minority persons or women are underutilized
and will take appropriate affirmative action to rectify any such underutilization. Furthermore, it
is our policy to coordinate the affirmative action program directed at seeking personnel from
minority groups for employment with the firm and to provide encouragement and direction to
our staff to advance within the limits of each individual's capabilities.

Reasonable Accommodation

It is the policy of Farnsworth Group to provide reasonable accommaodations to the known
physical or mental limitations of an employee with a disability unless it can be shown that the
accommodation would impose an undue hardship to the business.

Reasonable accommodation is any modification or adjustment to a job, an employment
practice, or the work environment that makes it possible for an individual with a disability to
enjoy an equal employment opportunity.



3.4 Recruitment/ Hiring Policy and Practices

Farnsworth Group is committed to recruitment and hiring practices that comply with the
Company’s Equal Opportunity and Affirmative Action Policies. In general, job openings will
be advertised to the public through the use of appropriate media and local Division of
Employment Security offices. In addition, job openings will be posted internally on the office
Intranet site and at office locations. Employees are welcome to apply for any position for
which they are qualified.



3.9

Anti-Harassment

Farnsworth Group 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, Farnsworth Group expects that all relationships among persons in the office
will be business-like and free of bias, prejudice and harassment.

It is the policy of Farnsworth Group to ensure equal employment opportunity without discrimination
or harassment on the basis of race, color, religion, gender, sexual orientation, gender identity,
national origin, age, disability, genetic information, marital status, amnesty or status as a covered
veteran. Farnsworth Group prohibits any such discrimination or harassment.

Farnsworth Group encourages reporting of all perceived incidents of discrimination or harassment. It
is the policy of Farnsworth Group to promptly and thoroughly investigate such reports. Farnsworth
prohibits retaliation against any individual who reports discrimination or harassment or who
participates in an investigation of such reports.

Definitions of Harassment

Sexual harassment constitutes discrimination and is illegal under federal, state and local laws. For the
purposes of this policy, sexual harassment is defined, as in the Equal Employment Opportunity
Commission Guidelines, as unwelcome sexual advances, requests for sexual favors and other verbal
or physical conduct of a sexual nature when, for example a) submission of such conduct is made
either explicitly or implicitly a term or condition of an individual’s employment; b) submission to or
rejection of such conduct by an individual is used as the basis for employment decisions affecting
such individual; or c¢) such conduct has the purpose or effect of unreasonably interfering with an
individual’s work performance or creating an intimidating, hostile or offensive working environment.

Sexual harassment may include a range of subtle and not-so-subtle behaviors and may involve
individuals of the same or different gender. Depending on the circumstances, these behaviors may
include unwanted sexual advances or requests for sexual favors; sexual jokes and innuendo; verbal
abuse of a sexual nature; commentary about an individual’s body, sexual prowess or sexual
deficiencies; leering, whistling or touching; insulting or obscene comments or gestures; display in the
workplace of sexually suggestive objects or pictures; and other physical, verbal or visual conduct of a
sexual nature.



Harassment on the basis of any other protected characteristic is also strictly prohibited. Under this
policy, harassment is verbal, written or physical conduct that denigrates or shows hostility or aversion
toward an individual because of his/her race, color, religion, gender, sexual orientation, gender
identity national origin, age, disability, marital status, citizenship, genetic information, amnesty or
status as a covered veteran or any other characteristic protected by law or that of his/her relatives,
friends or associates, and that a) has the purpose or effect of creating an intimidating, hostile or
offensive work environment; b) has the purpose or effect of unreasonably interfering with an
individual’s work performance; or c) otherwise adversely affects an individual’s employment
opportunities.

Harassing conduct includes epithets, slurs or negative stereotyping; threatening, intimidating or
hostile acts; denigrating jokes; and written or graphic material that denigrates or shows hostility or
aversion toward an individual or group and that is placed on walls or elsewhere on the employer’s
premises or circulated in the workplace, on company time or using company equipment via e-mail,
phone (including voice messages), text messages, tweets, blogs, social networking sites or other
means.

Conduct prohibited by these policies is unacceptable in the workplace and in any work-related setting
outside the workplace, such as during business trips, business meetings and business-related social
events.

All Farnsworth Group employees have the responsibility to make this policy effective. If you either
experience or notice harassment, you must immediately discuss it with your immediate supervisor or
Human Resources. Farnsworth Group further prohibits retaliation for reporting harassment,
impeding someone making a harassment complaint, or failure to cooperate in a harassment
investigation.

Farnsworth Group investigates every harassment complaint thoroughly and promptly. If an
investigation confirms that harassment has occurred, Farnsworth Group will take appropriate
corrective action, which may include discipline up to and including the termination of an
individual’s employment.



PRIVILEGED AND CONFIDENTIAL

AFFIRMATIVE ACTION PROGRAM
FOR
WOMEN & MINORITIES

Farnsworth Group
Bloomington, IL

2709 McGraw Dr
Bloomington, IL 61704

Farnswortl

GROUP

01/01/16 to 12/31/16



AFFIRMATIVE ACTION PROGRAM

Contractor :

Dun & Bradstreet # :
Employer Identification # :
EEO-1#:

EEO Coordinator :

FOR

WOMEN & MINORITIES

Farnsworth Group
2709 McGraw Dr
Bloomington, IL 61704

056761935
37-1123236
L309221

Lucas Hellmer
Farnsworth Group
2709 McGraw Dr
Bloomington, IL 61704

01/01/16 to 12/31/16



CONFIDENTIAL TRADE SECRET MATERIALS
(Not for distribution except on a need-to-know basis.)

This affirmative action program contains confidential information that is subject to the provision of 18 U.S.C.
1905, Chrysler Corp. v. Brown. 441 U.S. 281, 19 FEP 475 (1979). Furthermore, release of any trade secret,
confidential statistical or commercial information is considered arbitrary and capricious and is in violation of the
Administrative Procedure Act. See CNA Financial Corp. v. Donovan 830 F.2nd 1132, 1144 and n. 73 (D.C.
Cir.) certiorari denied, 485 U.S. 977 (1988). Copies of this affirmative action program and all related
appendices, documents, and support data are made available on loan to the U.S. Government upon the request of
said Government on the condition that the Government holds them totally confidential and does not release
copies to any persons whatsoever. This affirmative action program and its appendices and other supporting
documents contain much confidential information that may reveal, directly or indirectly, plans for business or
geographical expansion or contraction. Pursuant to the Freedom of Information Act, this affirmative action
program is exempt from disclosure, reproduction and distribution upon the grounds, among others, that such
material constitutes 1) personnel files, the disclosure of which would constitute a clearly unwarranted invasion
of personal privacy, and that are exempt from disclosure under 5 U.S.C. 552(b) (6); 2) confidential, commercial
or financial information, which is exempt from disclosure under 5 U.S.C. 552(b) (4); 3) investigatory records
compiled for law enforcement purposes, the production of which would constitute an unwarranted invasion of
personal privacy, and that are exempt from disclosure under 5 U.S.C. 552(b) (7) (C); and 4) matters specifically
exempted from disclosure by statute, which are exempt from disclosure under 5 U.S.C. 552(b) (3). Notice is
hereby given of a request that this Program be kept confidential.

Farnsworth Group - Bloomington, IL wishes to make it clear that it does not consent to the release of any
information whatsoever contained in this affirmative action program under the Freedom of Information Act or
otherwise. If the U.S. Government, or any agency or subdivision thereof, is considering breaching the
conditions under which this affirmative action program was loaned to such government, or is considering a
request of this Program under the Freedom of Information Act, request is hereby made that the Government
immediately notify Farnsworth Group - Bloomington, IL and its counsel of any and all Freedom of Information
Act requests by the government or any other contemplated release of this Program by the Government that
relates to information obtained by the Government. Farnsworth Group - Bloomington, IL further requests that
everyone who has any contact with this affirmative action program and its supporting appendices, documents
and other data treats such information as totally confidential and that such information not be released to any
person whatsoever. Retention or disclosure of information relating to identifiable individuals may also violate
the Privacy Act of 1974.



INTRODUCTION

Farnsworth Group - Bloomington, IL develops an annual affirmative action program as one of several tools to
implement the affirmative action policies effectively. The form, language and analysis of the program
necessarily complies with the requirements of 41 CFR 60-2, et seq. (affirmative action programs) and other
regulations established pursuant to the provisions of Executive Order 11246 and all other civil rights related
laws and regulations that have or may be enacted, as amended. Accordingly, terminology such as "problem
areas" and "utilization analysis" appearing in this affirmative action program is that which the organization is
required to use by these regulations. The criteria used in relation to these terms are those specified by the
Government. These terms have no independent legal or factual significance whatsoever. Although Farnsworth
Group - Bloomington, IL uses this terminology and methodology in connection with this affirmative action
program and the affirmative action policies, such usage does not necessarily signify that the organization agrees
that these terms properly apply to any particular factual situation.

Information regarding identifiable individuals is private and confidentially maintained. Everyone who has
official access to confidential data will exercise every precaution to protect this information.



DESIGNATION OF RESPONSIBILITY
41 CFR Section 60-2.17(a), 60-2.10(b)(2)(i)

Kathy DeWerff, VP of Human Resources, has overall responsibility for implementation of the Equal
Employment Opportunity Policy. Lucas Hellmer, Equal Employment Opportunity Coordinator, assumes the
responsibility for the development, implementation and monitoring of the affirmative action program, which
includes all those positions located in subordinate and/or lower-level establishments for which the selection
decisions are made at the corporate level.

Responsibility for the implementation and monitoring of the affirmative action program rests with the EEO
Coordinator, whose responsibilities include but are not limited to the following:

1. Developing policy statements and affirmative action programs.

N

. Developing internal and external communication procedures when appropriate.

w

. Developing an internal audit and reporting system that:

[«5)

. Identifies areas that require remedial action, and develops programs to correct those problem areas.

b. Determines the degree to which the goals and objectives are reached.

I

. Monitoring the following internal practices:

job]

. Proper display of EEO posters and policies.

b. Full participation of minority, female, and disabled employees in all Farnsworth Group - Bloomington, IL
sponsored educational, training, recreational, and social activities.

5. Assisting management in solving any identified problems. It is the responsibility of department heads,
managers, and supervisors to provide the EEO Coordinator with such information and/or statistical data as is
necessary to measure progress toward the attainment of goals and to assure good faith efforts to implement the
affirmative action program. Such information and/or statistical data are used to set reasonable placement goals.
6. Keeping management informed of the latest developments in the equal employment opportunity area.

7. Assisting employees in solving problems and resolving EEO complaints.

8. Serving as a liaison between Farnsworth Group - Bloomington, IL and appropriate women and minority
groups.

9. Serving as a liaison between Farnsworth Group - Bloomington, IL and appropriate EEO enforcement
agencies.



IDENTIFICATION OF PROBLEM AREAS
41 CFR Section 60-2.17(b)

As part of the monitoring practice, an analysis of personnel matters is conducted. The following items are
considered:

1. Composition of the workforce by minority group and sex. Good faith placement goals are established where
necessary.

2. Composition of applicant flow by minority group and sex. Corrective action is taken when appropriate
whenever the referral ratio of women and minorities indicates a significantly higher percentage is being rejected
as compared to non-minority and male applicants.
3. Compensation system. Farnsworth Group - Bloomington, IL evaluates its compensation system to determine
whether there are gender, race or ethnicity-based disparities. The purpose of the analysis is to identify potential
areas where impediments to equal employment opportunity may exist. Disparities alone do not necessarily
indicate a problem area; there may be many non-discriminatory reasons for a disparity.
4. Selection process. The selection process includes: position descriptions, titles, application forms,
pre-employment forms, interview procedures, test validity and administration, referral procedures, final
selection process and similar factors. The application and related pre-employment forms are in compliance with
federal guidelines, and position descriptions accurately reflect actual duties and responsibilities.
The following areas are reviewed annually to ensure the success of this affirmative action program:

- Transfer and promotion practices,

- Facility and Farnsworth Group - Bloomington, IL sponsored recreational, social and educational events,

- EEO posters,

- Policy statements,

- Training Programs, and

- Suitable housing and transportation does not inhibit recruitment efforts and employment of minorities.



ORGANIZATIONAL PROFILE
41 CFR Section 60-2.11

The organizational profile depicts staffing patterns within Farnsworth Group - Bloomington, IL that assist in
identifying organizational units where women or minorities may be underrepresented or concentrated. It is one
method used to identify potential barriers to equal employment opportunity.

Farnsworth Group - Bloomington, IL determines annually whether to include the Organizational Display or the
Workforce Analysis as its Organizational Profile as part of producing the yearly affirmative action program.

Organizational Display

The Organizational Display is a detailed presentation of the Farnsworth Group - Bloomington, IL organizational
structure. It identifies each organizational unit and shows the relationship to other organizational units.

An organizational unit is any component part of the Farnsworth Group - Bloomington, IL corporate structure. It
might be a department, division, section, branch, group, project team, job family, or similar component. This
includes an umbrella unit (such as a department) that contains a number of subordinate units, and it separately
includes each of the subordinate units (such as sections or branches).

For each organizational unit, the organizational display includes the following:

The name of the unit;

The job title, gender, race, and ethnicity of the unit supervisor(s) (if the unit has a supervisor);
The total number of male and female incumbents; and

The total number of male and female incumbents in each of the separate minority groups.

oD E

Workforce Analysis

The Workforce Analysis is a listing of each job title, as it appears in applicable collective bargaining agreements
or payroll records, ranked from the lowest paid to the highest paid within each department or other similar
organizational unit including departmental or unit supervision.

Where there are separate work units or lines of progression within a department, a separate Line of Progression
Report is provided for each such work unit or line, including unit supervisors. The order of the jobs in the line
through which an employee could move to the top of the line is indicated on the report.

Where there are no formal progression lines or usual promotional sequences, job titles are listed in order of
wage rates or salary ranges by departments, job families or disciplines.

The total number of incumbents in each minority classification is given for each job title. All job titles,
including all managerial job titles, are listed.



WORKFORCE BY JOB GROUP
41 CFR Sections 60-2.12, 60-2.17(b)(1)

The Job Group Analysis groups jobs with similar content, wage rates, and opportunities into job groups. This
analysis includes a list of the job titles that constitute each job group.



PLACEMENT OF INCUMBENTS IN JOB GROUPS
41 CFR Section 60-2.13

Farnsworth Group - Bloomington, IL states separately the percentage of minorities and the percentage of women
it employs in each job group established pursuant to Sec. 60-2.12.



WORKFORCE BY JOB GROUP - ANNOTATIONS
41 CFR Section 60-2.1e

Farnsworth Group - Bloomington, IL prepares a separate Job Group Annotations report, which lists employees
who are included in an affirmative action program for an establishment other than the one in which the
employees are located, and identifies the actual location of such employees.



EVALUATION OF PERSONNEL ACTIVITY
41 CFR Section 60-2.17(b)(2)

Farnsworth Group - Bloomington, IL evaluates personnel activity to determine whether there are selection
disparities.



DETERMINING AVAILABILITY
41 CFR Section 60-2.14

Availability is an estimate of the number of qualified minorities or women available for employment in a given
job group, expressed as a percentage of all qualified persons available for employment in the job group. The
purpose of the availability determination is to establish a benchmark against which the demographic
composition of the incumbent workforce can be compared in order to determine whether barriers to equal
employment opportunity may exist within particular job groups.

Farnsworth Group - Bloomington, IL separately determines the availability of women and minorities for each
job group. To determine availability, Farnsworth Group - Bloomington, IL considers the following factors:

1. The percentage of minorities or women with requisite skills in the reasonable recruitment area. The
reasonable recruitment area is defined as the geographical area from which the contractor usually seeks or
reasonably could seek workers to fill the positions in question. 41 C.F.R. 60-2.14(c)(1).

We break down this factor into three subcategories to more clearly identify the rationale behind it. 41 C.F.R.
Section 60-2.14(e) states that, "For each job group, the reasonable recruitment area must be identified, with a
brief explanation of the rationale for selection of that recruitment area."

Factor 1a considers the percent of women and minorities with requisite skills in a local recruitment area. The
most current U.S. Census data is used to derive the availability of women and minorities. If this factor is used, it
is because Farnsworth Group - Bloomington, IL recruits, and many of its applicants live within the local
recruitment area, or because we plan on recruiting in this region in the future. Any recruitment practices unique
to a job group are noted on the Availability Analysis.

Factor 1b considers the percent of women and minorities with requisite skills outside the local recruitment area.
The most current U.S. Census data is used to derive the availability of women and minorities. If this factor is
used, it is because we recruit and some of the applicants live beyond the local recruitment area, or because we
plan on recruiting in this region in the future. Any recruitment practices unique to a job group are noted on the
Availability Analysis.

Factor 1c considers the percentage of women and minorities in schools and training institutions where the
contractor might reasonably recruit. If this factor is used, it is because we post or plan to post available
positions at local training institutions, or because many of the applicants who respond to open positions are
graduates of these training institutions. Any recruitment practices unique to a job group are noted on the
Availability Analysis.

2. The percentage of minorities or women among those promotable, transferable, and trainable within the
contractor's organization. Trainable refers to those employees within the contractor's organization who could,
with appropriate training that the contractor is reasonably able to provide, become promotable or transferable
during the AAP year. 41 C.F.R. 60-2.14(c)(2).

This second factor is divided into two subcategories to more clearly identify the rationale behind this
recruitment factor.

Factor 2a considers the percentage of women and minorities promotable and transferable within the contractor's
organization. If this factor is chosen, it is because we fill positions by recruiting from within the workforce
either through promotions or transfers. Internal applicants normally apply for these positions. Any recruitment
practices unique to a job group are noted on the Availability Analysis.



Factor 2b considers the percentage of women and minorities trainable within the contractor's organization that
could, with appropriate training, that the contractor is reasonably able to provide, become promotable or
transferable during the AAP year. If this factor is chosen, it is because we fill positions internally through
promotions following training methods such as: apprenticeship programs, enrollment in a college or trade
institution, on-the-job training. Any recruitment practices unique to a job group are noted on the Availability
Analysis.

3. An additional third factor is utilized in those job groups where the first two factors do not adequately describe
availability for a job group. Oftentimes this will be applicant flow data, but a description of any third factor used
is noted on the Availability Analysis report.



PLACEMENT GOALS - COMPARING INCUMBENCY TO AVAILABILITY
41 CFR Section 60-2.15

Farnsworth Group - Bloomington, IL compares the percentage of women and minorities in each job group
determined pursuant to Sec. 60-2.13 with the availability for those job groups determined pursuant to Sec.
60-2.14. When the percentage of minorities or women employed in a particular job group is less than would
reasonably be expected given their availability percentage in that particular job group, a placement goal is
established in accordance with Sec. 60-2.16.



PLACEMENT GOALS
41 CFR Section 60-2.16

Placement goals serve as objectives or targets reasonably attainable by means of applying every good faith effort
to make all aspects of the entire affirmative action program work. Placement goals are also used to measure
progress toward achieving equal employment opportunity.

The establishment of a goal under Sec. 60-2.15 is neither a finding nor an admission of discrimination.

Where, pursuant to Sec. 60-2.15, a placement goal for a particular job group is established, a percentage goal is
equal to the availability figure derived for women or minorities, as appropriate, for that job group.

In establishing placement goals, the following principles from Sec 60-2.16(e) also apply:

1. Placement goals are neither rigid or inflexible quotas, nor are they considered to be either a ceiling or a floor
for the employment of particular groups.

2. All employment decisions are made in a nondiscriminatory manner. Placement goals are not used to extend
a preference to any individual, select an individual, or adversely affect an individual's employment status on the
basis of that person's race, color, religion, sex, sexual orientation, gender identity, or national origin.

3. Placement goals do not create set-asides for specific groups, nor are they intended to achieve proportional
representation or equal results.

4. Placement goals are not used to supersede merit selection principles.



ACTION ORIENTED PROGRAMS
41 CFR Section 60-2.17(c)

Farnsworth Group - Bloomington, IL develops these action-oriented programs to correct any problem areas
identified in the Identification of Problem Areas 41 C.F.R. Section 60-2.17(b) and to attain established goals and
objectives.

THE SELECTION PROCESS

1. At least annually, a detailed analysis of position descriptions is conducted to ensure that they accurately
reflect position functions.

2. Job requirements are validated by division, department, location or other appropriate organizational units.
Special attention is given to academic, experience, physical, and skill requirements to ensure that the
requirements themselves do not constitute inadvertent discrimination. Job specifications are free from bias in
regard to race, color, religion, sex, sexual orientation, gender identity, national origin, age, or disabled or
veteran status, except where there is a bona fide occupational qualification. Job requirements are validated when
the number of individuals from a particular race or gender group is disproportionately selected as determined by
Impact Ratio studies.

3. Position descriptions and specifications are distributed to recruiting sources and members of management
involved in the recruiting, screening, selection, and promotion processes.

4. Selection processes are evaluated at least annually to ensure that they are nondiscriminatory.

5. Individuals who have a role in the selection process are chosen with special care given to their qualifications
for such roles and are provided any necessary ongoing training to ensure that the selection processes remain
nondiscriminatory.

RECRUITMENT

Any one or all of the following techniques are used to improve recruitment and increase the flow of minority or
female applicants:

1. Linkage with recruiting sources, which may include briefing sessions, plant tours, presentations by minority
and female employees, and full descriptions of appropriate job openings and the selection process;

2. Encouragement of minority and female employees to refer qualified applicants;
3. Inclusion of women and minorities on the personnel staff;

4. Minority and female participation in career days, youth motivation programs and other similar programs in
the community;

5. Minority and female participation in "job fairs;"

6. Active recruiting at various training institutions, especially those that have high minority and female
enrollments; and

7. Expansion of help-wanted advertising to include the minority news media and women's interest media.

PROMOTIONS



Any one or all of the following techniques are used to improve promotional opportunities for minority and
female employees:

1.
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Posting or general announcement of all appropriate job openings;

. Assessment of current female and minority employees' academic, skill and experience levels;

. Provision of job training and work-study programs;

Completion of performance appraisals;

. Validation of job specifications;

. Justification by supervisors when apparently qualified minority or female employees are passed over;

Establishment of career counseling programs, which may include attitude development, education aid, job

rotations, buddy systems and similar programs;

8.

9.

Ongoing review of seniority practices in clauses and contracts to ensure that they are nondiscriminatory; and

Review of all company-sponsored recreational and social activities to ensure that they are desegregated.



INTERNAL AUDIT AND REPORTING SYSTEMS
41 CFR Section 60-2.17(d)

Monitoring and reporting procedures are developed to evaluate the extent to which the goals of the affirmative
action program are being met. Farnsworth Group - Bloomington, IL takes the following measures:

1. Information on race and sex is obtained when an application for a position is submitted.

2. An Adverse Impact (Impact Ratio) Analysis is performed when sufficient data exists on applicants, hires,
promotions, and terminations to ensure compliance with the Uniform Employment Selection Guidelines.

3. Any training programs are analyzed regularly to eliminate potential discrimination in participation rates.

4. Any tests administered are routinely analyzed to uncover potential discrimination in grading scores or test
results.

5. Compensation practices are reviewed at least annually for wage discrepancies.

6. The Availability Analysis for women and minorities is reviewed and good faith placement goals are
established when necessary.

7. Progress toward established goals is reviewed at least annually for possible adjustments to employment
practices.

8. Internal reporting is prepared as needed to determine why goals were not met.
9. Results of the affirmative action program are reviewed with all levels of management.

10. Top management is informed on a regular basis of the effectiveness of these policies and any
recommendations for improvement.



GOALS PROGRESS
41 CFR Section 60-2.16, 60-2.17(d)

Farnsworth Group - Bloomington, IL monitors progress toward goals.



RELIGION AND NATIONAL ORIGIN DISCRIMINATION GUIDELINES
41 CFR Section 60-50

Farnsworth Group - Bloomington, IL reaffirms its policy to afford equal employment opportunity to all
individuals. Neither national origin nor religion is a factor in recruitment, selection, promotion, transfer,
termination, or participation in training. The following activities are undertaken to ensure that religion and
national origin are not used as a basis for employment decisions:

1. Employment practices are reviewed to ensure that members of particular religious and/or ethnic groups are
given equal employment opportunities.

2. All employees, including supervisors, managers, and executives are informed of our commitment to provide
equal employment opportunity without regard to religion or national origin.

3. Recruitment sources are informed of our commitment to provide equal employment opportunity without
regard to religion or national origin.

4. Internal procedures exist to implement equal employment opportunity without regard to national origin or
religion.



ACCOMMODATION FOR RELIGIOUS OBSERVANCE AND PRACTICE
41 CFR Section 60-50.3

The religious observances and practices of employees are accommodated by Farnsworth Group - Bloomington,
IL, except where such accommodation would cause undue hardship on the conduct of business. The
accommodation offered is determined by considering business necessity, financial expense and any personnel
coverage problems that may result.



NONDISCRIMINATION
41 CFR Section 60-50.5

Farnsworth Group - Bloomington, IL does not discriminate against any qualified employee or applicant because
of race, color, sex, sexual orientation, gender identity, age, disabled, or veteran status in implementing the policy
concerning nondiscrimination based on religion or national origin.
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EQUAL EMPLOYMENT OPPORTUNITY POLICY
41 CFR Section 60-300.44(a), 41 CFR Section 60-741.44(a)

It is the policy at Farnsworth Group - Bloomington, IL to provide equal employment and advancement
opportunities to all qualified individuals. To achieve this goal, Farnsworth Group - Bloomington, IL is dedicated
to taking affirmative action to employ and advance in employment protected veterans and individuals with
disabilities. All personnel actions, including compensation, benefits, recruitment, hiring, training, and promotion
of persons in all job titles, are administered without regard to protected veteran or disability status, and all
employment decisions are based solely on valid job requirements. In addition, employees and applicants are
protected from harassment, threats, coercion, intimidation, or discrimination for:

1) Filing a complaint;

2) Assisting or participating in an investigation, compliance review, hearing, or any other activity related to the
administration of Section 4212, Section 503, or any other Federal, State, or local law requiring equal
opportunity for protected veteran or individuals with disabilities;

3) Opposing any act or practice made unlawful by Section 4212, Section 503, or any other Federal, State or local
law requiring equal opportunity for protected veterans and individuals with disabilities; or

4) Exercising any other right protected by Section 4212, Section 503.

This EEO policy has the full support of Kathy DeWerff, VP of Human Resources, who has assigned
responsibility for its implementation to Lucas Hellmer, EEO Coordinator. Farnsworth Group - Bloomington, IL
has designed and implemented an audit and reporting system to monitor and maintain its compliance with the
Acts.

A copy of the Equal Employment Opportunity statement that reaffirms Farnsworth Group - Bloomington, IL's
commitment to protected veterans and individuals with disabilities is posted in a form that is accessible and
understandable to an individual with a disability.



REVIEW OF PERSONNEL PROCESSES
41 CFR Section 60-300.44(b), 41 CFR Section 60-741.44(b)

Farnsworth Group - Bloomington, IL reviews its employment procedures to ensure careful, thorough, and
systematic consideration of the job qualifications of protected veterans and applicants with disabilities for job
vacancies filled either by hiring or promotion, and for all training opportunities offered or available. This review
ensures that personnel procedures do not stereotype protected veterans and individuals with disabilities in a
manner that limits their access to all jobs for which they are qualified. Applicants and employees with
disabilities have equal access to personnel processes, including those implemented through information and
communication technologies. Farnsworth Group - Bloomington, IL periodically reviews its processes, and
makes any necessary modifications to ensure its affirmative action obligations are carried out. When protected
veterans are considered for employment, only that portion of the individuals' military records, including
discharge papers, that is relevant to the requirements of the position will be considered.

The following are some procedures that may be used to facilitate the review and evaluative process:

1) The application or personnel form of each protected veteran and applicant with a disability is annotated to
identify each vacancy for which the applicant was considered, and is retrievable for review for use in
investigations and internal compliance activities;

2) The application or personnel form of each protected veteran and applicant with a disability includes the
identification of each promotion and training program for which that employee was considered,;

3) When a protected veteran employee or applicant is rejected for employment, promotion, or training, a
statement of the reason is appended to the personnel file;

4) When an employee or applicant with a disability is rejected for employment, promotion, or training, a
statement of the reason is appended to the personnel file along with a description of any reasonable
accommodation considered; and

5) When an employee or applicant is selected for hire, promotion, or training, and reasonable accommodation
has been undertaken to enable the selection of an employee or applicant with a disability, the applicant form or
personnel record contains a description of the reasonable accommodation.



PHYSICAL AND MENTAL QUALIFICATIONS
41 CFR Section 60-300.44(c), 41 CFR Section 60-741.44(c)

Farnsworth Group - Bloomington, IL reviews all physical and mental job qualification requirements as openings
occur to ensure, to the extent that qualification requirements tend to screen out qualified disabled veterans and
qualified individuals with disabilities, that they are job-related and consistent with business necessity and the
safe performance of the job.

To the extent that physical or mental job qualification requirements tend to screen out qualified disabled
veterans and qualified individuals with disabilities in the selection of employees or applicants for employment
or other changes in employment status such as promotion or training, Farnsworth Group - Bloomington, IL
assures that the requirements are related to the specific job(s) for which the individual is being considered, and
are consistent with business necessity and the safe performance of the job.



REASONABLE ACCOMMODATION
41 CFR Section 60-300.44(d) , 41 CFR Section 60-741.44(d)

Farnsworth Group - Bloomington, IL makes reasonable accommodations to the physical and mental limitations
of employees or applicants to the extent that such accommodations do not impose an undue hardship on the
conduct of its business. When an employee known to be a disabled veteran or an employee with a known
disability has significant difficulty performing his or her job, and it is reasonable to conclude that the
performance problem may be related to the known disability, the employee is confidentially notified of the
performance problem, and asked if the problem is related to the disability. If the employee indicates that the
performance problem is related to his or her disability, the employee is asked if reasonable accommodation is
needed.



HARASSMENT
41 CFR Section 60-300.44(e), 41 CFR Section 60-741.44(e)

Farnsworth Group - Bloomington, IL develops and maintains procedures to ensure that its employees are not
harassed because of their status as a protected veteran, or on the basis of a disability.



EXTERNAL DISSEMINATION OF POLICY
41 CFR Section 60-300.44(f), 41 CFR Section 60-741.44(f)

Farnsworth Group - Bloomington, IL undertakes appropriate outreach and positive recruitment activities that are
reasonably designed to effectively recruit protected veterans and individuals with disabilities, such as the
following:

1) Farnsworth Group - Bloomington, IL incorporates the Equal Opportunity Clause regarding protected veterans
and individuals with disabilities in its purchase orders, leases, and contracts as required by law, executive order,
and regulation. Written notification of the Equal Opportunity Policy is sent to all subcontractors, vendors, and
suppliers requesting appropriate action on their part.

2) Farnsworth Group - Bloomington, IL notifies all applicants of the EEO policy, and invites them to
self-identify. Application forms state Farnsworth Group - Bloomington, IL's commitment to equal employment
opportunity. All employment advertisements and notices to recruitment sources state this EEO policy.

3) Outreach and recruitment activities that may be undertaken as needed by Farnsworth Group - Bloomington,
IL include enlisting the assistance and support of the following persons and organizations in recruiting, and
developing on-the-job training opportunities for protected veterans and individuals with disabilities, in order to
fulfill its commitment to provide equal employment opportunity for such individuals:

- The Local Veterans' Employment Representative in the local employment service office (One-Stop) nearest the
contractor's establishment;

- The Department of Veterans Affairs Regional Office nearest the contractor's establishment;

- The veterans' counselors and coordinators ("Vet-Reps™) on college campuses;

- The service officers of the national veterans' groups active in the area of the contractor's establishment;

- Local veterans' groups and veterans' service centers near the contractor's establishment;

- The National Resource Directory's Veterans Job Bank, or any future service that replaces or complements it;

- The Department of Defense Transition Assistance Program (TAP), or any subsequent program that, in whole
or in part, might replace TAP; and

- Any organization listed in the Employer Resources section of the National Resource Directory
(http://www.nationalresourcedirectory.gov/), or any future service that replaces or complements it.

- The State Vocational Rehabilitation Service Agency (SVRA), State mental health agency, or State
developmental disability agency in the area of the contractor's establishment;

- The Employment One-Stop Career Center (One-Stop) or American Job Center nearest the contractor's
establishment;

- The Department of Veterans Affairs Regional Office nearest the contractor's establishment (www.va.gov);

- Entities funded by the Department of Labor that provide recruitment or training services for individuals with
disabilities, such as the services currently provided through the Employer Assistance and Resource



Network (EARN) (www.earnworks.com);

- Local Employment Network (EN) organizations (other than the contractor, if the contractor is an EN) listed in
the Social Security Administration's Ticket to Work Employment Network Directory
(www.yourtickettowork.com/endir);

- Local disability groups, organizations, or Centers for Independent Living (CIL) near the contractor's
establishment;

- Placement or career offices of educational institutions that specialize in the placement of individuals with
disabilities; and

- Private recruitment sources, such as professional organizations or employment placement services that
specialize in the placement of individuals with disabilities.

4) All employment openings (except executive and top management, positions that are filled from within, and
positions lasting three days or less) are listed at the appropriate state employment services office. Formal
briefing sessions and facility tours may be conducted with representatives from recruiting sources to explain
current and future job openings, position descriptions, worker specifications, and the selection process.
Follow-up with these resources, and feedback on disposition of applicants are conducted when appropriate.

5) Farnsworth Group - Bloomington, IL develops internal communication of these outreach efforts in a manner
that fosters understanding, acceptance, and support among executive management, supervisors, and all other
employees.

6) Meaningful contacts are established with veteran's service organizations and organizations for individuals
with disabilities for such purposes as advice, technical assistance, and referral of potential employees. Such
assistance may consist of advice concerning proper placement, recruitment, training, and reasonable
accommodation.

7) Good faith efforts are made to consider protected veterans and applicants with known disabilities for all
available positions for which they may be qualified, to the extent practicable.

8) Recruitment at educational institutions includes efforts to reach students who are protected veterans.
9) Recruitment programs established with schools incorporate efforts to reach students with disabilities. Efforts
may be made to participate in work-study programs with rehabilitation facilities and schools that specialize in

training or educating individuals with disabilities.

10) When appropriate, efforts may be made to participate in work-study programs with Department of
Veterans Affairs rehabilitation facilities that specialize in training or educating disabled veterans.

11) Efforts are made to include individuals with disabilities when employees are pictured in consumer,
promotional, or help wanted advertisements.



ASSESSMENT OF EXTERNAL OUTREACH AND RECRUITMENT EFFORTS
41 CFR Section 60-300.44(f)(3), 41 CFR Section 60-741.44(f)(3)

Farnsworth Group - Bloomington, IL each year reviews the outreach and recruitment efforts it has taken over
the previous twelve months to evaluate their effectiveness in identifying and recruiting qualified protected
veterans and qualified individuals with disabilities. Each evaluation is documented, including at a minimum the
criteria used to evaluate the effectiveness of each effort and the conclusion as to whether each effort and the
totality of the efforts are effective. Among these criteria are the Data Collection Analysis for the current year
and the two most recent previous years. If Farnsworth Group - Bloomington, IL concludes the totality of its
efforts are not effective in identifying and recruiting qualified protected veterans and qualified individuals with
disabilities, alternative outreach and recruitment efforts are identified and implemented.

Farnsworth Group - Bloomington, IL concludes that each and the totality of its efforts are effective in
identifying and recruiting qualified protected veterans and qualified individuals with disabilities.



INTERNAL DISSEMINATION OF POLICY
41 CFR Section 60-300.44(g), 41 CFR Section 60-741.44(qg)

Farnsworth Group - Bloomington, IL has developed the following internal procedures to communicate its
obligation to engage in affirmative action efforts to employ and advance in employment protected veterans and
qualified individuals with disabilities. These procedures are designed to foster understanding, acceptance, and
support among executive, management, supervisory, and other employees, and to encourage such persons to
take the necessary actions to meet this obligation.

1) Farnsworth Group - Bloomington, IL Notices. The EEO policy statement is posted on the employee bulletin
board and/or electronically in a manner and place that ensures that protected veterans and individuals with
disabilities are informed of its contents. This notice states the name of the EEO Coordinator, the support of
top-level management toward this policy, and to whom questions, comments, or complaints should be directed.
A statement is included that employees are protected from coercion, intimidation, interference, or discrimination
for filing a complaint or assisting in an investigation under the Acts. All required state and federal EEO notices
are also posted on bulletin boards.

2) Union Contracts. A non-discrimination clause is included in any union contracts and any such contracts are
reviewed to ensure that they are non-discriminatory. Farnsworth Group - Bloomington, IL notifies union
officials and/or employee representatives of the contractor's policy, and requests their cooperation.

3) Other procedures that may be implemented as needed:

a. Farnsworth Group - Bloomington, IL's overall commitment, top-level management support, and
implementation of the plan are discussed with management personnel, making clear the chief executive officer's
support for the affirmative action policy;

b. All employees and prospective employees are informed of Farnsworth Group - Bloomington, IL's
commitment to engage in affirmative action to increase employment opportunities for protected veterans and

individuals with disabilities;

c. Farnsworth Group - Bloomington, IL's affirmative action policy is publicized in the company newspaper,
magazine, annual report, and other media;

d. The policy is discussed thoroughly in both employee orientation and management training programs;

e. When employees are featured in employee handbooks or similar publications for employees, Farnsworth
Group - Bloomington, IL includes protected veterans and individuals with disabilities.



AUDIT & REPORTING SYSTEM
41 CFR Section 60-300.44(h), 41 CFR Section 60-741.44(h)

Farnsworth Group - Bloomington, IL has designed, implemented, and documented an audit and reporting system
that:

1) Measures the effectiveness of the affirmative action program.
2) Indicates any need for remedial action.
3) Determines the degree to which the objectives have been attained.

4) Determines whether protected veterans and individuals with known disabilities have the opportunity to
participate in all company sponsored educational, training, recreational, and social activities.

5) Measures compliance with the affirmative action program'’s specific obligations.

Where the affirmative action program is found to be deficient, corrective action is taken to bring the program
into compliance.



RESPONSIBILITY FOR IMPLEMENTATION
41 CFR Section 60-300.44(i), 41 CFR Section 60-741.44(j)

Lucas Hellmer has been designated to direct the activities of the affirmative action program. Lucas Hellmer has
the full support of Kathy DeWerff in carrying out the Farnsworth Group - Bloomington, IL affirmative action
policy. Lucas Hellmer is responsible for:

1) Developing policy statements, affirmative action programs, and internal and external communication to
include discussions with managers, supervisors, and employees to ensure the policies are followed:;

2) Advising managers and supervisors that their work performance is evaluated, in part, on the basis of their
affirmative action efforts;

3) ldentifying and discussing with management any problem areas;
4) Developing with management solutions for any identified problem areas;

5) Serving as a liaison between Farnsworth Group - Bloomington, IL and community groups, governmental
agencies, and vocational rehabilitation organizations;

6) Maintaining an audit and reporting system to monitor the progress of the affirmative action program;

7) Informing management of the latest developments in the affirmative action and equal employment
opportunity area;

8) Serving as a liaison between Farnsworth Group - Bloomington, IL and organizations for protected veterans
and individuals with disabilities;

9) Assisting in career counseling for protected veterans employees and employees with disabilities;

10) Ensuring that the policy statement and required posters are posted on bulletin boards and/or electronic
postings; and

11) Ensuring that employees placed through these policies are not harassed.



TRAINING
41 CFR Section 60-300.44(j), 41 CFR Section 60-741.44(j)

All personnel involved in recruitment, screening, selection, promotion, discipline, and related processes are
trained to ensure the implementation of our commitments made in this affirmative action program.



DATA COLLECTION ANALYSIS
41 CFR Section 60-300.44(k), 41 CFR Section 60-741.44(K)

Farnsworth Group - Bloomington, IL documents the following computations or comparisons pertaining to
applicants and hires on an annual basis, and maintains them for a period of three (3) years:

1) The number of applicants who self-identified as protected veterans pursuant to § 60-300.42(a), or who are
otherwise known as protected veterans;

2) The number of applicants who self-identified as individuals with disabilities pursuant to § 60-741.42(a), or
who are otherwise known to be individuals with disabilities;

3) The total number of job openings and total number of jobs filled;
4) The total number of applicants for all jobs;

5) The number of protected veteran applicants hired;

6) The number of applicants with disabilities hired; and

7) The total number of applicants hired.



BENCHMARKS FOR HIRING VETERANS
41 CFR Section 60-300.45

Benchmarks are set on an annual basis using one of the two mechanisms described below:

1) Establish a benchmark equaling the national percentage of veterans in the civilian labor force, which will be
published and updated annually on the OFCCP website; or

2) Establish a benchmark by taking into account: (i) the average percentage of veterans in the civilian labor
force in the State(s) where the contractor is located over the preceding three years, as calculated by the Bureau
of Labor Statistics and published on the OFCCP website; (ii) the number of veterans, over the previous four
quarters, who were participants in the employment service delivery system in the State where the contractor is
located, as tabulated by the Veterans' Employment and Training Service and published on the OFCCP website;
(iii) the applicant ratio and hiring ratio for the previous year, based on the data collected pursuant to §
60-300.44(k); (iv) the contractor's recent assessments of the effectiveness of its external outreach and
recruitment efforts, as set forth in 8 60-300.44(f)(3); and (v) any other factors, including but not limited to the
nature of the contractor's job openings and/or its location, which would tend to affect the availability of qualified
protected veterans.

Farnsworth Group - Bloomington, IL has chosen to establish a benchmark equaling the national percentage of
veterans in the civilian labor force. The benchmark is not a rigid and inflexible quota that must be met, nor is it
to be considered either a ceiling or a floor for the employment of particular groups. The purpose of establishing
benchmarks is to create a quantifiable method by which Farnsworth Group - Bloomington, IL can measure its
progress toward achieving equal employment opportunity for protected veterans.



Farnsworth Group - Bloomington, IL
2709 McGraw Dr
Bloomington, IL 61704

Hiring Benchmark for Protected Veterans
41 CFR Section 60-300.45

Veteran Hiring Benchmark : 7.2%

The Company has used the term '‘Benchmark' herein as referenced by government affirmative action regulations and has selected statistics for these analyses in compliance with such regulations. The use of

such term and statistics does not indicate the Company's agreement that the sources of statistics are the most relevant. The terms have no legal or factual significance outside the context of this Affirmative
Action Program and in no way suggest any wrong doing by the Company.
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UTILIZATION GOALS FOR INDIVIDUALS WITH DISABILITIES
41 CFR Section 60-741.45

The OFCCP establishes a utilization goal for employment of qualified Individuals with disabilities for each job
group in the contractor's workforce, or for the contractor's entire workforce where the workforce consists of 100
or less employees. The utilization goal is not a rigid and inflexible quota that must be met, nor is it to be
considered either a ceiling or a floor for the employment of particular groups. The purpose of the utilization goal
is to establish a benchmark against which the contractor must measure the representation of individuals within
each job group in its workforce, or within the contractor's entire workforce. Farnsworth Group - Bloomington,
IL evaluates its utilization of individuals with disabilities in each job group, or in its entire workforce.



IDENTIFICATION OF PROBLEM AREAS
41 CFR Section 60-741.45(e)

When the percentage of individuals with disabilities in one or more job groups, or in our entire workforce if the
workforce is 100 or less employees, is less than the utilization goal, Farnsworth Group - Bloomington, IL takes
steps to determine whether and where impediments to equal employment opportunity exist. When making this
determination, we assess our personnel processes, the effectiveness of our outreach and recruitment efforts, the
results of our affirmative action program audit, and any other areas that might affect the success of the
affirmative action program.

Farnsworth Group - Bloomington, IL has not found any impediments to equal employment opportunity in our
personnel processes, outreach, and recruitment efforts or any other area that might affect the success of our
affirmative action program.



ACTION ORIENTED PROGRAMS
41 CFR Section 60-741.45(f)

As needed, Farnsworth Group - Bloomington, IL develops action-oriented programs designed to correct any
identified problems areas. These action-oriented programs may include the modification of personnel processes
to ensure equal employment opportunity for individuals with disabilities, alternative or additional outreach and

recruitment efforts, and/or other actions designed to correct the identified problem areas and attain the
established goal.

Farnsworth Group - Bloomington, IL has not identified any problems areas.
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