ﬂfflua lise ﬂnly (0/15) i

CITY OF URBANA Requested hy ~ [Oate
HUMAN RELATINS DIVISION PTG T SHRI MR e
400 SOUTH VINE ST. helen s

URBANA, ILLINGIS G1801

(217) 384-2455 (phone); 328-8288 (fax) -
hro@urbanaillinois.us

EQUAL 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 |. Identification

I. Company Name and Address:

Neme: <apo k. Frequa hm L e

d/b/a:

Address: A0 WLbed. Aue

City/State/Zip: ( {ﬁ t il G 4 U/ ¥z 2

Telephane Number(s) include area cude 207 e eaypsd

Check ane of the fellawing
Carporation |« | Partnership ] Individual Praprietorship | | Limited Liability Corp. |
FEl Number: 37 - 095 3/5Y Social Security Number:

2. Name and Address of the Company's Pyim:ipal Office (answer only if not the same as above)

NﬂITIE: wy)h\‘,{?/(, i,. \f ( (f y "‘E ;7 }\ g‘_é 1 ﬂ"f <

Mdess: 505 W W Shonglon St

City/State/Tie (3 (_ qomads tin 1L (7 70/

3. Major activity of your company (product or service): Clastruc b pn

4. Project on which your company is bidding: Sz/) e Uinnund ey Ke RE i

§. City of Urbana contact staff assigned to contract: /| A




SECTION Il. Policies and Practices

Description of EEQ Palicies and Practices

YES

NO

Is it the Company's policy ta recruit, hire, train, upgrade, promate 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 respansibilities.
matriculation, political affiliation, prior arrest, conviction record, or source of income 7

Has someone heen assigned to develop procedures. which will assure that the EEQ policy is
implemented and enforced by managerial, administrative, and supervisory persannel? IF so,
please indicate tbg name and title of the nfficia! charged with this respansibility.

Name: Apncloq € Swydd

Tie: _HA MUagged [Ere OFF cwn
Telephone:  ( 2vy) J28- i3y ex .27 £

Email: gy el SHGANAY o fan 5 (¢m

Does the company have a written Equal Employment Oppartunity plan or statement? Nate: If no, a
copy of an EED statement is enclosed. You must attach an EEQ Statement in order to be
considered eligible to do business with the City of trbana. OQuestions? (Z17) 384-2435 or
hro@city.urbana.il.us.

Has the company developed a written palicy statement prohibiting Sexual Harassment? You must
attach a copy of your company's Sexual Harassment Policy 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 orientatian, family respansibilities,
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 far
employment without regard ta 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-cantractars of their obligations to comply with the Equal
Opportunity requirements either in writing, by inclusion in subcantracts or purchase orders?

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

Does the company have collective bargaining agreements with labar organizations?

Ill"

If you answered yes to Question "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 perfarm construction, rehabilitation, alteration, conversion, demalition or

repair of buildings, highways or other improvements to real praperty? (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 lll. Employment Information

IMPORTANT: Please complete the company workforce analysis on the bottom of this page. Use the number of employees as of the most recent payroll period.
You must complete this form in its entirety, as instructed and submit your organization's (1) EEQ Statement and (2) Sexual Harassment Policy

in order to be eligible to do business with the City of Urbana. For detailed descriptions of the Joh Classifications see attached descriptions. if
minorities and females are currently under-represented in your workfarce, please attach a capy of an explanation of your plan to recruit and hire

qualified minorities and females.

TABLE A - TOTAL CONTRACTOR/VENDOR WORKFORCE 1\ ey W ;’ ho A oA
\.f‘\; V:/"
Black or African- American Indian
Whita (Not of Amaerican (Not of Hispanic ar Asian or Pacific | or Alaskan Native
Job Categories Overall Totals Hispanic Origin) Hispanic Origin) Latino Islander
N 0 L 0 L 0 L I
Officials & M S e « sy i e o ,
ICI grs »}5 “ 02 ()2 l?! uz :
Profassionals |7 ’ 5‘ 12 1. _,_ {
Technicians e
Sales Workers St
Office & Clerical l“f 7 ‘ k }
Craft Warkers P e T
(Sle) (5 | L
{iperatives i
{Semi-Skiled) " e 5
Labarers - Gt . 1 e
{Unskilled) "?E/ : z__ . 20 L , > 8 ‘ ~ iy s;
Service Workers S e
TOTAL I [T Ep
290 2y L9y 2|1 Lo 2 )
M = MALE. Column B is sum of Raws D, F. H, J and L. B
F = FEMALE, Column U is sum of Rows E, G.;, Kand M. 5 )
Dateof above Data: ¢ 7/ 11/ 20/l Hv

e 7/ 7/ 2006




TABLE B* - EMPLOYEES T0 BE ASSIGNED TO CITY OF URBANA CONTRACT

s

Joh Catagories

TOTAL
EMPLOYEES

BLACK
EMPLOYEES

HISPANIC
EMPLOYEES

OTHER MINORITY
ENPLOYEES

M 3

[fficials & Mgrs

M| F

N F

M F

Professionals

Technicians

Sales Waorkers

Office & Clerical

Craft Warkers
{Skilled)

Uperatives
(Semi-Skillad)

Laborers

{Unskilled)

Service Workers

TOTAL

TABLE C - WORKFORCE TURNOVER SINCE PREVIOUS EEQ REPORT

Jub Categorias

TOTAL
EMPLOYEES
SEPARATED

MINORITY
EMPLOYEES
SEPARATED

TaTAL
EMPLAIYEES

MINORITY
EMPLOYEES
HIRED

M F

N F

HIRED

M | F

NTTE

(fficials & Mgrs

/

/

Professionals

/

Technicians

Sales Workers

Office & Clerical

Craft Workers
{Skilled)

\y

Dperatives
{Semi-Skilled)

7 3

Laborers
{Unskilled)

(2

Service Workers

TOTAL

T I

*Totals included in Table B should be a
projection of numbers of persons to be
employed in the perfarmance of the City
contract.

For Contractors: Data provided in
Table B will be verified 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).

b \
\ 45\/7,[1’?‘»1] Q/MM M" TI) v‘i‘f){ ¢4 /*4/( Maag 5:%&"%&%’ DL e

Signature Printed Name and Title

ny o :“\\ - i \ ~a & ?g;/’ oy ]
Khldelabtakic ompun, es . L0 m 7 720
E-mail Mdress Date

SECTION V. Verification

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

1. Did you fill in all of the appropriate boxes in the table in Section ll, including the “TOTAL" row?
YES_ . NO

2 Have you enclosed your gpmpany’s EED statement?
wes_ N

3. Have you enclosed your company’s Sexual Harassment paolicy?

YES ND




EXCAVATING, INC.

Date: March 1, 2015

To: Department Managers/Supervisory Staff
Employees/Applicants for Employment

Subject: Equal Employment Opportunity Policy
Affirmative Action Plan

All employment practices are intended to provide that individuals be recruited, hired, assigned,
advanced, compensated and retained on the basis of their qualifications, and treated equally in
these and all other respects without regard to discrimination as protected not only by law but
also as a guiding principle of SEI operations. Each employee is expected to cooperate to
achieve this goal.

Affirmative action plan includes the dissemination of our EEOQ/Affirmative Action policy to new
employees, and implementation/training every 6 months for all supervisory personnel. Notices
and posters setting forth our EEO policy will be readily accessible to all employees and
applicants.

The recruitment of SE| personnel is accomplished by the normally accepted methods, including
working with local union halls and/or advertising in publications with a circulation among
minorities, women and veterans. All advertising for employees will include our commitment that
we are “An Equal Opportunity Employer”.

Supervisory staff, as well as those responsible for hiring new employees, must take all
necessary action to insure discrimination does not occur with regard to employees and
applicants.

As part of our affirmative action plan, we periodically review wages, selected personnel actions
for evidence of discrimination. We promptly investigate all complains of alleged discrimination or
harassment and if necessary, take appropriate corrective action. We assist in locating,
qualifying, and increasing the skills of minorities and women who are applicants or current
employees. We monitor our workforce and job classifications and analyze availability and under-
utilization and respond accordingly. We work closely with various agencies to recruit in a 50 mile
radius in an effort to attract qualified minorities and females. We track and document all good
faith efforts.

It shall also be considered the responsibility of every supervisory employee to further the
implementation of this policy and insure compliance from ali staff under his/her supervision.
Referrals of minorities and women as applicants are encouraged by present and past
employees, as well as friends of the company.

Responsibility for the implementation and monitoring of SEl's equal employment opportunity
efforts and this policy has been assigned to Karlene Dryer, Human Resource Manager/EEO
Officer. As the designated company representative, Karlene Dryer shall work with each
department manager to assist in the education and enforcement of these responsibilities, and
shall monitor the prodyess of these efforts.

Signature

Rev. 172016

1805 W. WASHINGTON STREET BLOOMINGTON, IL 61701 sy stwheompunicacun 309.828.5034, 309.828 7154 (fax) 877.699 5034




EXCAVATING, INC.

TO ALL STARK EXCAVATING, INC. EMPLOYEES

Stark Excavating, Inc. encourages your help in referring minority and
female applicants for potential employment with our company. We
also encourage you to assist in referring minority and female
applicants for potential employment with all of our subcontractors.

When referring minority and female applicants for potential
employment, please contact one of our job superintendents or any of
our subcontractors’ job superintendents and they will assist you in
getting contact information for the appropriate union official.
Applicants may also call Stark Excavating, Inc.’s Bioomington office at
309/828-5034 for assistance.

If you are making a referral of a minority and/or female applicant and
do not receive the full support of our superintendents or our
subcontractors’ superintendents, please contact:

Karlene Dryer, Human Resources Manager
Stark Excavating, Inc.

1805 West Washington Street
Bloomington, Illinois 61701
309/828-5034, ext. 276

Stark Excavating, Inc. sincerely appreciates your support in assisting
us in our efforts to provide equal employment opportunities.

Rev. 7/12
Last Sent 2/16, 3/15, 8/15

1805 W. WASHINGTON STREET BLOOMINGTON, IL 61701 www starkcompanies.com 309.828.5034 (fax) 309.828.7154 877.699.5034




EXCAVATING, INC.

ANTI-HARASSMENT / NON-DISCRIMINATION POLICY

Stark Excavating is committed to providing a work environment that is free from all forms of
illegal discrimination, including harassment.

Stark Excavating will not tolerate any harassing or discriminatory conduct that affects any
condition or privilege of employment, that interferes with an individual's work performance, or
that creates an intimidating, hostile or offensive work environment.

It is illegal to discriminate against or harass an individual based on sex (with or without sexual
conduct), age, race, color, religion, sexual orientation, marital status, national origin, ancestry,
disability, military status, or any other basis protected by federal, state, or local laws,
ordinances, or regulations. It is also illegal to harass or discriminate because the employee
opposed job discrimination or participated in an investigation or complaint proceeding under
the Equal Employment Opportunity (EEO) statutes. Stark Excavating will promptly
investigate alleged harassment and/or discrimination and will take appropriate action for any
violations of this policy, up to and including discharge.

Definition of Harassment

Harassing behavior (based on any protected status) is any verbal, visual, or physical conduct,
which creates an intimidating, hostile or offensive working environment. “Verbal, visual, or
physical conduct” includes, but is not limited to:

e Verbal conduct such as derogatory jokes, comments, slurs, threats; use of
demeaning or inappropriate terms or names; crude or offensive language; or
discussing sexual activity about or around others.

e Visual conduct such as derogatory and/or sexually oriented posters, photographs,
cartoons, drawings, notes or gestures.

* Physical conduct such as sabotaging or interfering with work; using derogatory
gestures or sounds; intimidating, assauilting or inappropriately touching others.

Sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual
nature constitutes sexual harassment when one or more of the following apply:

e Submission to such conduct is made an explicit or implicit term or condition of an
employee’s employment;

e Submission to or rejection of such conduct by an employee is used as a basis for
employment decisions affective the employee; or

o Such conduct unreasonably interferes with an employee’s work performance or
creates an intimidating hostile or offensive working environment.

Page 1 of 3 Rev. 02/09




Responsibility of Management and Supervisors

All management and supervisors have a responsibility to be sensitive to and deal with
harassment as with any other form of employee misconduct. This responsibility of
management and supervisors includes discussing this policy with all employees, monitoring
the work activities for indications of harassment, cautioning employees who appear to be
engaging in harassing or inappropriate behavior and immediately reporting an incident to the
Human Resources Manager, Safety Director/Risk Manager or to the President of Stark
Excavating.

Confidentiality

Information will only be disclosed on a need-to-know basis in order to investigate and resolve
the matter and to comply with applicable legal obligations. All parties involved in a complaint
must maintain confidentially regarding their participation in the investigation.

Retaliation

Retaliation against employees for filing a complaint or for assisting in an investigation is
strictly prohibited, even if the investigation does not find that harassment occurred. Examples
of retaliation include, but are not limited to: changes in terms and conditions of employment,
sabotaging work, filing baseless counter complaints and/or talking negatively about the
employee to others.

Complaint Procedures
1. If an employee believes that he/she or any other individuals are being subjected to
illegal harassment or discrimination, this information must be promptly reported to
either Karlene Dryer (Human Resources Manager), Wayne Clayton (Safety
Director/Risk Manager) or to David Stark (President).

2. The complaint will be promptly investigated and appropriate actions will be taken to
resolve the complaint.

3. The complaint and investigatory information will be documented and retained in a
separate file from employee personnel files.

Page 2 of 3 Rev. 02/09




Pursuit of a Harassment Complaint with an Outside Agency

It is hoped that most sexual harassment compliaints and incidents can be resolved by using
the internal complaint procedures as described above. However, if an employee believes
that his or her complaint has not been resolved to his or her satisfaction by using the internal
procedures, he or she has the right to contact the lllinois Department of Human Rights
(IDHR) or the U.S. Equal Employment Opportunity Commission (EEOC) about filing a formal
complaint. An IDHR complaint must be filed within 180 days of the alleged incident(s) unless
it is a continuing offense. A complaint with the EEOC must be filed within 30 days.

llinois Department of Human Rights lllinois Human Rights Commission
(217) 785-5100 ~ Springfield (217) 785-4350 - Springfield

(312) 814-6200 - Chicago (217) 557-1500 — TTY Springfield
(800) 662-3942 ~ Chicago (312) 814-6269 — Chicago

(866) 740-3953 ~ TTY lllinois (312) 814-4760 — TTY Chicago

U.S. Equal Employment Opportunity Commission
(800) 6694000 — Toll Free within State of lllinois
(800) 669-6820 — TDD Chicago

An employee who believes they have been retaliated against for filing a complaint with the
IDHR or EEOC may file a retaliation charge, which is also due 180 days (IDHR) or 300 days
(EEOC) from the alleged retaliation. Retaliation could include employer actions such as
being suddenly transferred to a lower paying job or passed over for a promotion after filing a
complaint with the IDHR or EEQOC.

Page 3 of 3 Rev. 02/09




Weck, Anthonx

From: IHRO

Sent: Wednesday, September 07, 2016 11:47 AM

To: Weck, Anthony; Bautista, Alex (Hortencio)

Subject: FW: City of Urbana EEO Certification Renewal - 2016/2017
Attachments: City of Urbana EEO renewal documents - 2016.pdf

From: Karlene Dryer

Sent: Wednesday, September 07, 2016 11:46:22 AM (UTC-06:00) Central Time (US & Canada)
To: 'HRO

Subject: City of Urbana EEO Certification Renewal - 2016/2017

Attached are the documents for the 2016 EEO Certification Renewal for City of Urbana. This Renewal document packet
was mailed today.

As a union contractor, we rely heavily on the unions for a great part of our workforce. We always request minorities and
females when we call the union halls. In most cases, there are no available minorities or females. Due to this limited
availability, we have seen an increase in minorities who start may start on a project with us but readily leave if another
opportunity comes up with another contractor closer to their home.

| do communicate with R.J. Rowland from Parkland’s HCCTP program as a resource for potential apprenticeship
candidates. In addition, | am a founding member of a committee which began over four years ago, comprised of union
representatives and minority leaders. We are charged with identifying barriers and creating goals for increasing minority
and female representation in the union trades.

I also keep a good faith log of my efforts to increase our utilization of minorities and females on our projects. Please let
me know if you have any questions or if you need additional documentation.

Regards,

Karlene Dryer, PHR

Human Resource Manager

Stark Excavating, Inc.

1805 W. Washington St.
Bloomington, IL 61701

Phone: (309) 828-5034. Ext. 276
Fax: (309) 828-7154
kdryer@starkcompanies.com

Scnvk

EXCAVATING, INC.






