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Foreword 

The Lyndon B. Johnson School of Public Affairs has established interdisciplinary 
research on policy problems as the core of its educational program. A major part of this 
program is the nine-month policy research project, in the course of which one to three 
faculty members from different disciplines direct the research of ten to twenty graduate 
students of diverse backgrounds on a policy issue of concern to a government agency. This 
"client orientation" brings the students face to face with administrators, legislators, and 
other officials active in the policy process, and demonstrates that research in a policy 
environment demands special talents. It also illuminates the occasional difficulties of 
relating research findings to the world of political realities. 

This report on enhancing workforce diversity in the Texas Natural Resource 
Conservation Commission (TNRCC) results from a policy research project conducted in 
1993-94 under a grant from TNRCC. Recommendations identify actions that TNRCC 
could take to enhance its recruitment and retention of women and people of color. 

The curriculum of the LBJ School is intended not only to develop effective public 
servants, but also to produce research that will enlighten and inform those already engaged 
in the policy process. The project that resulted in this report has helped to accomplish the 
first task; it is our hope and expectation that the report itself will contribute to the second. 

Finally, it should be noted that neither the LBJ School nor The University of Texas 
at Austin necessarily endorses the views or findings of this study, 
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Max Sherman 
Dean 
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Executive Summary 

Organizations striving to become more effective must improve the management of 
their human resources. Inevitably, this involves a recognition that women and people of 
color increasingly comprise a larger segment of the labor force and that organizations' 
workforces should reflect this diversity. However, not all employers have achieved 
representative workforces. Moreover, there is a difference between having a workforce 
that includes members from all societal groups and having an organization in which all 
employees contribute to the full extent of their abilities. While affirmative action and 
equal employment opportunity policies have sought to ensure the inclusion of women and 
people of color, organizational effectiveness requires policies and practices that manage and 
value the diversity of the workforce. Indeed, management that values diversity has come to 
be seen as good management. 

Organizations that have been successful in achieving and managing workforce 
diversity share similar characteristics. One or more high-ranking officials demonstrate 
clear leadership, communicating clearly and often that a well-managed, diverse workforce 
is an organizational priority. Measures of accountability are used to evaluate the success of 
such diversity efforts. These measures often take the form of numerical goals for hiring 
and employment. Managers receive financial and human resources to assist them in meeting 
their recruitment and retention goals. Human resources departments regularly reevaluate 
and revise organizational personnel policies and practices to remove subtle barriers to the 
advancement of their female and racial/ethnic minority employees. 

Texas state agencies face challenges in achieving this level of organizational 
effectiveness and workforce diversity. Female and racial/ethnic minority employees 
frequently are underrepresented. Recruitment practices, salary patterns, training 
participation, and agency cultures often foster employment inequities. Yet agencies 
increasingly recognize that additional change must occur. 

The identification and implementation of state agency actions and long-term 
strategies to recruit, nurture, retain, and promote a more diverse workforce is occurring 
within both national and Texas contexts. Relevant developments at the national level 
include dramatic demographic changes in the U.S. working population; federal judicial, 
legislative, executive, and administrative policy responses; and private-sector management 
trends that emphasize corporate workforce diversity. Primary developments in Texas 
include state demographic changes characterized by significant racial/ethnic shifts; 
legislative statutes specifying the use and enforcement of employment utilization goals for 
state agencies; state personnel systems and practices; and Governor Richards's forceful 
advocacy of workforce diversity. 

The Texas Natural Resource Conservation Commission (TNRCC) has accepted the 
challenge to achieve and nurture a well-managed diverse workforce. Since the agency's 
creation on September 1, 1993, its commissioners and senior management have demonstrated 
a commitment to meet state environmental needs effectively and efficiently through a 
workforce representative of the populations that TNRCC serves. They have sought to 
communicate this commitment to supervisors and staff throughout the agency and to 
formulate and implement human resources policies and procedures that move the agency 
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toward greater workforce diversity. New TNRCC programs, including the Mickey Leland 
Environmental Internship Program and the Cooperative Education Program, offer long
term potential to increase the diversity of applicant pools, as do the agency's recruiting 
relationships with Texas universities. 

Nevertheless, TNRCC commissioners recognize that the agency must take even more 
steps to enhance its recruitment and retention of women and people of color. They are 
committed to improving the agency's human resources policies and practices, consistent with 
national and state policy directives and demographic changes. They want to identify 
programs or practices in other states' environmental agencies and in other Texas agencies 
that have been successful in achieving workforce diversity as possible models for 
implementation in TNRCC. 

The recommendations in this report constitute a framework for enhancing TNRCC 
recruitment and retention of women and people of color. General recommendations 
addressed to the commissioners and executive director focus on the critical importance of 
top-level diversity leadership and commitment, the creation of an Employee Diversity 
Council, the communication of human resources information, the maintenance of effective 
data management systems, and the inclusion of staff diversity in appraisals of supervisors' 
performance. Recruitment recommendations emphasize the responsibilities of TNRCC's 
Equal Opportunity Development Division relative to university relationships, internship 
and cooperative program data systems, precollege programs that strengthen long-term 
applicant pools, a recruitment resource manual for agency supervisors, employees' 
professional organization affiliations, and a broad-based marketing strategy. Retention 
recommendations, addressed primarily to the agency's Human Resources Division, propose 
more effective welcome packets and orientation sessions for new employees, an agency-wide 
training coordinator, individual development plans for employees, mentoring initiatives, 
follow-up from the agency's classification study, greater attention to employees' needs for 
alternative work arrangements and dependent care, an employee-focused ombudsman, and a 
local community project facilitator. 

A key premise underlying these recommendations is that they are mutually 
reinforcing and must be taken collectively. Implementing only one or two is unlikely to 
have a significant long-term effect on TNRCC workforce diversity. The challenge facing 
TNRCC commissioners, senior management, supervisors, and staff is to refine these 
recommendations in view of ongoing agency policy and program initiatives and, most 
important, to make a sustained and collective commitment to their implementation. 
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Chapter 1. 

Introduction 

Equal Opportunity and Representative Government 

In a 1992 commencement speech at Smith College, Texas Governor Ann W. Richards 
spoke directly about the importance of a diverse workforce to a representative government: 

The truth is we cannot solve any of our problems until our institutions -both public 
and private -reflect the diversity of our population. And that applies to government 
more than to most institutions. Hispanics and African-Americans have patiently 
-and usually with uncommon gentleness -tried to explain to Anglos for years that 
issues are seen differently from inside a brown or black skin. The experience is 
different. The perspective is different. The knowing is different.1 

The idea that in a democratic society a people of diverse experience should be served by a 
government whose employees comprehend this diverse experience drives contemporary 
efforts at all levels of government to diversify the workforces of public agencies. As stated 
more concisely by Governor Richards's deputy chief of staff, "In order for government to 
command the respect of its people, government must be comprised of the people it serves.2 

The workforces of most Texas state government agencies are a long way from representing 
the diversity of the people they serve, however. The problem of recruiting and retaining 
more women and people of color as employees is complex, and state agencies generally have 
not found an effective solution. 

Government employment typically is based on the principle of merit. The federal 
government and many states have established civil service systems that regulate the 
employment process. Exams regulate entry into government work, and promotions are 
subject to performance standards and review boards. In most cases, government 
employment processes are statutorily prescribed. Many of the statutes regulating 
government employment are a response to past abuses. As a reaction to the spoils system, 
the civil service system was designed to separate the politics of government from its 
administration.3 Public employment systems have been created to minimize the role of 
patronage and nepotism, with the ideal public employee being both neutral and competent. 
However, employment policies that focus solely on merit often conflict with the use of 
supplemental employment criteria to redress past discrimination against women and people 
of color. 

At the same time, governments have a unique pressure from their constituents to 
make bureaucracies representative of the citizenry. Citizens, especially those who rely on 
government services, are interested in having government employees who understand them 
and their perspectives. If a representative bureaucracy can incorporate the specific 
concerns of the nation's cultural groups when policy is formulated and implemented, it 
should be able to minimize the risk of disproportionate negative impact of a policy on 
particular segments of society. Indeed, some public officials have argued that a true 
democracy cannot exist without equality in public employment.4 Politicians' emphasis on 
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the importance of workforce diversity to a diverse democracy is reflected in their 
intentions to appoint and hire a government that "looks like America." 

The Challenges of Diversity 

Public administrators today can draw upon many rationales for improving their 
management of diversity. These rationales include confronting demographic change, 
competing in a diverse world, and adequately serving a diverse democratic society. The 
overwhelming precedent for diversity initiatives in most public agencies, however, has been 
the challenge of equal employment opportunity (EEO) and affirmative action (AA) policies, 
together with the associated legislative, executive, and judicial mandates that have required 
changes in the hiring and managing of people of color and women. 

Although both EEO and AA have created the context for workforce diversity 
initiatives, the distinction between the two terms is important. 

Equal opportunity provides for equal treatment and outlaws discrimination 
against people on the basis of race, sex, etc. Affirmative action goes beyond 
that and seeks to eliminate the effects of discrimination by aggressive and 
conscious programs. While equal opportunity seeks to protect the values and 
rights of the individual, affirmative action is intended to achieve another 
goal: social equity for groups. It is a common misconception that all or most 
employers are required to have affirmative action plans. It is only when it 
can be proven that discrimination has occurred, that requirements for 
affirmative action may be impose.5 

Furthermore, workforce diversity is distinct from, yet intertwined with, both EEO 
and AA. Advocates of workforce diversity argue that, regardless of the -rationale, a diverse, 
effective, well-managed labor force is essential to ensuring productivity. To this end, EEO 
and AA programs serve as precursors to the development of formal programs for valuing 
and managing the necessary diversity in the workplace. This diversity refers to a broad 
range of differences among employees, including race, gender, age, ethnicity, physical 
abilities, sexual orientation, and education. Recognizing the positive value of diversity is 
an important element in adopting workforce diversity as a policy. An individual or entity 
must undergo a change in perspective with regard to the importance of diversity among 
workers in the organization, viewing individual differences not as disadvantages but as 
important assets. 

Current efforts to achieve a diverse workforce reflect two goals. In the short term, 
public institutions seek to change the demographic makeup of their workforces to represent 
more fully the population of their jurisdiction or constituency. In the longer term, public 
agencies aim to achieve both effectiveness and representation. Management literature today 
argues that to achieve any of those goals, an organization must succeed in creating a culture 
that can use workforce diversity to its best ends: a culture which minimizes the 
divisiveness, tension, and misunderstanding that different employee backgrounds can create 
and, instead, uses the energy and creativity of those different perspectives with flexibility 
and sensitivity. These are daunting challenges for any organization, including government 
agencies, as the demand for creative, adaptable, responsive organizations characterized by 
effective diversity management has grown in the private sector. Many government 
managers currently find themselves searching among high-performance and innovative 
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organizations for models of how public agencies can employ, represent, and better serve 
their diverse populations. 

Project Overview 

Background 

Currently a predominantly white male professional and technical staff characterizes 
many Texas state agencies. Female and racial/ethnic minority employees frequently are 
underrepresented. Moreover, hundreds of state employees have alleged gender or 
racial/ethnic discrimination, subtle and unintended as well as overt, in the agency 
environment. They report that "glass ceilings" inhibit their promotion to higher staff levels 
appropriate to their qualifications and experience, that "sticky floors" preclude 
opportunities to move above entry-level positions, and that "slippery stairs" and "agency 
culture" often limit or discourage intra-agency advancement through accepted professional 
and technical career paths. While some state agencies have made concerted efforts to 
achieve a discrimination-free diverse workforce, the hiring guidelines, recruitment 
practices, promotion patterns, staff development strategies, and cultural awareness 
programs of other state agencies have not eliminated workplace inequities, discrimination, 
and barriers to advancement. 

A number of state government agencies across the United States have improved the 
gender and racial/ethnic diversity of their workforces. These agencies share common goals, 
including a commitment to meet citizen needs efficiently and effectively, and recognize 
that successfully meeting these needs requires that they have a workforce whose diversity 
reflects that of the populations they serve. Nevertheless, their approaches differ; particular 
agency initiatives depend on the commitment of top agency officials and on the 
organization and mission of the agency itself. While the workforce diversity strategies and 
actions of agencies in other states are not automatically transferable to Texas, selective 
review and assessment of these states' "successes" help to identify the critical factors and 
major problems associated with their design and implementation as well as their potential 
relevance to Texas state agencies. 

In Texas, Governor Richards has been a forceful advocate of state agency workforce 
diversity, directly and through her appointments to agency boards and commissions. As a 
result, several state agencies have reformulated their human resources policies and 
practices. They also have sought to enhance, among all their employees, an understanding 
of and a respect for the value of gender and racial/ethnic diversity. Included among these 
agencies have been the Texas Water Commission (TWC) and the Texas Air Control Board 
(TACB), the primary components of the new Texas Natural Resource Conservation 
Commission (TNRCC). These agencies have addressed workforce diversity, effectiveness, 
and sensitivity through traditional affirmative action, management training (e.g., Total 
Quality Management), professional and technical staff development, and other programs. 
Yet success in attaining workforce diversity remains elusive for TNRCC. 

Report Overview 

In fall 1993, TNRCC contracted with the Lyndon B. Johnson School of Public 
Affairs to conduct research and provide technical assistance to TNRCC commissioners and 
their immediate staff on building and fostering an agency workforce that reflects the 
state's gender and racial/ethnic diversity. Project results will enable TNRCC to identify 

5 



and implement actions and long-term strategies to recruit, nurture, and retain a more 
diverse workforce that enhances the commission's effectiveness in carrying out its statutory 
and administrative responsibilities. In so doing, TNRCC will serve as a model for other 
Texas state agencies with respect to workforce diversity. 

Chapters 2 and 3 provide a national perspective and the Texas context, respectively, 
for the report. After a brief overview of TNRCC's organization in Chapter 4, Chapters 5 
and 6 review and assess TNRCC's policies and practices relative to recruiting (and hiring) 
and retaining, respectively, greater numbers of women and people of color as agency 
employees. Chapter 7 reviews female and racial/ethnic minority recruitment and retention 
policies and initiatives in selected other Texas agencies and in the environmental agencies 
of six other states of interest to TNRCC. Chapter 8 concludes the report by recommending 
TNRCC recruitment and retention initiatives to enhance the diversity of its workforce. 
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Chapter 2. 

Workforce Diversity: A National Perspective 

Three historical strands and their national policy context are relevant to state 
workforce diversity efforts: the dramatic changes in the demographic composition of the 
U.S. working population; judicial, legislative, and executive initiatives at the federal level 
to protect civil rights and define the scope of affirmative action; and emerging trends in 
both public- and private-sector organizations toward participatory management styles that 
meet federal affirmative action policies and center on managing a diverse workforce for 
organizational effectiveness. 

Changing Demographics 

Today's labor force is quite different from that of the immediate post-World War II 
era. Two widely cited studies prepared by the Hudson Institute, Workforce 2000 (1987) and 
Civil Service 2000 (1988), describe well the changing demographic composition of the 
national workforce into the 21st century.1 

Workforce 2000 

Workforce 2000 examines the complex issue of workplace diversity from the 
standpoint that the evolving composition of the labor force is placing an inevitable strain 
on employers and employees. This evolution directly stems from five demographic 
characteristics impacting the national workforce in the late 1980s and the 1990s: 

1. The population and the workforce will grow more slowly than at any time since the 
1930s. 

2. The average age of the population and the workforce will rise, and the pool of young 
workers entering the labor market will shrink. 

3. More women will enter the workforce, although the rate of increase will taper off. 

4. Racial and ethnic minorities will be a larger share of new entrants into the labor 
force. 

5. Immigrants will represent the largest share of the increase in the population and the 
workforce since World War I.2 

Economic conditions serve as a primary determinant of who has entered and who 
will enter the workforce. Workforce 2000 examines the direct link between economic 
standing and educational factors, noting that the number of well-qualified workers will 
decline and result in a tightened labor market. Other factors, such as age, experience in 
particular fields of work, and basic skills mismatches, will contribute to the shortage of 
workers, hampering the ability of companies to grow at a rapid pace. This has implications 
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for the development of internships and cooperative learning programs that will aid in the 
transition of younger workers into an organization's workforce. 

Women and the Workplace 

By the year 2000, women will comprise an estimated 47 percent of the population, 
and 61 percent of those women will be at work. However, women will continue to be at an 
economic disadvantage relative to men, with salaries and positions for men continuing to be 
greater than those for women. High-level managers generally attribute these salary 
disparities to level of experience, or seniority. A common obstacle for working mothers is 
the fact that many women are automatically excluded from opportunities to develop 
professional skills because of managerial assumptions about scheduling conflicts that might 
result from family commitments. Although many employers are beginning to respond to the 
increasing number of dual-income households and single working mothers, the presence of 
working mothers in the labor force will continue to have a tremendous effect on the 
subsidization, institutionalization, and regulation of day care and preschool programs. The 
flexibility of the workforce will decrease due to families' resistance to relocation. 
However, the nature of careers pursued and the types of work perform~d will become 
increasingly flexible. 

People of Color and the Workplace 

Workforce 2000 notes that nonwhites will comprise 29 percent of the net additions to 
the workforce between 1985 and 2000 and will make up more than 15 percent of the 
workforce by 2000.3 Among African Americans, women will outnumber men in the 
workforce by almost three to two in the year 2000. Future workplace opportunities for 
people of color are particularly threatened by the decline of males in the labor force and 
the increased number of female heads of households. As the Hudson Institute noted, •From 
1970 to 1984, the proportion of prime age black men in the labor force dropped from 79 
percent to 74 percent, while the proportion of black families headed by women rose from 28 
to 43 percent."4 The progress of people of color in the labor force, presently and in the 
future, will be affected by "declining occupations." It is common to find an 
overrepresentation of people of color in such positions. Moreover, the population of people 
of color is higher in urban centers, which are typified by· stark economic disparities that 
often limit workplace opportunities. 

When career advancement is dependent upon technological expertise, people of color 
face a major obstacle. The occupations with the most significant growth rates are 
technicians; natural, computer, and mathematical scientists; and social scientists. These 
groups have growth rates of 44 percent, 68 percent, and 40 percent, respectively.5 Yet these 
and other occupations that require specialized technical education and training will 
continue to be inaccessible to groups that are underrepresented in preparatory educational 
programs. 

Chil Senice 2000 

As one of the nation's largest employers, the federal government sets important 
precedents when it promotes diversity. Civil Service 2000 examines issues parallel to those 
presented in Workforce 2000 but focuses on the labor pool of federal workers. Specifically 
examined is the federal civil service and the demographic changes that will affect the 
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federal workforce. These changes are manifesting themselves through legal initiatives, 
financial and economic shifts, and political forces that impact domestic and foreign 
policies. 

The impact of education level on the federal labor force will be greatest for those 
workers who make up the blue-collar and clerical labor pools. These positions and their 
responsibilities will most likely be shifted from an internal function of agencies to an 
increased dependence on contract services through private suppliers.6 In accord with the 
findings in Workforce 2000, Civil Service 2000 notes that "two of the fastest growing federal 
job categories are scientists and engineers, jobs that require math skills above the level 
rated 5 by the U.S. Department of Labor."7 Although no percentages are stated for how 
many people meet this requirement, the study also notes that the vast majority of people of 
color are concentrated in the low-skill, low-pay federal jobs. 

Civil Service 2000 underscores the level of education of most federal employees by 
noting that one-third have four or more years of college education and that the growing 
number of highly educated workers is indicated by the numbers of administrative and 
professional workers in federal government positions. Between 1976 and 1986, for example, 
the percentage of workers with college degrees escalated from 57 percent to 63 percent in 
professional and administrative positions, whereas the percentage increased from 6 percent 
to 9 percent in the technical and clerical fields.8 

Women in the Federal Workforce 

The percentage of women in the federal workforce is similar to the percentage of 
women in the national workforce. Women are more common in GS 13-15 jobs than are 
people of color. The greatest disparity between women and their white male counterparts is 
the level of pay, which generally results from age and experience factors and from lower 
levels of educational attainment.9 

People of Color in the Federal Workforce 

The level and number of barriers for people of color in the federal workforce tend 
to be greater than those for women. Although African Americans and Hispanics make up a 
large share of the federal workforce, members of these groups are highly concentrated in 
the lowest-paying positions (i.e., GS 1-12 levels).10 One of the major constraints to 
advancement beyond the GS 9-12 levels is the lack of additional professional and technical 
training necessary for appointment to higher grade levels within federal agencies. 

Challenges to Federal Hiring and Retention 

Particular challenges faced by federal agencies are the increased level of skills 
needed in today's job market, the competition with other sectors of the economy for people 
with these skills, the lack of the proper management skills to deal effectively with 
diversity, and the overall low regard among potential employees for government 
employment. These employment challenges are likely to become even greater, forcing the 
federal government to change its employment policies to reflect shifts in the labor force. 
Policy changes are necessary in the areas of hiring operations; hiring, training, and 
promotion policies; internal and external education; and federal pay and benefits.11 
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Ways to Improve Federal Hiring 

The federal government has been a nationwide leader in establishing a framework to 
address diversity issues in its hiring practices. Civil Service 2000 presents eight 
recommendations as initial and necessary measures to prepare both employers and 
employees for the forthcoming changes in the demographic structure of the workforce: 
(1) building public awareness of the agency mission; (2) using recruiters and headhunters; 
(3) adjusting pay scales; (4) improving recruitment vehicles; (5) shortening the time period 
between application and hiring; (6) increasing personnel budgets; (7) raising personnel 
ceilings; and (8) "fulfilling the letter and the spirit of equal employment opportunity and 
merit hiring."12 

In 1993, the U.S. Merit Systems Protection Board (MSPB), established to "protect the 
public's interest in a federal civil service that operates in accord with the merit principles" 
of the federal government, 13 produced a report on the effects of demographic changes on 
federal agencies. This report, entitled Evolving Workforce Demographics: Federal Agency 
Action and Reaction, not only highlights some of the flaws of the Workforce 2000 and Civil 
Service 2000 studies as identified by the U.S. General Accounting Office, but also focuses 
this criticism on the demographic characteristics that shape the national workforce. The 
central issues addressed by the MSPB study were the decline in the number of qualified 
applicants for entry-level jobs; the increase in the proportion of minorities entering the 
national labor force; and the increase in job skill and education requirements.14 The report 
also holds agencies and recruiters within agencies accountable for promoting positive public 
opinion about agencies. 

National and Federal Policy Responses 

Following is a brief review of selected federal legislation, executive orders, judicial 
decisions, and commissions that have shaped workforce diversity initiatives in states and 
state agencies. 

Legislation 

As a result of the civil rights movement, landmark legislation was enacted to achieve 
equal opportunities and access for all Americans. Over the last three decades, federal laws 
have been the primary foundation for many of the national and state initiatives to protect 
the quality of life for all working citizens. These laws have shaped the nation's efforts to 
manage and improve its workforce diversity. 

Federal employment-related laws address issues ranging from equality of federal 
government pay scales to recruitment of women and racial/ethnic minorities. They expand 
both public and private employers' considerations for training the economically 
disadvantaged, retaining women who are pregnant or returning to the workforce, and 
assisting families who have to care for new children or elderly parents. They also establish 
remedies for those who have suffered employment discrimination and foster study of the 
kinds of barriers preventing the promotion of women and people of color. These rights and 
protections enable all government agencies to take stronger action for the recruitment and 
retention of women and people of color in their respective workforces. 

One of the first initiatives to attempt to correct disparities in the workplace was the 
Equal Pay Act (l 963). This act protects men and women who perform "substantially equal," 
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not identical, work in the same establishment from sex-based wage discrimination.16 The 
greatest challenge to this legislation has been employers' use of job criteria that exceed 
actual performance requirements of the position -and too often, in the case of education, 
past experience or other factors exclude women and people of color from consideration. 

A wave off ederal legislation followed the Equal Pay Act, advancing inclusive 
policies regarding affirmative action and issues of diversity. Title VII of the Civil Rights 
Act (1964) established the bases for charges of discrimination, in addition to identifying 
which groups should be considered "protected."16 The broad scope and strict definitions in 
this act encompass issues of discrimination in employment, education, banking and lending 
institutions, and the use of public facilities and make the act a landmark piece of 
legislation. The Amendments to the Civil Rights Act of 1964 (1978), referred to as the 
Pregnancy Discrimination Act, specifically prohibit discrimination based on pregnancy.17 

Also in 1978, the Civil Service Reform Act established the Equal Opportunity Recruitment 
Program, which mandates federal agencies to target the recruitment of people of color and 
women.18 

Federal legislative activity has continued into the 1990s. The Civil Rights Act of 
1991 provides the right to a jury trial and to money damages in cases of intentional 
employment discrimination and enables victims of sex discrimination to recover damages. 
This act also established the Glass Ceiling Commission.19 The Family and Medical Leave 
Act (1993) allows workers to take up to 12 weeks of unpaid leave per year without threat of 
job loss. Leave may be used for the birth or adoption of a child, care of an elderly parent, 
or family medical emergencies.20 This act has great potential to change agencies' human 
resources policies in ways that promote retention, especially of women. 

Executive Orders 

Several executive orders issued in the 1960s and 1970s were designed to correct 
work-related injustices toward women and racial/ethnic minorities. 

Executive Order 11246 (1965) states that it is the policy of the federal government to 
provide equal opportunity to all qualified individuals regardless of race, color, religion, or 
national origin. The order also prohibits discrimination based on the same factors by 
federal contractors and subcontractors, who are required to take affirmative action to 
prevent employment discrimination.21 Executive Order 11478 (1967) applies the concept of 
equal employment opportunity to the federal government, spells out affirmative action, and 
emphasizes the importance of creating opportunities for upward mobility.22 Executive 
Order 11375 (1967) prohibits gender discrimination in the federal government.23 

Two other federal executive orders are relevant to an issue that affects many state 
agencies today: minority business set-asides. By increasing the contracts it awards to 
businesses run by racial/ethnic minorities and women, a government agency can affect the 
diversity of the workforce outside the agency. Executive Order 12138 (1971) provides 
assistance to minority business enterprises (MBEs), and Executive Order 11625 (1979) 
provides federal assistance to women's business enterprises (WBEs).24 These orders are 
important for state agencies seeking to increase their contracting levels with historically 
underutilized businesses (HUBs). 
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Judicial Decisions 

Five U.S. Supreme Court decisions directly address the use of affirmative action 
policies and employment. Griggs v. Duke Power Co. ( 197 I) established that "job requirements 
must be job related.1125 This case also set forth provisions that warranted against 
"unintended discrimination" caused by inadequate employment- or employee-related 
internal practices that result in disparities between whites and people of color or between 
men and women. 

United Steel Workers of America v. Weber (1979) ruled that companies may take 
affirmative action in correcting the effects of past race-related injustices.26 The United 
Steel Workers"union and the Kaiser Aluminum Company agreed to establish an in-plant 
program to train assembly line workers for skilled craft positions. Participants in the 
program included 50 percent African American employees and 50 percent white employees. 
The program was a temporary measure designed to adhere to these ratios until the African 
American workers in skilled craft positions equal the percentage of African Americans in 
the local labor pool. Brian Weber, a white employee of Kaiser Aluminum, sued under Title 
VII of the 1964 Civil Rights Act. Weber believed his rights had been violated when he was 
not admitted to the training program whereas an African American coworker with less 
seniority was admitted. The U.S. Supreme Court upheld Kaiser Aluminum's training ratio 
based upon the fact that it "eliminated traditional patterns of racial segregation" and did 
not "trammel the interests of white workers." It found that the Kaiser Aluminum training 
program was not intended to "maintain" a racial balance, but only to "eliminate a manifest 
racial imbalance."27 

A related case, Regents of the University of California v. Bakke (1978), addressed issues 
of college admissions. While Bakke was not a workplace-related case, it tested a state's use 
of a quota, in this case in a medical school, for racial/ethnic minorities. The Supreme 
Court's rejection of this quota system, in a situation where prior discrimination had not 
been shown to exist, redefined many notions of what constituted a permissible affirmative 
action policy. Prior to 1980, the medical school at the University of California, Davis had 
set aside 16 of the 100 spots in the entering class for minority students. The minority 
applicants were considered under different admission criteria than were the majority 
applicants. Consequently, some minority applicants were admitted to the program with 
lower indicators (i.e., grade point averages, MCA T scores) than most of the white applicants 
who were not admitted. Alan Bakke, a white applicant, sued the university after he was 
twice rejected by the medical school while minority applicants with lower indicators were 
accepted. The U.S. Supreme Court, in a 5 to 4 vote, ruled in favor of Bakke. It invalidated 
the UC Davis medical school admission policy, finding it in violation of Title VI of the 
1964 Civil Rights Act which required nondiscriminatory policies within programs that 
receive federal funding. Since UC Davis is a public university, it could not employ a rigid 
admission policy that specifically excluded a group of individuals (white applicants) solely 
based upon race. Nevertheless, in its final opinion the Supreme Court stated that race could 
be used as a "plus" factor in the admission process to deal with past patterns of exclusion in 
order to promote goals of diversity.28 

Two other cases are not directly related to workplace issues but rather to agencies' 
use of set-aside contracts for HUBs. In Fullilove v. Klutznick (1980), the U.S. Supreme Court 
affirmed a 10 percent set-aside for MBEs for public works projects funded under the Public 
Works Employment Act of 1977. The purpose of the act was to support local and state 
public works projects by providing federal funding. Six racial/ethnic groups were named 
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as qualified to compete for the 10 percent set-aside contracts. The U.S. Congress found that 
these six groups had a history as victims of prior discrimination and disadvantage. To 
make the 10 percent set-aside policy flexible, the act granted a waiver to federal funding 
recipients who established that an insufficient number of qualified MBEs were available to 
receive contract awards.29 

Finally, in 1989, City of Richmond v. J. A. Croson determined that a history of past 
discrimination must be documented in order to justify a race-conscious policy. The U.S. 
Supreme Court examined a City of Richmond ordinance that established a 30 percent set
aside of city construction contracts for MBEs. Richmond derived the proportion of the set
aside from the proportion of minorities within the city's general population. The Supreme 
Court found this policy to be in violation of the U.S. Constitution's "equal protection under 
the law" provision for nonminority businesses, which were unable to compete for 30 percent 
of the city's contracts. Richmond's policy was found to be unconstitutional because it was 
based only upon "societal discrimination" and was not founded in historically documented 
cases of discrimination against MBE construction grants. The Supreme Court reasserted 
that such policies are required to meet the "strict judicial scrutiny" required of all 
government classifications by race: that they must be justified by "compelling government 
interest" demonstrated by a documented historical record and that the scope and duration of 
the proposed remedy must be narrowly focused to meet this interest.30 

Using these U.S. Supreme Court rulings, state and federal government agencies have 
developed four basic guidelines to meet the federal requirements of an acceptable 
affirmative action policy: 

1. An affirmative action policy should serve a "compelling governmental interest" (e.g., 
to correct the inequities of past discrimination) in order to justify using a race
pref erential policy. 

2. An affirmative action policy should specifically address the problem so as not to 
unfairly displace nonminorities (i.e., whites and males). 

3. A timeline should be established to revise an affirmative action policy once goals 
have been achieved -in other words, policies should be intentionally temporary. 

4. An affirmative action policy should be flexible enough not to require the hiring of 
disadvantaged minorities who are unqualified for positions of employment.31 

Commissions 

In addition to these diversity-related legislative, executive, and judicial actions, 
several federal commissions are charged with the oversight, enforcement, and 
iml)lementation of federal employment policies and guidelines. 

U.S. Commission on Civil Rights 

In 1957, the U.S. Congress established the U.S. Commission on Civil Rights to 
appraise federal laws and policies and to ensure that they are meeting equal protection 
standards. This commission investigates agencies' enforcement operations and 
discrimination complaints under the Civil Rights Act, collects and analyzes data, and 
submits reports to Congress. 32 
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U.S. Equal Employment Opportunity Commission 

The U.S. Equal Employment Opportunity Commission (EEOC) was established 
through Title VII of the Civil Rights Act of 1964 to enforce the provisions of that title. 
These provisions address employment discrimination in hiring, advertising for employment, 
pay scales, promotions, training, seniority, pension plans and other fringe benefits, and 
other aspects of employment. Employers most affected by the provisions are employment 
service agencies, unions, and apprenticeship programs.33 EEOC focuses on affirmative 
action initiatives in employment. The process by which the commission operates is 
standardized; it uses forms and procedures to investigate agency compliance with 
affirmative action policies. 

Management Trends 

National and federal workforce diversity policy responses provide an important 
context for state agency human resources practices. Also important, however, are 
management trends in the private sector. 

During most of the post-World War II era, organizations pursued a "command and 
control" approach to management. Building on the work of Frederick Taylor, managers 
believed that there was one best way to perform a task. Complex processes were broken 
down into individual tasks, and employees were expected to specialize in one or two tasks. 
This approach best described early mass production techniques, but it was applied to other 
sectors of the economy as well .. Numerous layers of management controlled coordination of 
tasks and regulated the flow of information throughout the organization.34 

Organizational cultures that focused on assimilation developed under this style of 
management. Individual employees were expected to conform to a certain style of work and 
behavior. In some organizations, this dominant culture even extended to the type of 
clothing managers should wear. This type of management was based on the model of a 
workforce primarily composed of white men whose spouses were full-time homemakers. As 
women and racial/ethnic minorities began to join the management ranks of these 
organizations, the emphasis was on speeial programs that would help these new workers to 
assimilate to the dominant culture.35 The characteristics of the ideal manager were not 
questioned, and to succeed women and people of color had to try to fit that mold. 

A variety of factors have contributed to the demise of this rigid system of 
management. First, many of the tasks related to regulating the flow of information have 
been made irrelevant by the revolution in technology. The need for multiple layers of 
managers has decreased. In the last 15 years, global competition has forced U.S. businesses 
to reevaluate their management practices in order to maintain their competitiveness. 

In this competitive environment, traditional assumptions of business operation have 
been questioned. Two of the most notable proponents of a new approach to business have 
been W. Edwards Deming and Tom Peters. With different emphases, these men redirected 
attention onto the quality of final products.36 Employee involvement has been part of the 
ongoing evolution of new management approaches, as has been a fascination with Total 
Quality Management (TQM).37 As a result, command and control systems have evolved into 
more participatory styles of management. The work environment has become more 
responsive to workforce needs. Many employers are adopting alternative work schedules, 
and flexible benefits packages give employees a choice in the benefits they receive. 

16 



The traditional managerial hierarchy of the U.S. workplace has been replaced by an 
emphasis on work in teams. There are fewer layers between high-level executives and staff, 
and managers are expected to work with their employees. Traditional management 
responsibilities and functions are pushed down toward front-line employees.38 Managers, 
rather than using command and control techniques, must be facilitators, empowering 
employees and seeking their involvement.39 Moreover, in the competitive global 
environment, creativity is essential. A focus on assimilation and the maintenance of a 
dominant culture are liabilities to an organization. Instead of emphasizing an ideal style of 
management, companies try to recognize and reward alternative approaches. There is a 
greater awareness that every employee should contribute to the organization -and feel 
comfortable doing so. It is within this context that diversity management has become 
critically important. 

Diversity Management as Good Management 

Demographic changes in the United States are spurring managers to grapple with the 
implications of an increasingly diverse workforce for organizational productivity, culture, 
and client and customer relations. Business and government both face pressure to break 
down glass ceilings that obstruct the advancement of women and people of color. The 
individual strategies used by organizations are numerous, but there is a growing focus on 
diversity management as a prerequisite for continued growth and success. 

Taylor Cox and Stacy Blake provide a compelling argument in favor of the effective 
management of cultural diversity as a competitive advantage. While their framework does 
not preclude diversity management efforts based on legal or moral concerns, it is a 
compelling rationale for business leaders. Cost is one area in which a sound diversity 
management scheme is considered good management practice. Employers who do not 
effectively manage employee diversity will face increased costs due to higher turnover and 
absenteeism. Another competitive advantage to be gained by diversity management is 
resource acquisition. Employers compete for the best workers, and a strong diversity 
management system will assist in the recruitment of women and people of color. Cox and 
Blake refer to these two arguments as the "inevitability-of-diversity" issues.''0 

The other category for their arguments consists of the "value-in-diversity" issues. In 
this case, women and people of color strengthen the organization and make it more 
effective. One competitive advantage is marketing. Cox and Blake argue that culturally 
diverse employees help the organization reach those same societal elements in their 
marketing efforts. (A notable failure in this area is Chevrolet's marketing of its Nova 
model to Latin America, where the model name is interpreted as "it doesn't go.") The rest of 
their arguments can be summarized by the premise that culturally diverse employees bring 
unique experiences to the workplace that, collectively, enable the organization as a whole to 
be more creative and flexible.41 

Cox and Blake are not alone in viewing diversity management as good management. 
In a similar fashion, Marilyn Loden and Judy Rosener examine the impact of diversity 
management on organizational culture. They focus on the impact of the underlying 
assumptions of traditional management techniques and the tendency for women and people 
of color to be underutilized. Loden and Rosener point out that there is a tremendous gap 
between indifference to workplace diversity and valuing diversity.42 

Another approach is Flex-Management, advocated by David Jamieson and Julie 
O'Mara as a replacement for traditional management techniques based on standardization. 
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This approach is more prescriptive than the others mentioned, but its strength is a 
discussion of the formal policies, practices. and systems that frame the employer-employee 
relationship. Specific attention is paid to recruitment and hiring, training, and benefits and 
to their impact on the full utilization of women and people of color as employees.45 

Corporate Workforce Diversity Strategies 

Numerous U.S. companies have already implemented strategies to increase and better 
manage the diversity of their respective workforces. While the strategies differ, these 
corporations share a commitment to address diversity issues. Indeed. they are not alone; by 
one measure, over half of the Fortune 500 corporations have at least one individual 
responsible for diversity.4-f 

Sun Microsystems. a California-based computer company, has taken an aggressive, 
forward-looking approach toward diversity. Some of the company's strategies include 

I. having a diversity program manager who reports to the director of corporate 
resources and staffing; 

2. supporting focus groups comprised of women, people of color. disabled employees, 
and gays that assist in the recruitment of diverse job applicants and provide a forum 
for the ongoing discussion of diversity issues; 

3. hosting cultural events that foster cross-cultural learning; 

4. providing in-house diversity training programs. covering such issues as glass ceilings; 
and 

5. sponsoring outreach programs such as internships and scholarships.45 

These efforts have made Sun a recognized leader in workforce diversity. Moreover, the 
publicity associated with these programs has served to further assist Sun in its recruitment 
and retention of women and people of color. 

In a similar fashion, Corning has made diversity a priority. The chief executive 
officer of the company has stated that having a diverse workforce is one of his top three 
priorities. next to total quality and an increased return on equity, since he recognizes that 
the company has been losing valuable resources through the attrition of women and 
racial/ethnic minorities. The company has instituted a variety of measures to improve the 
organizational environment, including 

I. establishing quality improvement teams to enhance the progress of women and 
African Americans; 

2. implementing mandatory, four-day diversity training for 7,000 employees. covering 
both gender and racial/ethnic awareness; 

3. publicizing success stories that emphasize diversity; 

4. introducing career planning systems for employees; and 
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5. sponsoring scholarship and internship programs that emphasize participation by 
women and people of color.46 

Corning recognized the cost issues identified by Cox and Blake and addressed them in a 
positive manner. 

These examples are not unique. Other companies also have taken steps to better 
manage and encourage diversity in their workforces. For example, Federal Express 
maintains a Leadership Effectiveness and Awareness Program (LEAP) to help employees 
advance into middle management, and all managers are trained in managing diversity and 
race relations.47 General Mills links performance appraisals and compensation to the 
affirmative action achievements of supervisors. To assist managers in meeting this 
requirement, the company offers a Managing a Diverse Workforce training program that 
provides managers with techniques for interviewing, hiring, and evaluating a diverse group 
of employees.48 

Johnson and Johnson received the 1992 U.S. Department of Labor's Secretary's 
Opportunity 2000 Award for outstanding programs that promote equal employment 
opportunity. Mentoring programs assist in career development, as do the training programs 
provided by the company. A number of other employee services are offered by Johnson and 
Johnson, including on-site child care, an employee assistance program that offers counseling 
and referrals, and an African American employee association named HONOR (Helping Our 
Neighbors with Our Resources).49 

Each of these companies has designed activities and programs to meet the specific 
needs of its employees. Although varying strategies are used to obtain each organization's 
goals, the common theme of good diversity management is predominant. However, an 
organization cannot change the composition of its workforce without an adequate labor 
pool of potential employees. Therefore, it is crucial that organizations identify and 
promote investment in educational opportunity as a key element in their long-term strategy 
for diversity. Most frequently, educational programs are part of more widespread efforts to 
improve the workforce by enhancing the participation of underrepresented groups through 
efforts such as apprenticeship programs, summer internships, or scholarships. Increasing 
educational opportunity is seen as a critical and beneficial part of any institutional 
commitment to achieving workforce diversity. Although these efforts target a population 
beyond the organization, they clearly address the two key premises of workforce diversity: 
a better-educated workforce improves organizational effectiveness, and any expansion of 
educational opportunities increases equality of opportunity for all members of society. The 
previously mentioned companies serve as examples of demonstrated and recognizable 
leadership in good diversity management. By incorporating diversity management in their 
corporate practices, they support the notion that good diversity management is simply good 
management. 

The prevailing counterargument is that corporate efforts to better manage or 
promote diversity are merely self-serving actions. A primary argument is that women and 
people of color are hired or promoted to make an organization "look pretty."50 Other critics 
claim that employers embrace diversity programs as a form of insurance against legal 
action; these programs are proclaimed as good-faith efforts to improve the workplace, yet 
do not represent a true commitment to organizational reform.51 A more extreme criticism is 
that diversity programs and affirmative action policies are actually counterproductive, 
reinforcing the distinctions between racial and ethnic groups.52 
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The mainstream media also have addressed some of the criticisms of diversity 
programs. The cover story of the January 31, 1994, issue of Newsweek, titled "White, Male 
and Worried," chronicled the backlash against some corporate workforce diversity efforts. 
This article noted that, in the context of layoffs at many major companies, white men tend 
to perceive affirmative action policies and diversity appreciation programs as a threat. 
Diversity programs are seen as encouraging "women and minorities to vent their anger."53 

Meanwhile, women and people of color tend to resent the inclusion of white men as a 
subject in diversity workshops. They also find their credibility can be undermined as their 
white male coworkers attribute their success to tokenism.54 The New York Times recently 
reported that the hostile environment of one firm that invested $1 million in diversity 
training progressed only "from denial to resentment."55 

Conclusion 

This chapter provides a national perspective on the challenges that Texas state 
agencies face in seeking a more diverse workforce. These national developments include 
dramatic demographic changes and far-reaching federal government affirmative action 
initiatives. Also of importance to Texas agencies are national private-sector management 
trends, which affirm that diversity management is good management. 

Chapter 3 shifts from a national to a state perspective and addresses specific issues 
faced by Texas state agencies as they seek to increase the diversity of their workforces. 
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Chapter 3. 

Workforce Diversity: The Texas Context 

Governor Richards and the Texas Legislature are committed to achieving a Texas 
state government workforce that is representative of the state's diverse population and 
labor force. In responding to this commitment, state agencies must recruit and retain 
greater numbers of women and people of color within the context of Texas demographic, 
legislative, and administrative developments. This chapter highlights three areas of 
particular relevance to these agencies' workforce diversity efforts. 

The first section discusses demographic trends in Texas. The historical data show 
how the state's workforce has evolved and how agency policies could respond to changes in 
the population. Projected population characteristics off er an indication of future labor 
force participants. 

In the 1980s, the Texas Legislature passed legislation to address employment 
inequities faced by women and racial/ethnic minorities. The second section of this chapter 
presents an overview of the statutes that prescribe workforce diversity requirements for all 
Texas state agencies. This section also contains a description of the workforce diversity 
point system developed by the Texas Commission on Human Rights (TCHR). 

The third section describes the personnel systems and practices that are statutorily 
prescribed for state agencies to ensure uniform job responsibilities and wages for all 
employees. This section covers the Position Classification Plan, created under the Position 
Classification Act of 1961, the role of exempt positions in the classification system, and 
state job reporting and posting requirements. 

This report generally uses the term" African Americans" to identify the people who 
make up the group ref erred to as "Blacks" by the U.S. Bureau of the Census and the Texas 
Legislature. Another Bureau of the Census terminology issue is more complex, however. 
Prior to the 1980 census, the number of persons of Spanish origin was determined by 
matching names on the census with those on a master list of Spanish surnames. Only by 
1980 were Hispanics self-identified in the census data.1 Even in the 1980 census, questions 
concerning Spanish origin and race were asked separately. As a result, many respondents 
who identified themselves as Hispanics also checked other categories (e.g., whites). In 1990, 
the white, African American (or Black), and Hispanic census counts were mutually 
exclusive. Thus, demographic and employment comparisons over the decade from 1980 to 
1990 must be interpreted carefully. Nevertheless, the data are informative. In this report, 
the category "whites" refers to all non-Hispanic whites, and the category "Hispanics" does 
not include whites unless otherwise stated. 

State Demographics 

This section presents general Texas population and employment characteristics as 
well as racial/ethnic minority and female population and employment patterns. This 
section also examines employment patterns in Texas state agencies. 
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Population Characteristics 

In 1994, Texas passed New York to become the second most populous state in the 
United States. From 1970 to 1990, the state's population grew more than 50 percent, to 
almost 17 million.2 According to a 1992 forecast by the Texas Comptroller's Office, by the 
year 2026 the Texas population will grow an additional 31 percent, to 22.3 million. (see 
Table 3.1).8 

This growth in the state's population is characterized by significant racial and 
ethnic changes.'' Steve Murdock and David Ellis note that no demographic change in Texas 
has received more attention than the ethnic and racial composition of the state, but they 
conclude "that such attention was merited; that ethnic change has been both extensive and 
pervasive."5 The white (i.e., non-Hispanic white) population in Texas remains the majority 
group, although its share of the population declined from 65.7 percent to 60.5 percent 
between 1980 and 1990.6 Data from the Texas Education Agency indicate that 51.9 percent 
of all students in public schools in fall 1993 belonged to minority ethnic and racial groups.7 

1970 

1980 

1990 

2026 

Table 3.1. 
Population of Texas 

Population 

11,196,730 

14,229,191 

16,986,510 

22,310, 713 (projected) 

Source: Texas Comptroller of Public Accounts, The Changing Face of Texas: Texas through 
the Year 2026: Economic Growth, Cultural Diversity (Austin, Texas, August 1992), p. 29. 

In 1970, racial/ethnic minorities comprised 31.3 percent of the state's population. In 
1980, this share was 34.3 percent. By 1990, racial and ethnic minorities accounted for 39.4 
percent of the population (see Table 3.2).8 The term "minority" is likely to soon become a 
misnomer in Texas. By the year 2026, African Americans and Hispanics will comprise 49.0 
percent of the state's population, compared with 46.9 percent for whites.9 Whites continue 
to predominate in Texas political and economic circles, however, necessitating increased 
sensitivity among Texas state leaders to safeguard employment opportunities for 
historically di sad van taged populations. 
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Hispanic Population 

In 1990, Texas had the second-largest Hispanic population among all states; almost 
one-fifth of all Hispanics lived in Texas.10 Hispanics have experienced more growth in the 
past twenty years than any other segment of the Texas population. In 1970, Hispanics 
comprised 18.4 percent of the population; in 1980, 21 percent; and in 1990, 25.5 percent (see 
Table 3.2). By 2026, Hispanics are projected to comprise almost 40 percent of the Texas 
popula tion.11 

Texas education data confirm this future increase in the number of Hispanics in the 
labor force. In 1980, Hispanics comprised 28 percent of the state's school-age population.12 

By fall 1993, 34.9 percent of all students in Texas public schools were Hispanic (see Table 
3.3).13 The number of Hispanic college graduates increased by 110.9 percent between 1980 
and 1990.14 The median age of Hispanics, 24, is lower than that of any other group and is 
more than six years under the median age of all Texans.15 The increasing educational 
attainment and relative youth of Hispanics indicate that this component of the labor force 
is and will continue to be a major source of applicants for Texas state agency employment. 

African American Population 

Although the number of African Americans in Texas has been growing in absolute 
terms, their share of the state's population has been declining. In 1970, African Americans 
comprised 12.5 percent of the Texas population, or 1.4 million people. By 1990, the African 
American population had risen to 1,976,360, but this represented only 11.6 percent of the 
population. By the year 2026, African Americans in Texas are projected to number more 
than 2.4 million but will comprise only 10.9 percent of the population (see Table 3.2). 

Table 3.2 
Racial and Ethnic Composition of the Population of Texas 

Year White{%) Hisnanic {%) African American {%) Other{%) 

1970 7,689,916 (68.7%) 2,059,671 (18.4%) 1,395,853 (12.5%) 49,960 (0.4%) 

1980 9,350,297 (65.7%) 2,985,824 (21.0o/o) 1,692,398 (11.9%) 200,672 (1.4%) 

1990 10,291,680 (60.6%) 4,339,905 (25.5%) 1,976,360 (11.6%) 378,565 (2.2%) 

2026 10,473,135 (46.9%) 8,494,355 (38.l %) 2,421,531 (10.9%) 921,692 (4.1%) 

Sources: Texas Comptroller of Public Accounts, The Changing Face of Texas: Texas through 
the Year 2026: Economic Growth, Cultural Diversity (Austin, Texas, August 1992), p. 32; U.S. 
Bureau of the Census, Census of Population and Housing ( 1990) (Washington, D.C., 1992); and 
U.S. Bureau of the Census, Census of Population and Housing ( 1980) (Washington, D.C., 1982). 
Note: The entrees for the year 2026 are projections. 
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Table 3.3. 
Characteristics of the Hispanic Population in Texas: 1990 

Number of Persons 

Percentage of Total Population 

Median Age 

Percentage of Total Students in Public Schools 

Percentage of Population Age 25 and Over 

with high school diploma or higher 

with bachelor's degree of higher 

4,339,905 

25.5% 

24 years 

34.9% 

44.6% 

7.3% 

Sources: Texas Education Agency, "Public Education Information Management System 
(PEIMS) Data," Austin, Texas, February 1994 (computer printout); Texas Comptroller of 
Public Accounts, The Changing Face of Texas: Texas through the Year 2026: Economic 
Growth, Cultural Diversity (Austin, Texas, August 1992), p. IO; and U.S. Bureau of the Census, 
Census of Population and Housing ( 1990) (Washington, D.C., 1992). 

Table 3.4 indicates additional characteristics about African Americans in Texas. 
Their median age, 27.6, is younger than the median age for all Texans (30.7 years).16 In 
addition, African American stucients in public schools number almost 5.1 million, more than 
14 percent of all students.17 Thus, even though there are substantially fewer African 
Americans than Hispanics or whites in Texas, African Americans will continue to constitute 
an important source of applicants for state agency employment. 

Female Population 

In 1990, women comprised 50.7 percent of the state's population.18 As shown in 
Table 3.5, this percentage has remained relatively constant. Women also equal men in 
educational attainment. Among Texans 25 years of age and older, 72.9 percent of men and 
71.5 percent of women have at least a high school diploma. In the same age group, 23.4 
percent of men and 17.4 of women have at least a bachelor's degree. Among Texans 
between 25 and 34, however, 80.6 percent of women have at least a high school degree, 
compared to 77.8 percent of men. In this age group, slightly more than 20 percent of both 
men and women have at least a bachelor's degree.19 Thus, the potential applicant pool for 
Texas state agencies continues to include substantial numbers of women as well as men. 

Employment Characteristics 

The data in Tables 3.6 and 3.7 summarize changes in the composition of the Texas 
labor force between 1980 and 1990. In 1980, 12 percent of African Americans, 11 percent of 
Hispanics, and 21 percent of women worked in white-collar positions (i.e., Managerial and 
Professional), while 24 percent of the white population worked in these positions. Because 
of the nonexclusivity of the 1980 categories, the actual differences between racial/ethnic 
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categories is probably greater. In 1990, 16 percent of African Americans, 12 percent of 
Hispanics, and 27 percent of women worked in white-collar positions, compared with 31 
percent for whites. Despite the bias in the 1980 data, this comparison indicates that people 
of color and women are slowly increasing their representation among white-collar 
employees in the Texas workforce. 

Table 3.4. 
Characteristics of the African American Population in Texas: 1990 

Number of Persons 

Percentage of Total Population 

Median Age 

Percentage of Total Students in Public Schools 

Percentage of Population Age 25 and Over 

with high school diploma or higher 

with bachelor's degree or higher 

1,976,360 

11.6% 

27.6 years 

14.3% 

66.1% 

12.0% 

. Sources: Texas Education Agency, "Public Education Information Management System 
(PEIMS) Data," Austin, Texas, February 1994 (computer printout); Texas Comptroller of 
Public Accounts, The Changing Face of Texas: Texas through the Year 2026: Economic 
Growth, Cultural Diversity (Austin, Texas, August 1992), p. 10; and U.S. Bureau of the Census, 
Census of Population and Housing ( 1990) (Washington, D.C., 1992). 

Table 3.5. 
Gender Composition of the Texas Population: 1970-1990 

Year Males Females Females% 

1970 5,481,169 5,715,561 51.0 

1980 6,998,723 7,230,468 50.8 

1990 8,365,963 8,620,547 50.7 

Sources: R. L. Skrabanek et al., The Population of Texas: An Overview of Texas Population 
Change, 1970-1980 (Austin, Texas: Texas State Data Center, October 1985), p. 36; and U.S. 
Bureau of the Census, 1990 Census of Population: Social and Economic Characteristics: Texas 
(Washington, D.C., 1992). 
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Table 3.6 
Texas Employment by Occupational Sector and Race/Ethnicity: 

1980 and 1990 

White Population 1990 1980 

I21al Ein12 Wbil' Emi;z P'i:? 12( I21al ~g(WIQlill TuW Yibil' Em12 !! 12fI121iil 
Total, All Occupations 8,219.028 5,306,900 65% 6,311,845 5,170,154 82% 

Managerial and Professional 2.041.723 1.620,848 79% 31% 1,367,874 1,230,907 90% 

Technical. Sales, Admin 2,625.061 1,845.226 70% 35% l ,948.180 1.717.251 88% 

Service 1.131,564 533.241 47% 10% 751,078 507,288 68% 

Farming. Forestry, Fishing 219.639 122,928 56% 2% 179,925 151,225 84% 

Precis. Prod. Craft, and Repair 964,888 607,932 63% 11% 951,435 798.936 84% 

Ooerators. Fabricators. Laborers 1.236.423 576.725 47% 11% 1.077.353 764.607 71% 

Black Population 1990 1980 

Il2lll Bliai<k Emi;z, ~ 1:2fI21al ~ 2CB I2t1I TuW Bl~k f.m12, ~ 12fI21ill 
Total, All Occupations 8,219.028 889.761 11% 6,311,845 671.894 11% 

Managerial and Professional 2.041.723 139,023 7% 16% 1,367,874 79, 735 6% 

Technical, Sales. Admin 2.625.061 259.837 10% 29% 1,948.180 158.928 8% 

Service 1.131.564 215,112 19% 24% 751,078 169.339 23% 

Farming, Forestry, Fishing 219.639 12,486 6% 1% 179,925 10,676 6% 

PreciS. Prod, Craft, and Repair 964.888 69.800 7% 8% 951.435 72,271 8% 

Ooerators. Fabricators. Laborers 1.236.423 193,503 16% 22% 1,077.353 180.945 17% 

.. . ... -
Hispanic Pooulation 1990 1980 

I2!Al Hisp. Emp. % of Total %otHI2tal Tu!Al Hisp. ~mp. !!2fiotal 
Total. All Occupations 8,219,028 1,830,857 22% 6,311,845 1,085,500 17% 

Managerial and Professional 2,041 .723 226,452 11% 12% 1,367,874 116,634 9% 

Technical, Sales, Admin 2.625.061 460,649 18% 25% 1.948.180 266.523 14% 

Service 1.131,564 355,603 31% 19% 751,078 174.480 23% 

Farming, Forestry, Fishing 219,639 81,933 37% 4% 179,925 45,948 26% 

Precis. Prod. Craft, and Repair 964.888 268, l 15 28% 15% 951,435 185,750 20% 

Operators. Fabricators. Laborers 1.236.423 438.105 35% 24% 1,077,353 296.165 27% 

J 
%nfWTnti 

24~. 

331 

1111 

31 

151 

ISi 

~ 12!B IQ!al 

12% 

24% 

25% 

2% 

11% 

27% 

~21UI2!il 

11% 

25~ 

16% 

4% 

17% 

27% 

Sources: U.S. Bureau of the Census, 1990 Census of Population: Social and Economic 
Characteristics: Texas (Washington, D.C., 1992); and U.S. Bureau of the Census, 1980 Census 
of Population: Social and Economic Characteristics: Texas (Washington, D.C., 1982). 
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Female Population 

Table 3.7 
Texas Employment by Occupational Sector and Gender: 

1980 and 1990 

1990 1980 
Total Fem. Emp. % of Total % off Total Tu!!! Fem. ~DU21 2i! of I2!!1 %ofEiotal 

Total. All Occupations 8.219.028 3.657,551 45% 6,311,845 2,606.295 41% 

Managerial and Professional 2.041,723 977,016 48% 27% 1,367.874 550.529 40% 

Technical. Sales. Admin 2.625.061 1.615.270 62% 44% l.948.18Q 1,269.757 65% 

Service 1.131.564 667.517 59% 18% 751,078 469.478 63% 

Farming, Forestry, Fishing 219.639 28.538 13% 0% 179,925 20.886 12% 

Precis. Prod. Craft. and Repair 964.888 82.119 9% 2% 951.435 65.100 7% 

Onerators, Fabricators. Laborers 1.236.423 287.064 23% 8% 1.077.353 230.545 21% 

Sources: U.S. Bureau of the Census, 1990 Census of Population: Social and Economic 
Characteristics: Texas (Washington, D.C., 1992); and U.S. Bureau of the Census, 1980 Census 
of Population: Social and Economic Characteristics: Texas (Washington, D.C., 1982). 

Texas State Government Employment 

Historical data on ethnicity and race in Texas state government employment are not 
readily available. The data used in this report are from the Human Resources Information 
System (HRIS), managed by the Texas Comptroller's Off ice. HRIS, which has existed since 
April 1991, maintains data on employees of Texas state agencies. However, there are 
limitations to the present system. Some state agencies do not report employee data to HRIS, 
others report late, and still others do not have a consistent methodology for reporting their 
statistics. For example, some agencies follow the Bureau of the Census and include all 
Hispanics as whites. 

In May 1993, the Senate Research Center used HRIS data to conclude that white 
employees comprise 62.8 p.ercent of all state employees (220,000), whereas Hispanic 
employees comprise 18.7 percent and African American employees 17.4 percent. People of 
color have benefited slightly from agency hiring practices; racial/ethnic minorities 
comprised 37.7 percent of new hires in 1990 and 40.9 percent in 1992. Hispanics comprised 
19.5 percent and African Americans 20 percent of the new hires during 1992. Yet patterns 
of preference for whites persist, with 81.2 percent and 72.1 percent of the newly hired 
Officials/ Administrators and Skilled Craft employees, respectively, coming from this group 
in 1992. Administrative Support and Service Maintenance job classes have the largest 
percentage of Hispanics, with 26.5 percent and 25.9 percent, respectively. Service 
Maintenance and Paraprofessionals have the largest percentage of African Americans, with 
31.9 percent and 29.6 percent, respectively.20 

Surveys conducted by The University of Texas at Austin School of Social Work 
found that the proportion of women in Texas state government increased from 50.6 percent 
in 1985 to 51.9 percent in 1990. The proportion of women in upper management (i.e., 
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classifications 19 and above) increased from 23.6 percent in 1985 to 24.1 percent in 1990. 
The School of Social Work also concluded that, in 1990, executive teams were only 30.2 
percent female. These results confirm a continuing disparity between men and women in 
higher positions in state government and suggest the continued existence of a "glass 
ceiling."21 

In 1984, the Communications Workers of America of (CWA), one of the unions 
representing Texas state employees, conducted a study on people of color and women in 
Texas state government and examined job segregation and wage inequities in state 
employment. Although this study is ten years old, its findings remain relevant. CWA 
identified substantial gender-based and race-based wage gaps in Texas state employment 
and found that women and people of color were overrepresented in low-paying jobs. The 
study concluded that these disparities occurred as a result of occupational segregation and 
the undervaluation of jobs traditionally dominated by women and racial/ethnic 
minorities.22 Unfortunately, these disparities continue. 

State Agency Workforce Diversity Requirements 

The Texas Commission on Human Rights (TCHR) is the state agency that 
investigates and resolves discrimination complaints and also implements biennial state 
appropriations provisions detailing state agency workforce diversity, reporting, hiring, and 
affirmative action plans. This section summarizes the responsibilities of TCHR, its 
proposed Workforce Diversity Point System, and these appropriations provisions. 

Texas Commission on Human Rights 

As a response to Title VII of the Civil Rights Act of 1964, the Texas Legislature 
passed the Texas Commission on Human Rights Act in 1983. This act, which created TCHR, 
deems it unlawful for an employer to 

fail to or refuse to hire or discharge an individual or otherwise to 
discriminate against an individual with respect to compensation terms, 
conditions, or privileges of employment because of race, color, disability, sex, 
national origin, or age; or to limit, segregate, or classify an employee or 
applicant for employment in a way that would deprive an individual of 
employment opportunities or otherwise adversely affect the status of an 
employee because of race, color, disability, religion, sex, national origin, or 
age.23 

TCHR enforces both this act and the Texas Fair Housing Act of 1990. The goal of 
these statutes is to reduce the incidence of employment and housing discrimination in 
Texas. The commission consists of six members appointed by the governor with the advice 
and consent of the Texas Senate. Statutorily, one member shall be a representative of 
industry, one shall be a representative of labor, and four members shall be appointed at 
large. It is the duty of the governor, in appointing the board members, "to strive to achieve 
representation on the commission that is diverse with respect to economic status, sex, race 
and ethnicity."24 

The Texas Commission on Human Rights Act was amended in 1991 to comply with 
the provisions of new federal legislation, namely, the 1991 Civil Rights Act and the 
Americans with Disabilities Act. The amendments included new personnel provisions 
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designed to increase workforce diversity in public organizations. Specifically, Section 3 
"requires state agencies and universities to adopt lawful personnel policies to comply with 
this Act, including personnel selection procedures that incorporate a workforce diversity 
program•; Section 4 "allows employers to adopt personnel policies incorporating a lawful 
workforce diversity program"; and Section 5 "prohibits the use of impermissible factors in 
the selection of employees (subjective criteria) such as race, color, sex, etc. except when 
combined with objective, job-related criteria to obtain workforce diversity."25 

The commission has the authority to investigate and resolve complaints of 
employment discrimination by public and private employers, institutions of higher 
education, labor organizations, and employment agencies. Discrimination complaints, filed 
within 180 days of the alleged discriminatory incident, come to the commission either 
directly from the affected individual or from complaints reported first to EEOC. It is not 
the responsibility of the commission to judge the appropriateness of any disciplinary action 
but rather to determine whether the employer acted in an unfair and discriminatory 
manner.26 EEOC often contracts with TCHR to investigate and resolve complaints, 
reimbursing TCHR a specified amount for each resolved complaint. During fiscal year 
1993, TCHR received 1,534 employment complaints, of which 1,393 were processed and 
resolved by the commission within 160 calendar days at an average cost of $769 per 
complaint.27 TCHR also provides technical resources to employers to assist them with equal 
employment opportunity training. 

Workforce Diversity Point System 

The 1991 amendments to the Texas Commission on Human Rights Act also sought to 
increase the ability of public and private employers to institute more aggressive 
employment practices in order to increase the diversity of their respective workforces. 
Consequently, TCHR developed a Workforce Diversity Point System to assist Texas state 
agencies in reversing the underutilization of target groups (including people of color and 
women) relative to the statewide workforce in specific EEO job categories. The TCHR 
Workforce Diversity Point System offers an alternative to affirmative action hiring 
practices by including all groups, including white men. 

A Texas employer using the Workforce Diversity Point System develops a "plus 
factor" point system as a component of its hiring process. The "plus factor" system awards 
points to applicants in each group (e.g., male, female, African American, Hispanic, white) 
based on the group's representation in an EEO job category. For example, if Hispanic 
women are underrepresented within the Technical category, that group likely will be 
awarded more points than will white men or Hispanic men. This system does not reserve or 
set aside a specified number of positions (i.e., a quota) in a job category for individuals 
from a target group. Workforce diversity "plus factor" points are not intended to be the 
deciding factor in employment selection but merely one of several objective job-related 
criteria. All applicants receive workforce diversity points under the system. The points 
have a significant impact only when an employer is making a hiring decision "between 
otherwise equally qualified applicants to attain racial, gender, and ethnic diversity in the 
workplace that may be reflective of the racial, gender, and ethnic composition of the state 
labor force."28 Through the Workforce Diversity Point System, TCHR does not seek to 
"remedy past wrongs by creating unilateral burdens on a single class" but to "evoke a 
wholesome and explicit public policy which promotes workforce diversity for its own sake 
and in a manner that is equally and uniformly applied to all classes of people covered by 
our national and state antidiscrimination laws."29 (See Appendix A for an example of the 
TCHR Workforce Diversity Point System.) 
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Although the Workforce Diversity Point System offers a relatively simple, objective 
mathematical response to the complex, subjective issues surrounding hiring practices, there 
are questions regarding its legality. Texas Assistant Attorney General C. Randy McNair III 
argues that an agency would have to document a history of past discrimination in order to 
establish the "compelling government interest" required by the Croson case to legally apply 
the point system. 30 

Legislative Appropriations Provisions 

The Texas Commission on Human Rights plays an integral role in implementing the 
workforce diversity provisions of Article V of the state's 1994-95 biennial appropriations 
bill (Senate Bill 5), which became effective September 1, 1993. Following is an outline of 
Section 98 (Standardized EEO Reporting and Required Compliance Training for State 
Agencies), Section 99 (Minority Hiring Practices), and Section 100 (Affirmative Action 
Plans). 

Section 98: Standardized EEO Reporting and Required Compliance Training for State Agencies 

According to Section 98 of Article V, "Not later than the seventh-workday of each 
calendar year, each state agency, including public institutions of higher education, shall 
report equal employment opportunity (EEO) information for the preceding calendar year to 
the Texas Commission on Human Rights as required by this section." The EEO report must 
include the following monthly data in a form specified by TCHR: 

1. the total number of agency employees and the total number of new emplOyees hired 
since the last annual report; 

2. the number and percentage of newly hired and previously hired employees, by 
race/ethnicity; 

3. the number and percentage of newly hired and previously hired employees, by 
gender; 

4. the total number of newly hired and previously hired employees, by gender and 
race/ethnicity; and 

5. the total number of newly hired and previously hired employees, by job 
classification as well as by gender and race/ethnicity. 

Although federal EE0-4 forms provide additional racial and ethnic categories, Article V 
does not require state agencies to report information for groups other than white, Hispanic, 
and African American. Failure of an agency to comply with these reporting requirements 
results in a fine not to exceed $2,000 for each reporting period.31 ' 

The second part of Section 98 addresses the training requirements of state agencies 
and institutions of higher education against which three or more discrimination complaints 
are filed within a given year. These agencies must expend funds for EEO training provided 
by TCHR. If a state agency does not comply with such training requirements, the agency 
must pay the commission an amount not to exceed $2,000 for each complaint filed during 
the biennium. 
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Section 99: Minority Hiring Practices 

The Texas Commission on Human Rights is charged with ensuring that all state 
agencies and institutions of higher education employ a representative population of African 
Americans, Hispanics, and women. In each job category, the commission formulates 
statewide employment percentage goals based upon the proportion of African Americans, 
Hispanics, and women in the statewide civilian labor force. These goals, derived from 
federal data on employed persons in Texas, are specified in Section 99. Because the federal 
data do not take into account the number of unemployed persons, they likely underestimate 
the availability of women and racial/ethnic minorities within the Texas labor pool. The 
percentage goals are intended to serve as guidelines to state agencies in their hiring 
practices and should not be construed as mandatory quotas. Consequently, state agencies 
may construct their own minority hiring goals, taking into account such considerations as 
the availability of a particular racial/ethnic group within a specific geographic area.32 

Table 3.8 summarizes the workforce goals for women and people of color specified 
by the 73rd Texas Legislature in Section 99 of the 1993 General Appropriations Act. At the 
legislature's request, TCHR developed these goals, using averages of EE0-4 (public) and 
EE0-1 (private) data submitted to EEOC.33 The goals in Table 3.8 are the total workforce 
diversity targets that a state agency ·should strive to achieve. This means that an agency 
generally must hire greater percentages of women and people of color than specified in 
Table 3.8 in order to redress past underutilization. 

A workforce availability analysis may be undertaken by a state agency or an 
institution of higher education. The analysis compares the availability of target groups 
with their employment and determines whether or not the employment rates are above or 
below the targeted hiring goals. If African Americans, Hispanics, and women are 
underutilized, then the agency or institution of higher education is required to develop a 
recruitment and selection plan for hiring people from the underutilized groups(s). This is 
referred to as an affirmative action plan. The recruitment and selection procedures must 
comply with standards set by TCHR. However, affirmative action plans are not required 
unless underutilization exists. 

The last component of Section 99 requires all state agencies funded under the Texas 
General Appropriations Act to "report to the Texas Commission on Human Rights, within 60 
days after the close of each fiscal year, the number of Blacks, Hispanics and female hirings 
and total hirings made during the year. The Texas Commission on Human Rights shall, no 
later than January 1, 1995, submit to the Legislative Budget Board and the Governor's 
Office of Budget and Planning a state minority and women hiring practice report detailing 
this information. "34 

Section JOO: Affirmative Action Plans 

Section 100 provides a long-term calendar for the review and revision of all state 
agencies' affirmative action plans. It requires state agencies and institutions of higher 
education to enlist the assistance of TCHR in this task. The review and revision process is 
to be conducted by agencies and institutions on a six-year cycle, with specific functional 
categories of state government listed for each biennium. The review must be completed 
within the first 12 months of the biennium. Agencies must submit an annual report 
detailing their compliance with the affirmative action requirements to the governor, the 
legislature, and the Legislative Budget Board by October 1 of each year.35 
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Table 3.8 
State Agency Diversity Goals: 1994-95 Biennium 

Job Category Black Hispanic Female 

Officials/ Administrators 5% 8% 26% 

Professionals 7% 7% 44% 

Technical 13% 14% 41% 

Protective Services 13% 18% 15% 

Paraprofessionals 25% 30% 55% 

Administrative Support 16% 17% 84% 

Skilled Craft 11% 20% 8% 

Service Maintenance 19% 32% 27% 

Source: General Appropriations Act (S.B. 5), 73rd Leg., Reg. Sess. (1993), sec. 99. 

State Personnel Systems and Practices 

State agency employment practices, like workforce diversity requirements, are 
statutorily prescribed. This section outlines the major provisions influencing salary 
determination and administration. 

Position Classification Plan 

The state's Position Classification Plan, created by the Position Classification Act of 
1961, is a uniform system for wage and salary administration. The Classification Office of 
the State Auditor's Office, which falls under the legislative branch of state government, 
oversees the system. The Position Classification Act charges the State Classification Officer 
with two main areas of responsibility: (1) ensuring equity and conformity in assisting state 
agencies to apply a well-maintained Position Classification Plan; and (2) "developing 
periodic studies of salary rates paid in industry or other governmental units for like or 
similar work performed in state government, and ... report ... findings and 
recommendations for the realistic adjustment of state salary ranges to the Governor's 
Budget Office and the Legislative Budget Board."36 

To ensure compliance of individual classified positions with the Position 
Classification Act, the Classification Office participates in three forms of maintenance 
review. The first is an audit in which position classification questionnaires are completed 
by current employees in selected positions. It is the job of a Classification Office analyst to 
review the questionnaires and determine whether an on-site audit is required to verify 
reported information. If an agency is found to be in violation of the Position Classification 
Plan, the agency head has 20 days after formal notification to rectify the violation. The 
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agency head may choose to reassign the employee to a classified position that is consistent 
with the actual work performed, to change the employee's title to conform with the Position 
Classification Plan, or to obtain a new classified title that accurately describes the job 
responsibilities. 

The second type of review is administered in response to an agency request for 
assistance in resolving an internal classification dispute. This may be the result of a formal 
classification appeal process instituted by the agency itself. 

The third type of review occurs when the Classification Office examines either a 
group of jobs within an organizational unit or an entire agency in order to determine the 
proper classification of job positions. Although the State Classification Office is charged 
with various responsibilities to ensure compliance with the formal classification system, 
ultimately each state agency has first-line responsibility for ensuring proper classification. 

The State Classification Office, in cooperation with state agencies, has the 
responsibility to review and update regularly the 1,152 job titles and descriptions to reflect 
the changing nature of the state government workforce.37 As of June 1993, classified 
employees numbered 120,489.38 Classified employees account for approximately 50 percent 
of the state government workforce.39 Hourly employees who are in unclassified positions 
and workers who are in exempt or "line item" positions number approximately 6,000 and 
12,000, respectively.'40 The remainder of the state's workforce is employed in agencies not 
covered by the Position Classification Act. 

Salary Groups and Steps 

Because Texas has no centralized state personnel agency, the Position Classification 
Plan is important in ensuring equitable compensation for similar jobs across state agencies. 
Each position title is assigned to a numerical salary group ranging from 2 to 21. For 
example, Barber I, Secretary I, and Truck Driver II are job titles within salary group 5. 
Moving from one salary group to the next higher group (i.e., promotion) brings a 6 percent 
increase in salary. Within each salary group there are eight salary levels, or steps. 
Typically, an employee will be hired at step I. With merit increases, the employee will move 
from step 1 to step 8, with a 3 percent increase in salary for each step. The Comptroller's 
Office has payroll monitoring programs to ensure that employees are paid at the 
appropriate salary for their job titles. (See Appendix B for the Classification Salary 
Schedule effective September 1, 1993.) 

Salary Increases for Classified Employees 

A state employee can increase his or her salary in various ways. To receive a 
promotion, an employee applies and is hired for a position with different responsibilities in 
a higher salary group. For example, a Secretary I in salary group 5 is promoted to a 
Secretary II, which is in salary group 6. Alternatively, a qualified Secretary I could be 
promoted to an Administrative Secretary, which is in salary group 9. Another way an 
employee's salary may increase is through exceptional service. An agency with money 
available in its budget may award merit increases to employees. In this case, the employee 
moves from the current step to a higher step in the same salary group, receiving greater pay 
for the same work. The new salary level remains the same until the employee is promoted 
or receives an additional merit increase. Legislative appropriations may increase the salary 
schedule. Thus, at the start of a year, state workers' salaries may increase across the board 
if state revenue is available. 
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State governments typically do not follow the private-sector practice of giving 
bonuses as a way of recognizing employees. Instead. the state gives its employees longevity 
pay, which is $4 per month for each year of service. An employee accumulates credit 
toward longevity pay after being hired but does not receive the pay until the fifth year of 
employment. All full-time employees are eligible for longevity after five years of service. 

An agency also may award a one-time salary payment of up to 10 percent of an 
employee's annual base pay through an achievement bonus to employees who consistently 
demonstrate a high level of job performance.41 All exempt, classified, and hourly 
employees (full- and part-time) are eligible to receive bonuses for job performance, unless 
they have received a merit salary increase or promotion in the previous six months. In 
order to distribute bonuses, an agency must have a cost savings and revenue enhancement 
plan on file with the Legislative Budget Board, the Comptroller's Office, and the 
Governor's Office. The value of the awarded bonuses may not exceed the savings 
identified in the plan. This ensures that bonuses do not cost the state more money than was 
appropriated in the budget process. 

The State Employee Incentive Program rewards individual and group efforts for 
increasing revenue, improving operations. and reducing expenditures. While individual 
achievement bonuses parallel bonuses in the private sector, productivity and incentive 
programs are more analogous to gain-sharing or profit-sharing. 

A state employee may earn a bonus by finding ways to save the state money. The 
employee is eligible to receive up to 10 percent of the savings. In addition, employees can 
receive productivity bonuses if their agency operates at less than the budgeted cost without 
reducing the level of service.42 

Exemption from Classification Salary Schedule 

Employees who are not covered by the Position Classification Plan are called exempt 
employees. This use of the term "exempt" differs from the federal definition of the term. 
Under the federal Fair Labor Standards Act of 1938 (FLSA). employers are required to 
compensate nonexempt employees for time worked in excess of 40 hours per week at a rate 
of one and a half times the employee's normal salary. Employers also may grant 
compensatory time for overtime work. As an employer, the State of Texas may exempt 
employees from FLSA provisions if their work meets U.S. Department of Labor guidelines 
as "professional," "executive," or "administrative." In the private sector, FLSA-exempt 
employees typically are salaried, while hourly employees are nonexempt. A state employee 
whose salary is determined by the Classification Salary Schedule may be FLSA-exempt or 
nonexempt, depending on the type of work performed. 

The Position Classification Act of 1961 differs from the FLSA by specifically 
exempting certain positions from the Classif ica ti on Salary Schedule. The 1961 act exempts 
constitutionally named officials and elected officers; appointees of the governor; the chief 
executives of state agencies; higher education employees; physicians; professionals 
compensated on a fee basis; and hourly, part-time, and temporary employees. Salaries for 
these exempted positions are addressed separately in the appropriations process. The Texas 
Legislature determines the salaries of agency heads. The head of an agency, in turn, is 
authorized to designate the salaries of the exempt positions for that agency, within the 
constraints of the agency's appropriations. 
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Exempting additional positions from the classification system requires approval by 
the Governor's Office of Budget and Planning and by the Legislative Budget Board. If a 
bona fide new position is created during the biennium, the governor is authorized by the 
General Appropriations Act to exempt that position until the next appropriations cycle. 
Under the Position Classification Act, the governor's authority is limited to "new positions 
that are established to carry out duties in relation to programs, functions, etc., that were not 
anticipated and, therefore, not authorized for regular funding" under the act.43 

Personnel and Payroll Reporting Systems 

In general, individual state agencies must maintain their own personnel and payroll 
information. However, the Texas Comptroller of Public Accounts and the State Auditor are 
required to collaborate in developing and administering uniform procedures for state 
agencies to report personnel and payroll information. A uniform system simplifies 
prepayroll audits and classification audits to ensure conformity with the Classification 
Salary Schedule and to provide the Legislative Audit Committee with current information 
on employment and wage rates in state government.44 

The Texas Department of Information Resources (DIR) makes available a payroll 
software system to state agencies. Approximately 85 state agencies, including the Texas 
Natural Resource Conservation Commission, have subscribed to this system. DIR has a 
staff of programmers available to assist agency subscribers when problems arise.45 

State agencies have used the DIR system to maintain employee information on 
deductions, gross pay, salary changes, and insurance. This system can generate numerous 
reports, including Personnel Action Reports, which track personnel changes for each 
employee; Payroll History Reports, which contain the current status of employees in terms 
of pay group, step, classification code, gross salary, date of last personnel action, FLSA 
status, and payroll status for any specified period; and Consolidated History Reports, which 
show an employee's status at the agency month by month.46 

In the wake of the establishment of the Uniform Statewide Accounting System 
(USAS), a shift is taking place in the reporting systems used by state agencies. Throughout 
the spring and summer of 1994, various agencies are converting from the Human Resources 
Information System (HRIS) to the new Uniform Statewide Payroll/Personnel System (USPS). 
Implementation of USPS will provide agencies with numerous tools for human resources 
management, including payroll administration, benefits administration, management 
reporting, personnel management, position planning and control, and applicant tracking. 
This system is designed to interface with USAS and should lead to more effective 
information management.47 

Job Posting 

In 1987, the Texas Legislature passed a law that required all state agencies in Travis 
County to submit posting information about job vacancies to the Texas Employment 
Commission (TEC) and the Governor's Office.48 In 1991, the law was expanded to require 
institutions of higher education to submit job openings to TEC. Job vacancy lists were no 
longer limited to agencies within Travis County, but included job openings for public 
employment throughout Texas. This law applied to exempt and to regular classified job 
vacancies in which applicants from outside the agency would be considered for 
employment.49 
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In 1993, the Texas Legislature slightly changed the job posting requirements of state 
agencies. Effective September I, 1993, TEC "shall publicly list, in accordance with the 
commission's procedures, for at least ten working days, each notice of a job vacancy 
delivered under Section 656.022 (Texas State Civil Statutes) unless the commission is sooner 
notified by the state agency that the vacancy has been filled."50 

Currently, no state requirements exist for job posting within a state agency or 
institution of higher education if no outside applicants are considered.51 When TEC 
assumed operation of the Governor's Job Bank in 1993, state agencies and institutions of 
higher education were required to submit only job vacancies to TEC; no longer were they 
required to submit vacancy lists to the Governor's Office.52 

Conclusion 

This chapter provides a context for Texas workforce diversity issues that 
complements the national perspectives and federal government action summarized in 
Chapter 2. State agencies in Texas must recognize that the state's pool of potential 
employees increasingly will consist of people of color and women and respond to this 
opportunity to diversify their workforces. These agencies must comply with workforce 
diversity requirements promulgated by the Texas Legislature through appropriations acts, 
human rights statutes, and TCHR. In responding to state demographic changes and these 
diversity requirements, agencies also must maintain fair and consistent salary policies and 
job posting practices among all current and potential employees. 

TNRCC recognizes these workforce diversity challenges and is committed to meeting 
them. Chapter 4 provides a brief overview of TNRCC's organization, with Chapters 5 and 6 
reviewing and assessing the agency's policies and practices for recruiting, hiring, and 
retaining women and people of color. 
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Chapter 4. 

Texas Natural Resource Conservation Commission (TNRCC): 
An Overview 

The Texas Natural Resource Conservation Commission (TNRCC) is a newly created 
agency and one of the largest state environmental agencies in the country. This chapter 
provides background on the consolidation process and a description of the new agency's 
organizational structure and workforce. The chapter also reviews the workforces of 
TNRCC's two predecessor agencies, the Texas Air Control Board (T ACB) and the Texas 
Water Commission (TWC), in order to better understand the composition of TNRCC's 
current workforce. 

Creation and Organization 

Senate Bill 2, passed in 1991 by the Texas Legislature, consolidated TACB, TWC, and 
parts of the Texas Department of Health to create TNRCC, effective September 1, 1993. 
The nine-member board of T ACB was disbanded, and the three-member TWC commission 
was appointed as the governing body of the state's new environmental agency. The TNRCC 
commissioners are John Hall (chairman), Peggy Garner, and Pamela Reed.1 

To facilitate the process, Governor Richards formed the Environmental Agencies 
Transition Committee to examine and monitor every aspect of the consolidation. For 18 
months prior to consolidation, the committee addressed matters such as permitting, 
enforcement, field operations, and agency policies. Particularly important in this transition 
period was the integration of the T ACB and TWC human resources offices. 

TNRCC's mission is to provide clean air and clean water for Texas citizens and to 
ensure safe disposal of pollutants consistent with sustainable economic development.2 

TNRCC seeks to provide environmental protection through the most efficient and effective 
means possible for the state. One of the major goals of the agency is to meet the 
requirements of the federal Clean Air Act and Safe Drinking Water Act. The Clean Air Act 
focuses on reducing ozone pollution in major urban areas, and the Safe Drinking Water Act 
contains provisions that triple the number of contaminants that must be tested in public 
drinking water supplies.3 

TNRCC is one of the most comprehensive environmental state agencies in the nation 
and has 15 regional offices and more than 2,500 employees. The agency has seven 
organizational clusters: Office of the Commissioners, Office of the Executive Director, 
Office of Waste Management, Office of Air Quality, Office of Water Resource 
Management, Office of Legal & Regulatory Services, and Off ice of Administrative Services 
(see Figure 4.1; figures appear at the end of the chapter). (Figures 4.2 and 4.3 depict the 
organization of the two Office of Administrative Services divisions primarily responsible 
for TNRCC recruitment and retention policies and practices.) In fiscal year 1993, TNRCC 
conducted 1.2 million air monitoring hours, analyzed 580,000 water samples, conducted 
27,000 facility inspections, initiated 3,500 emergency cleanups, and held 500 public hearings 
and meetings.4 Given that one-quarter of the nation's annual chemical production, by 
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dollar value, takes place in Texas, TNRCC is the second most important chemical regulatory 
agency in the nation, next to the U.S. Environmental Protection Agency.5 

TNRCC's philosophy is to encourage compliance through technical assistance and 
pollution reduction.6 To meet this goal, TNRCC has instituted a new waste reduction 
program called Clean Texas 2000. The major aims of this program are to reduce hazardous 
toxic emissions by 50 percent and solid waste disposal at landfills by 50 percent by the year 
2000.7 Clean Texas 2000 actively seeks to educate the public on improving and preserving 
the environment. Through radio spots, billboards, and publications such as the •Home & 
Garden Environmental Guide," TNRCC promotes practical steps to improve the 
environment. Partnership efforts such as Clean Cities 2000 and Clean Industries 2000 
advocate community-wide recycling and waste reduction. TNRCC also has enlisted Texas 
businesses, local governments, schools, and civic organizations to help preserve the natural 
resources of the state. 

At the September I, 1993, staff assembly celebrating the formation of TNRCC, 
Governor Richards called the agency's creation a unique opportunity and an enormous 
challenge through which Texas can set an example for the rest of the nation. In its first 
year, TNRCC already has responded to the needs of Texas citizens and industry through 
innovative new programs and revised permitting processes that are addressing 
environmental concerns equitably and effectively. TNRCC also has begun to build the 
diverse workforce necessary to carry out its mission successfully. The remainder of this 
chapter reviews the agency's employment utilization as an introduction to an in-depth 
examination of TNRCC recruitment and retention initiatives and strategies as they relate to 
workforce diversity. 

Employment Utili7.ation 

This section provides an overview of the TWC and T ACB workforces prior to 
consolidation and compares these agencies' utilization of women and people of color with 
that of TNRCC. TWC employee data from June 1990 to August 1993 were used, while 
TACB data span the period from October 1991 until August 1993. The diversity of each 
agency's workforce is explored across six federal EEO occupational categories: 
Officials/ Administrators, Professionals, Paraprofessionals, Technical, Skilled Craft, and 
Administrative Support. The other two federal EEO categories, Protective Services and 
Service Maintenance, have not been used by TWC, T ACB, or TNRCC. The section concludes 
with a comparison of TNRCC's utilization of women and people of color with the state 
agency workforce goals specified by the 73rd Texas Legislature in Section 99 of the 1993 
General Appropriations Act. 

This analysis summarizes the individual agencies' workforces. However, an agency's 
success in diversifying its workforce generally depends on more than percentages of 
particular gender and racial/ethnic groups of employees. The analysis in this section does 
not take into account the importance of policy formulation and implementation; it simply 
gives an overview of the workforce in each agency during a certain time period. 

Texas Water Commission Employment Trends 

Between June 1990 and the end of fiscal year 1993, TWC increased the proportional 
representation of both people of color and women in most of the EEO occupational 

46 



categories (see Table 4.1; tables appear at the end of the chapter). During this time period. 
the agency also gained 600 new employees. 

In 1990, women accounted for approximately 42 percent of the TWC workforce. By 
1993, that figure had risen to 46 percent. White men comprised 50 percent of TWC 
employees in mid-1990 but only 43 percent by the end of fiscal year 1993. Racial/ethnic 
minorities increased from 15 percent of the agency's employees in 1990 to 23 percent in 
1993. While white men were still the dominant group in this time period, other gender and 
racial/ethnic groups experienced substantial growth in employment opportunities within 
TWC. The percentage of Hispanic men remained constant during this period. but the 
proportions of African American men and African American women more than doubled, as 
did the proportions of men and women in the Other category . .. 

TWC's changing demographics are even clearer with respect to occupational 
categories. The Officials/ Administrators category included no people of color and only 21 
percent female employees in 1990. By 1993, racial/ethnic minorities comprised 27 percent 
and women 49 percent of this category. African American men in this category increased to 
9 percent of the Officials/ Administrators category. 

Women in the Professionals category increased from 33 percent in 1990 to 35 percent 
in 1993, while people of color in this category increased from 11 percent to 19 percent over 
the same period. Although no racial/ethnic minority group experienced a large increase. all 
groups showed some growth. African American men in this category had the largest 
increase, from less than l percent to almost 3 percent. 

The proportion of white female employees in the Para-professionals category 
decreased from 79 percent in 1990 to 61 percent in 1993. This is a positive trend, however, 
given the concentration of women in lower-level positions. The proportion of people of 
color in the Paraprofessionals category increased from 17 percent in 1990 to 32 percent in 
1993. 

Female employees in the Skilled Craft category increased from 11 percent in 1990 to 
18 percent in 1993. This overall increase reflects both an increase in white female Skilled 
Craft employees from 0 to 12 percent and a decrease in African American women from 11 
to 6 percent. Care must be taken in interpreting these percentage changes, however, since 
fewer than 20 TWC employees were included in this category between 1990 and 1993. 

TWC employment trends in Table 4.1 show successful efforts toward workforce 
diversification. While the results vary with occupational category, TWC's workforce 
generally became more diverse during the period from 1990 to 1993. 

Texas Air Control Board Employment Trends 

T ACB experienced substantial program growth between October 1991 and August 
1993, increasing its size from 434 to 701 employees. Although such growth provided an 
opportunity to diversify its workforce, TACB remained an organization of predominantly 
white male employees. During this period, the proportion of women grew only from 37 to 
40 percent. The proportion of people of color grew even less, from 20 to 21 percent (see 
Table 4.2). 

However, T ACB did improve the diversity of its workforce in some occupational 
categories. The greatest increase in diversity from 1991 to 1993 occurred in the 
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Officials/ Administrators category. The proportion of women increased from 15 to 25 
percent, while that of people of color increased from 4 to 14 percent. The representation of 
white men decreased by 15 percentage points, while that of white women, women of color, 
and men of color each increased by 4 to 6 percentage points. Although T ACB employed no 
African Americans, no female Hispanics, and no other people of color as 
Officials/Administrators in 1991, by 1993 the agency employed both women and men from 
all three racial/ethnic minority groups in these positions. 

The Professionals category experienced gender trends similar to those in the 
Officials/ Administrators category. The number of women in this category increased from 
27 to 30 percent between 1991 and 1993, while the number of employees of color increased 
from 17 to 21 percent. White men in this category experienced a decrease of 5 percentage 
points during this period, while male African Americans, female African Americans, male 
Hispanics, female Hispanics, and total female employees each experienced an increase of 1 
or 2 percent. This occupational category had the greatest growth in the number of 
employees between October 1991 and August 1993, increasing from 260 to 426. This growth 
provided an unusual opportunity for T ACB to diversify its Professionals category during 
this period. 

The Paraprofessionals and Technical categories experienced the least racial/ethnic 
diversification during the time period analyzed. White employees dominated both 
categories in 1993, comprising 75 percent and 83 percent, respectively, of the employees in 
these categories. In the Paraprofessionals category, female white employees increased from 
52 percent in 1991 to 72 percent in 1993 while the proportion of all racial/ethnic minority 
groups and white men decreased during this period. The Technical category experienced 
increases only for white male and female employees; representation for all other 
racial/ethnic groups was either nonexistent or it declined. The proportion of African 
American men decreased from 10 percent to 3 percent, Hispanic men from 21 percent to 15 
percent, and Hispanic women from 3 percent to 0 percent between 1991 and 1993. No 
African American women were employed in the Technical category during this two-year 
period. 

TNRCC Workforce Profile 

At its creation on September 1, 1993, TNRCC had 2,476 employees (see Table 4.3). 
Reflecting the August 1993 composition of the TWC and TACB workforces, women 
comprised 44 percent and people of color 23 percent of TNRCC's workforce on that date. 
The progress that TWC and TACB made toward workforce diversity in the early 1990s gave 
TNRCC a foundation on which to build future diversity efforts. 

A comparison of TNRCC's employment utilization on March 31, 1994, with that on 
September 1, 1993, shows that the agency has been successful in further diversifying its 
workforce. On March 31, TNRCC had 2,558 employees and more than 500 additional 
authorized, but unfilled, positions. Its employees on that date included 55 percent women 
and 25 percent people of color. African Americans and Hispanics comprised more than 8 
percent and 12 percent, respectively, of the agency's workforce.8 These proportions 
represent significant increases in employee diversity over the first seven months of fiscal 
year 1994. While future TNRCC employment utilization trends cannot be predicted 
accurately, an analysis of the agency's workforce with respect to the employment utilization 
goals enacted by the 73rd Texas Legislature provides useful insights into the types of 
employees whom TNRCC should recruit and hire in order to meet its goals. 
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TNRCC Workforce Diversity Goals 

TNRCC's workforce at the start of fiscal year 1994 (September 1, 1993) fell short of 
the legislated goals for the 1994-95 biennium in several areas (see Table 4.4). Agency-wide 
utilization of women, Hispanics, and African Americans were under the legislated goals by 
11, 7, and 5 percentage points, respectively. Analysis of selected EEO occupational 
categories gives a more complete picture of TNRCC's workforce. 

In September 1993, TNRCC employed few women in the Professionals and Technical 
categories. The number of females in the Professionals category was 10 percentage points 
lower than the goals require. TNRCC also was 16 percentage points under the goal for 
female workers in the Technical category. In the other occupational categories, the 
utilization of female employees surpassed the legislated goals. Women comprised 92 percent 
of the Paraprofessionals category, which exceeded the goal by 37 percentage points, and 33 
percent of the Officials/ Administrators category, which exceeded the goal by 7 percentage 
points. 

TNRCC employed approximately the same percentage of Hispanics in the 
Officials/ Administrators category as the 1993 legislated goal required (8 percent). Agency
wide, however, TNRCC fell short of the goal for employment of Hispanics by 7 percentage 
points. In the Paraprofessionals category, Hispanics were underrepresented by almost 9 
percentage points. The number of Hispanics in the Administrative Support category (18 
percent) was even further below the legislated goals for this category. In the Professionals, 
Technical, and Skilled Craft categories, TNRCC surpassed the goals, employing a greater 
percentage of Hispanics in each of these categories than does the Texas labor market. The 
greatest utilization of Hispanics was in the Skilled Craft category, where Hispanics 
comprised 45 percent of the total employees and exceeded the legislated goal by 25 
percentage points. 

In September 1993, TNRCC was farthest from meeting the 1994-95 biennium goals 
for African Americans. The number of African Americans in the Professionals category 
fell short of the goal by only one percentage point, but the number of African Americans in 
the Paraprofessional category fell short by over 16 percentage points. The proportion of 
African Americans in each of the Technical and Skilled Craft categories must increase by 6 
percentage points in order to achieve legislated goals. While the current numbers of 
African Americans in the Officials/Administrators and Administrative Support categories 
met the workforce goals set by the 73rd Legislature, the loss of even a few employees could 
cause the agency to fall short of the goals in these areas as well. 

Conclusion 

In the early 1990s, TNRCC's predecessor agencies achieved limited success in 
diversifying their respective workforces. TWC experienced greater gains than T ACB in the 
numbers of women and people of color employed. However, T ACB did achieve broad 
gender and racial/ethnic diversity in the Officials/ Administrators occupational category. 

In its first year of existence, TNRCC has expanded the workforce efforts begun by 
TWC and T ACB. The agency must expand its efforts even further if it is to achieve current 
and future legislated goals for the employment of women, African Americans, and 
Hispanics in each of the agency's occupational categories. 
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Chapters 5 and 6 examine TNRCC's policies and programs for recruiting and 
retaining greater numbers of women and people of color. 
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Table 4.1 
Texas Water Commission Employment Utilization: 1990-1993 

OccuoaUonal Total Total White Black Hispanic Other 
Cate1ory Year Emoloyees Male Female Male Female Male Female Male Female Male Female 

Oftlclals/ 6/30/90 33 78.79% 21.21% 78.79% 21.21% 
Administrators 6/30/91 33 81.81% 18.18% 1S.16% 18.18% 6.06% 

6!30/92 so S6.00% 44.00% 44.00% 28.00% 8.00% 6.00% 4.00% 8.00% 2.00% 
8131/93 SS S0.91% 49.09% 38.18% 34.S5% 9.09% 5.4S% 3.64% 7.27% 1.82% 

Professionals 6/30/90 770 66.75% 33.25% S9.48% 29.61% 0.78% 1.69% S.06% 1.56% 1.43% 0.39% 
6/30/91 . 750 66.93% 33.07% S9.73% 29.47% 0.93% 1.47% 4.93% 1.60% 1.33% 0.S3% 
6/30/92 997 67.00% 33.00% S6.17% 27.78% 2.41% 2.31% 6.22% 2.21% 2.21% 0.70% 
8(31/93 1281 64.S6% 3S.44% 53.16% 28.18% 2.58% 2.89% 5.70% 3.12% 3.12% 1.2S% 

Para-Professionals 6130/90 29 3.45% 96.S5% 3.45% 79.31% 17.24% 
6/30/91 44 11.36% 88.64% 11.36% 68.18% 20.4S% 
6(30/92 71 9.86% 90.14% 9.86% S6.34% 11.27% 21.13% 1.41% 
8131/93 101 8.91% 91.09% 6.93% 61.39% 0.99% 8.91% 0.99% 20.79% 

Tecbnlcal 6130/90 91 72.53% 27.47% S2.1S% 18.68% S.49% 2.20% 14.29% .5.49% 1.10% 
6/30/91 71 78.87% 21.13% 49.30% 12.68% 9.86% 1.41% 19.72% .5.63% 1.41% 
6/30/92 6.5 72.31% 27.69% 46.1.5% 20.00% 7.69% 0.00% 18.46% 6.1.5% l.S4% 
8(31/93 84 69.0S% 30.9S% 46.43% 21.43% 4.76% 3.S7% 17.86% 4.76% 1.19% 

Skilled Craft 6/30/90 19 89.47% 10.53% S2.63% 10.53% 36.84% 
6/30/91 17 94.12% 5.88% S2.94% 5.88% 41.18% 
6/30/92 16 87.50% 12.S0% 43.75% 6.25% 6.25% 43.7.5% 
8131/93 17 82.3.5% 17.6.5% 41.18% 11.76% 5.88% 41.18% 

Administrative 6130/90 180 14.44% 8.5 . .56% 10.00% 62.78% 0.56% .5.56% 3.89% 16.67% 0.56% 
Support 6/30/91 179 12.29% 87.71% 7.82% 60.34% 0.56% 7.82% 3.91% 18.44% 1.12% 

6/30/92 208 9.62% 90.38% .5.77% 57.21% 0.96% 11.S4% 2.88% 20.67% 0.96% 
8131/93 237 10.S.5% 89.4S% .5.49% .54.43% 2.9.5% 14.77% 1.69% 18.99% 0.42% 1.27% 

Total 6130/90 1122 .57.93% 42.07% .50.00% 34 . .58% 1.07% 2.41% .5.88% 4.63% 0.98% 0.45% 
6/30/91 1094 57.40% 42.60% 48.99% 34.19% 1.5.5% 2.47% 5.94% .5.30% 0.91% 0.64% 
6/30/92 1407 .5.5.72% 44.28% 45.3.5% 32.98% 2.49% 4.20% 6.33% 6.26% 1..57% 0.8.5% 
8131/93 177.5 54.14% 4S.86% 43.27% 33.30% 2.82% 4.96% .5.7.5% 6.42% 2.31% 1.18% 

Sources: Texas Water Commission (TWC), "Employment Utilization Analysis: 6(30/90" (Austin, Texas, 1990); (TWC), "Employment Utili:iation 
Analysis: 6(30/91" (Austin, Texas, 1991); (TWC), "Employment Utili:iation Analysis: 6(30/92" (Austin, Texas, 1992); and (1WC), "Employment 
Utilization Analysis: 8/31/93" (Austin, Texas. 1993). 
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Table 4.2 
Texas Air Control Board Employment Utilization: 1991-93 

Occupational Total Total White Black Hisoanic Other 
Catesrorv Year Employees Male Female Male Female Male Female Male Female Male Female 

Ofricials/ 10/31~1 48 85.40% 14.60% 81.20% 14.60% 4.20% 
Administrators 6/30/92 68 75.00% 25.00% 70.59% 25.00% 1.47% 2.94% 

8/31/93 109 75.23% 24.77% 66.97% 19.27% 2.75% 0.92% 4.59% 1.83% 0.92% 2.75% 

Professionals 10/31/91 260 73.10% 26.90% 61.20% 21.50% 2.70% 1.90% 5.40% 1.50% 3.90% 1.90% 
6/30/92 351 73.79% 26.21% 60.40% 20.80% 3.99% 1.71% 6.27% 1.99% 3.13% 1.71% 
8/31/93 426 69.95% 30.05% 55.63% 23.47% 3.29% 2.82% 7.04% 2.11% 3.99% 1.64% 

Para-Professionals 10/31~1 27 18.50% 81.50% 11.10% 51.90% 3.70% 7.40% 3.70% 22.20% 
6/30/92 29 6.90% 93.10% 3.45% 65.52% 6.90% 2.06% .20.69% 
8/31/93 40 5.00% 95.00% 2.50% 72.50% 5.00% 2.50% 17.50% 

Technical 10/31/91 29 96.50% 3.50% 65.50% 10.30% 20.70% 3.50% 
6/30/92 26 92.31% 7.69% 84.62% 7.69% 7.69% 
8/31/93 34 88.24% 11.76% 70.59% 11.76% 2.94% 14.71% 

Skilled Craft 10/31/91 5 100.00% 80.00% 20.00% 
6/30/92 1 100.00% 100.00% 
8/31/93 3 66.67% 33.33% 33.33% 33.33% 33.33% 

Administrative 10/31~1 65 9.20% 90.80% 4.60% 64.60% 1.50% 9.20% 3.10% 15.40% 1.50% 
Suooort 6/30/92 88 13.64% 86.36% 7.95% 63.64% 2.27% 10.23% 3.41% 10.23% 2.27% 

8/31/93 89 11.24% 88.76% 8.99% 64.04% 2.25% 11.24% 11.24% 2.25% 

Total 10/31/91 434 63.37% 36.63% 52.32% 27.40% 2.76% 2.98% 6.01% 4.82% 2.34% 1.36% 
6/30~2 563 61.99% 38.01% 51.51% 29.66% 3.02% 3.02% 5.44% 3.91% 1.95% 1.42% 
8/31/93 701 60.48% 39.52% 49.07% 30.10% 2.86% 3.57% 5.99% 4.14% 2.57% 1.71% 

Sources: Texas Air Control Board (TACB), "Affinnative Action Plan" (Austin, Texas, October 31, 1991); (TACB), "Employment Utilization Analysis: 
6/30//92" (Austin, Texas, 1992); and (TACB), "Employment Utilization Analysis: 8/31/93" (Austin, Texas, 1993). 



Table 4.3 
TNRCC Employment Utilization: September 1, 1993 

Occupational Total Total White Black His1>anic Other 
Cateaory Year Emolovees Male Female Male Female Male Female Male Female Male Female 

Officials/ 9/1/93 164 67.07% 32.93% 57.32% 24.39% 4.88% 2.44% 4.27% 3.66% 0.61% 2.44% 

Administrators 

Professionals 9/1/93 1707 65.91% 34.09% 53.78% 27.01% 2.75% 2.87% 6.03% 2.87% 3.34% 1.35% 

Para-Profe~ionals 9/1/93 141 7.80% 92.20% 5.67% 64.54% 0.71% 7.80% 1.42% 19.86% 0.71% 

Technical 9/1/93 118 74.58% 25.42% 53.39% 18.64% 4.24% 2.54% 16.95% 3.39% 0.85% 

Skilled Craft 9/1/93 20 80.00% 20.00% 40.00% 10.00% 5.00% 40.00% 5.00% 

Administrative 9/1/93 326 10.74% 89.26% 6.44% 57.06% 2.76% 13.80% 1.23% 16.87% 0.31% 1.53% 
Suooort 

Total 9/1/93 2476 55.94% 44.06% 44.91% 32.39% 2.83% 4.56% 5.81% 5.78% 2.38% 1.37% 

Source: Texas Natural Resource Conservation Commission. "Employment Utilization Analysis: 9/1/93" (Austin. Texas. 1993). 



Table 4.4 
TNRCC Employment Utilization 

Relative to State Agency Diversity Goals: September 1, 1993 

Occupational Total Total Percent LePlative 
Ca~on · Employees Females Female Goal (1993) Utilization 

Off'acials/ Administrators 164 54 32.93% 26% 6.93% 
Prof~ionals 1707 582 34.()1)% 44% -9.91% 
Para-Professionals 141 130 92.20% 55% 37.20% 
Technical 118 30 25.42% 41% -15.58% 
Skilled Craft 20 4 20.00% 8% 12.00% 
Administrative Suooort 326 291 89.26% 84% 5.26% 
Total 2476 800 32.31% 43% -10.69% 

Occupational Total Total Percent LePlative 

Ca~on Employees Hisoanics Hisoanic Goal(l993) Utilization 

Off'acials/ Administrators 164 13 7.93% 8% -0.07% 
Prof~ionals 1707 152 8.90% 7% 1.90% 
Para-Professionals 141 30 21.28% 30% -8.72% 
Technical 118 24 20.34% 14% 6.34% 
Skilled Craft 20 9 45.00% 20% 25.00% 
Administrative Suooort 326 59 18.10% 32% -13.90% 
Total 2476 287 11.59% 18.50% -6.91% 

Occupational Total Total Percent LePlative 

Ca tee on Employees Blacks Black Goal(l993) Utilization 

Off'acials/ Administrators 164 12 7.32% 5% 2.32% 
Prof~ionals 1707 96 5.62% 7% -1.38% 
Para-Professionals 141 12 8.51% 25% -16.49% 
Technical 118 8 6.78% 13% -6.22% 
Skilled Craft 20 1 5.00% 11% -6.00% 
Administrative Suooort 326 54 16.56% 16% 0.56% 
Total 2476 183 7.39% 12.80% -5.41% 

Somces: Texas Natural Resource Conservation Commission, "Employment Utifuation Analysis: 9/1/93" (Austin, 
Texas, 1993); and Genentl Appropriations Act (S.B. 5), 73rd Leg., Reg. Sess. (1993). Sec. 99 (12). 

Note: Negative sign indicates cmrent utiliz.ation is below the legislative goal for the 1994-95 biennium. 
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Chapter 5. 

Recruiting and Hiring Women and People of Color in TNRCC 

A principal obstacle to achieving workforce diversity is that the number of women 
and people of color qualified for entry-level positions in technical and professional fields is 
relatively small. Although colleges and universities have succeeded in attracting more 
young women and people of color into technically oriented degree programs, the overall 
numbers of these students, especially in Texas, have increased only marginally. Educators, 
professionals, and employers must off er programs that encourage young people to pursue 
careers in technical fields. Moreover, given the low salaries in the public sector relative to 
the private sector and the poor public perception of government, successful state agency 
recruiting of women and people of color for entry-level technical and professional positions 
requires improved agency relationships with universities and improved information about 
university applicant availability for these positions. 

This chapter examines TNRCC policies, programs, and university-related 
opportunities associated with its efforts to recruit and hire a diverse workforce. First, the 
chapter reviews past TWC and TACB and current TNRCC recruiting and hiring practices 
and procedures. Second, it highlights TNRCC's new initiatives to improve recruitment into 
entry- and mid-level positions. Because many of these TNRCC activities are still evolving, 
statements in this section reflect agency practices as of spring 1994. The third section 
reviews career services activity at four Texas universities to illustrate ways in which 
TNRCC can enhance its campus recruiting efforts. The fourth section demonstrates, for 
these same four universities, how enrollment data can help TNRCC develop university 
recruiting strategies based upon the availability of potential female and racial/ethnic 
minority applicants. 

Interviews with former TWC and T ACB recruiting staff currently employed in 
TNRCC provided the information for the first two sections of the chapter. Project 
members obtained additional information from TWC's 1991 Affirmative Action Plan, 
TACB's 1992 Affirmative Action Plan, and the minutes of the TWC Minority Advisory 
Committee meetings between June 1990 and December 1991. Project members also 
interviewed TNRCC Human Resources (HR) Division staff, Equal Opportunity 
Development (EOD) Division staff, agency administrators, and hiring supervisors, and 
examined TNRCC documentation related to its new recruiting and hiring policies. 

Project members examined data and conducted interviews with officials from four 
public Texas universities: The University of Texas at Austin, Prairie View A&M 
University, Texas Southern University, and Texas A&M University-Kingsville. Factors 
leading to the selection of these universities included proximity to TNRCC headquarters in 
Austin, gender and racial/ethnic minority characteristics of the student population, and 
academic programs of study relevant to TNRCC. Project members obtained gender and 
racial/ethnic minority data by field of study and by university for fall semesters 1989 
through 1993 from the Texas Higher Education Coordinating Board. The technical and 
environment-related fields of study examined were recommended by senior TNRCC 
management. 
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Recruiting and Hiring Practices and Procedures 

Employer recruiting and hiring practices are both formal and informal. Formal 
practices are established activities that usually are centralized or coordinated through the 
employer's human resources division and include job fairs, internship programs, university 
recruiting trips, and hiring processes. Informal practices are decentralized activities that 
are separate from human resources procedures and programs. Such activities may occur 
through professional associations or through networks of friends. This section reviews 
TWC, T ACB, and TNRCC recruiting and hiring practices and procedures relevant to women 
and people of color. 

Past Recruiting Practices 

Texas Water Commission 

In the years immediately preceding the creation of TNRCC in September 1993, 
formal TWC recruiting practices were limited. Although TWC established diversity goals 
and a recruitment program through its Affirmative Action Plan, it gave little attention to 
the plan. The purpose of this recruitment program was to "identify minorities and females 
for vacancies in the areas of Officials/ Administrators and Professional positions.ni To 
accomplish the goals of the Affirmative Action Plan, TWC recruitment activities were to 
include the following strategies: 

1. issuing a statewide recruitment brochure; 

2. identifying program area recruitment needs with division directors; 

3. increasing participation by hiring managers in recruitment; 

4. targeting colleges and universities with high racial/ethnic minority and female 
enrollments; 

5. developing recruitment advertising strategies that would reach racial/ethnic 
minorities and women through target media; 

6. encouraging racial/ethnic minority networking and creating a recruiting resource 
list for district managers; 

7. obtaining information on citywide job fairs; 

8. creating a database from which managers could retrieve potential applicant 
information; 

9. participating regularly in job fairs; and 

10. providing internships for racial/ethnic minorities and women.2 

Despite the apparent comprehensiveness of these activities, project members' interviews 
with TNRCC Human Resources Division employees confirmed that TWC did not have an 
aggressive recruiting program. Reasons given included a lack of funds and limited TWC 
upper-management support.3 

60 



Although the TWC Human Resources Division was primarily responsible for 
recruiting, the Minority Advisory Committee was created in June 1990 to "assist in 
maintaining an active minority recruitment program" and to identify and refer potential 
candidates.4 The committee consisted of approximately 15 people, primarily racial/ethnic 
minorities in upper-management positions. The ambitious recruiting goals of this committee 
were not realized, however, and in December 1991 the committee "officially transferred its 
duties" to a new organizational management team called the Off ice of Government and 
Community Relations and Organizational Development/Special Programs.5 A member of 
TNRCC upper management stated that the committee was dissolved due to its lack of 
eff ectiveness.6 

Informal recruiting within TWC was the primary way new employees were brought 
into the organization. Division directors and hiring supervisors relied heavily on personal 
networks to fill vacancies. One division director who detailed problems with identifying 
and recruiting racial/ethnic minorities and women at the management level stated that 
networking was an effective way to target potential applicants. Through informal contacts, 
he successfully recruited and hired a manager of color from another state agency.7 Another 
division director stated that informal recruiting was an effective strategy for filling 
management positions but was not useful for recruiting employees for staff-level positions.8 

Texas Air Control Board 

Formal recruiting practices at T ACB preceding the September 1993 consolidation 
also were limited. This was likely due primarily to TACB's zero growth rate from 1980 to 
1990. With the passage of the federal Clean Air Act in 1990, however, T ACB entered a 
period of expansion and adopted more aggressive recruiting practices. 

A TNRCC employee formerly on the T ACB Human Resources Division staff 
provided project members with the 1992 T ACB Affirmative Action Plan; this was the only 
documentation obtained by project members that identified T ACB recruitment activities.9 

This plan's policy statement is broad in scope and ambition, stating that "it is the policy of 
the T ACB to recruit, hire, promote, reassess, compensate, and train for all job classifications 
without regard to race, color, religion, sex, age."10 

Yet the policy statement does not identify ways to achieve these affirmative action 
goals. The only specific activity mentioned is on-site visits to "junior, senior, and 
community colleges by Human Resources staff and/or job interviewers and participation in 
job fairs and planned career days."11 Moreover, despite this written goal, the agency was 
relatively unsuccessful in recruiting people of color and women. Limited funds, lack of 
management support, and the agency's low turnover rate inhibited the diversification of 
personnel and kept the agency from achieving its stated diversity goals.12 Without 
significant formal procedures and practices or informal networking, the Human Resources 
Division relied on hiring and promoting from within the agency, according to one program 
director.13 T ACB kept no data on the race/ethnicity or gender of the individuals hired 
from outside the agency for technical positions.14 

The 1990 Clean Air Act increased T ACB's responsibilities, which in turn created a 
large number of new positions and forced the agency to recruit more actively. T ACB's 
recruiting activities at colleges and universities increased with the need for more entry
level technical and professional employees. A TNRCC official who had served as a member 
of TACB's upper management commented that strong, informal networks developed during 
this period among technical students at some Texas colleges and universities. As this former 

61 



T ACB manager stated, nThe more hiring we did, the more networking that occurred among 
the students."15 

TNRCC Applicant Tracking System and Hiring Process 

Through fiscal year 1994, TNRCC continues to operate under the TWC and TACB 
affirmative action plans as it prepares its initial TNRCC plan. In addition, the TWC and 
T ACB human resources offices merged over a year in advance of the TNRCC consolidation. 
Thus, TNRCC recruitment and hiring activities during its initial year of existence 
generally have continued the past practices of TWC and T ACB. This section identifies 
TNRCC initiatives to streamline and improve these consolidated recruiting and hiring 
practices and procedures, especially with respect to applicant tracking and hiring. 

Under TNRCC's current applicant tracking system, the Human Resources Division 
gathers completed applications, copies of transcripts, resumes, and other documents from 
prospective employees. Application information is placed in the division's database, where 
it is stored for three years as required by state law. Because of the agency's policy of •one 
position per application," the applications of unsuccessful candidates for one position have 
not been used for other vacancies. During the time the applicant information is 
maintained, the files are basically inactive. The applications of all finalists for a position 
are kept for 60 days in case the new hire is terminated or accepts another position. This 
enables the agency to reconsider the finalists' applications rather than begin the process 
again.16 According to its current director, appointed in spring 1994, the Human Resources 
Division is exploring ways to increase the effectiveness of this tracking system.17 The 
Texas Comptroller's Office is expected to institute a new payroll/personnel system during 
1994 that all state agency human resources offices will use. The system should ease the 
processing of TNRCC employment-related reports.18 (By comparison, TACB had an 
automated application process but no form of applicant tracking; TWC processed its 
applications manually.)19 

Prior to consolidation, the TWC and T ACB human resources divisions each 
coordinated its respective agency's pre-employment activity. From application reviews to 
interviews, most contacts between the applicants and the agencies involved the staff of 
these divisions. Hiring supervisors interviewed candidates only after receiving completed 
applications and training on employment policies from the human resources staff. During 
the consolidation of the two human resources divisions, it was determined that such a 
centralized procedure made the hiring process unnecessarily long and inefficient.20 

The TNRCC hiring policy approved in January 1994 represents the agency's attempt 
to streamline this process.21 Much of the responsibility for hiring now rests with the hiring 
supervisors. The TNRCC Human Resources Division plays an advisory role, providing 
training upon request and a guide to statutory compliance. Hiring supervisors have primary 
responsibility for maintaining and documenting job vacancy files as well as for posting 
vacancies and screening, reference checking, interviewing, and selecting new employees. 
The agency's new policy document, The Hiring Process, offers hiring supervisors specific 
instructions on their expanded responsibilities. For example, the document discusses 
posting advertisements, handling pre- and post-interview contacts with applicants, and 
maintaining interview files. 22 
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In addition, The Hiring Process outlines seven primary hiring steps in TNRCC: 
meeting between Human Resources Division staff and hiring supervisor; posting request; 
Human Resources Division processing; applicant sc'reening; applicant interviews; selection; 
and new employee welcome.23 Hiring supervisors assume the lead for each step except the 
third one. The Human Resources Division can, if asked by hiring supervisors, take on more 
responsibility. Supervisors may request assistance in writing advertisements and in 
screening for minimum qualifications. However, the hiring process is extended by as much 
as two working days for every procedure that the Human Resources Division reassumes.24 

According to one TNRCC official, shifting hiring responsibility to supervisors 
should leave Human Resources Division staff more time to focus on workforce diversity.25 

However, another upper-level official indicated that this division is not solely responsible 
for enhancing workforce diversity; the recently created Equal Opportunity Development 
Division also will continue its efforts to diversify the TNRCC workforce.26 

TNRCC personnel not in the Human Resources Division generally are positive about 
the new decentralized hiring process, despite the added paperwork accompanying their new 
responsibilities, although one manager acknowledged that the new policy has not yet 
resulted in dramatic changes.27 Additional time, careful monitoring, and evaluation of the 
program are necessary to judge its success. 

New Recruitment Programs 

The TNRCC Human Resources Division administers several new recruiting programs 
that directly target women and people of color and that, in the long term, should increase 
the diversity of the TNRCC workforce. These programs include the Mickey Leland 
Environmental Internship Program and a Cooperative Education Program. 

Mickey Leland Environmental Internship Program 

The Mickey Leland Environmental Internship Program was established in fiscal year 
1992 by TWC, in partnership with TACB, the Texas Water Development Board, the Texas 
General Land Office, the Texas Chemical Council, the Texas chapter of the American 
Electronics Association, and numerous private companies.28 The mission of this program is 
to 

I. enhance recruitment effectiveness of minorities, women, and economically 
disadvantaged persons at colleges and universities; 

2. provide opportunities for merging academic study and practical application in the 
workplace; 

3. encourage students to pursue public administration, engineering, environmental, and 
science-related careers; 

4. raise awareness levels regarding environmental issues through student participation 
in internships; 
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5. foster relations between environmental agencies, corporations, and interns in 
promoting the protection of public health and the environment; and 

6. develop a diversified workforce within Texas' environmental agencies and private 
corporations by promoting employment opportunities for students exploring future 
professional opportunities in the environmental fields.29 

To be eligible, interns must be enrolled as juniors, seniors, or graduate students, and 
they must return to school full time in the fall following the internship. Program 
information is distributed through university placement centers and career fairs. Although 
TNRCC administers the program and supervises some interns, students also arc placed with 
other state agencies and with private companies. An advisory committee appointed by 
TNRCC and composed of TNRCC, industry, and university representatives is responsible 
for the selection process. TNRCC designates a mentor for each intern in the program; the 
mentor serves as a role model and oversees the intern's work activities. 

The first Leland Internship Program interns were selected in summer 1992, when 35 
interns worked with public and private organizations.30 In summer 1993, 60 students 
participated in the program. Of these, 27 percent (16) were men of color, 30 percent (18) 
were women of color, 23 percent (14) were white women, and 20 percent (12) were white 
men. The program advisory committee has recognized the need to increase the number of 
racial/ethnic minority applicants and interns in 1994 and subsequent ycars.31 

Because. the interns are students and the program is only two years old, it is difficult 
to assess the program's impact on TNRCC workforce diversity. Additionally, TNRCC does 
not yet have the capability to track Leland Internship Program interns either to assess the 
program or to maintain an applicant pool for future TNRCC recruitment, although the 
agency recognizes the need for such a tracking system.32 Nevertheless, TNRCC's visible 
role in administration of the program will likely enhance its future recruitment efforts. 

Cooperathe Education Program 

A TNRCC Cooperative Education Program, or Co-Op Program, was developed by the 
agency's EOD Division in spring 1994 as another effort to recruit a more diverse workforce. 
Within a few years, the Co-Op Program should provide an applicant pool of well-qualified 
women and people of color able to help meet TNRCC's technical recruiting needs. 

In formulating the Co-Op Program implementation plan and procedures, EOD 
Division employees worked with career services staff at more than 15 Texas colleges and 
universities. These institutions included Prairie View A&M University, Texas A&M 
University-Kingsville, Texas Southern University, The University of Texas at Austin, and 
Huston-Tillotson College.33 Two basic university cooperative education models were used 
in planning the TNRCC program: the alternating plan and the parallel plan. In the first 
plan, the co-op student alternates semesters of full-time college coursework and full-time 
off-campus co-op employment, with at least two semesters of full-time co-op work 
experience during the undergraduate degree program. Typically, co-op students' workplace 
assignments are integrated so that co-op "positions" are filled year round. In the parallel 
plan, co-op students work part time while concurrently attending college part time. 
Universities with parallel co-op plans typically place their co-op students in local businesses 
or agencies. All formalized university co-op programs require regular employment, 
achievement of performance standards, and satisfactory employer evaluations.34 
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As proposed by the EOD Division, each TNRCC division requesting a co-op student 
would submit a formal request to the EOD Division. Each request would include a 
budgeted position for the co-op student(s) assigned to that division, with the division 
determining whether the co-op position would be year round or only for specific semesters 
(including summer). A division has several incentives for allocating a position to co-op 
students. First, co-op students would be hired at the group 8, step 1, salary level, lower than 
the usual entry-level salary, thereby generating TNRCC salary savings. Moreover, hiring 
co-op students often enables a division to have an advantage in recruiting these students for 
regular employment after they complete their university degree programs.35 

In its spring 1994 plan, the EOD Division proposed that the TNRCC Co-Op Program 
be implemented in summer 1994. According to this plan, TNRCC division directors were to 
submit their requests for fall 1994 co-op students to the EOD Division by June 30; these 
requests were to include specifications of job requirements. During June and August, EOD 
Division staff would work with universities having operational cooperative programs to 
recruit students for the TNRCC Co-Op Program and coordinate interviews of prospective 
co-op students by TNRCC division directors. The first TNRCC Co-Op Program students 
would be appointed as temporary TNRCC employees as of September l, 1994. Each 
semester, beginning spring 1995, the EOD Division would solicit student and program 
evaluations and prepare an overall report on the Co-Op Program.36 Although the Co-Op 
Program plan subsequently was approved, implementation of the Co-Op Program has now 
been delayed, possibly until spring 1995.37 This delay should permit the development of a 
system to track TNRCC co-op students after they complete their assignments so that the 
agency can realize its long-term recruitment objectives for the program. 

Informal Internships 

In addition to the formal Leland Internship Program and Co-Op Program, TNRCC 
has encouraged its hiring supervisors to employ young women and people of color as 
summer interns and thus enhance diversity recruitment. Some managers identify potential 
interns through university professors, while other managers are contacted directly by 
students. Because managers are not required to fill out extensive paperwork, they have an 
incentive to use such informal arrangements. However, lack of such documentation and of 
a postinternship tracking system, combined with the fact that these interns cannot be 
distinguished from regular temporary employees on the payroll, currently make it 
impossible for TNRCC recruitment staff to determine whether informal internships are 
likely to foster greater TNRCC recruitment of women and people of color in future years.38 

TNRCC-University Recruiting Relationships 

Increasing the diversity of the TNRCC workforce, especially in entry-level technical 
and professional positions, requires that the agency successfully recruit well-qualified 
female and racial/ethnic minority graduates of colleges and universities, especially in 
Texas. This success depends in large measure on the extent to which undergraduate and 
graduate students in environment-related fields of study are knowledgeable about and 
interested in TNRCC employment and career opportunities. These students generally learn 
about state agency (including TNRCC) programs and employment through job postings and 
local media as well as university-related programs (e.g., campus job fairs). TNRCC 
recruitment initiatives such as the Leland Internship Program and the Co-Op Program also 
inform university students about the agency's employment opportunities for women and 
people of color. 
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Nevertheless, if TNRCC is to achieve its workforce diversity goals, it must enhance 
its entry-level recruitment of women and people of color from universities. This section 
reviews career services activity at four Texas universities with significant numbers of 
women and people of color: The University of Texas at Austin, Prairie View A&M 
University, Texas Southern University, and Texas A&M University-Kingsville. These 
institutional profiles identify potentially useful university relationships needed by TNRCC 
to strengthen its recruitment of women and people of color with entry-level technical and 
professional qualifications. 

The Unhersity of Texas at Austin 

Located in the state's capital city, The University of Texas at Austin (UT Austin) 
serves over 49,000 students. It offers degrees in 281 programs, including professional 
degrees in law, education, pharmacy, business, engineering, and public affairs. Fall 1993 
enrollment consisted of 47 percent women and 53 percent men. African Americans and 
Hispanics comprised 15.4 percent of the total student population -1,830 African American 
students and 5,777 Hispanic students.39 

Twenty active career services or career planning offices exist at UT Austin, serving 
students at all levels -undergraduate, graduate, and professional. Each office provides 
information about possible careers and offers professional services such as resume writing 
workshops and mock interview sessions. Students are encouraged to register with their 
respective centers nine months before graduation.4° Federal and state agencies, as well as 
private firms, can improve the effectiveness of their recruitment strategies by registering 
with UT Austin career services offices. Employer representation at career fairs and 
employer descriptions in profile books give UT Austin students firsthand knowledge about 
the registered companies and agencies and involve minimal employer cost and time. 
Services provided by the career services offices not only increase campus awareness about 
employers' programs and employment opportunities but also help employers recruit in a 
more systematic and thorough way. 

Currently, TNRCC is a relatively invisible potential employer among UT Austin 
students and faculty. Little is known on campus about what TNRCC is or does. In order to 
understand ways in which TNRCC could link its recruitment strategies more effectively 
with UT Austin resources, project members interviewed personnel in three major campus 
career services offices: the Liberal Arts Career Services Center, the Career Services Office 
of the College of Business Administration, and the Engineering Career Assistance Center. 

These career services offices share a number of characteristics. They all assist 
students with career counseling, interviewing skills, and resume preparation; provide 
employer information to students and student information to employers, including state 
agencies, in both printed and electronic form; register students and employers interested in 
using the offices' services; and plan and conduct special events to enhance employer 
recruitment and student placement. At the same time, these offices also reflect the special 
needs of their respective academic areas. The following summaries of each office highlight 
information of potential use to TNRCC. 

Liberal Arts Career Services Center 

The Liberal Arts Career Services (LACS) Center opened in 1990. Its function is to 
serve as a conduit between employers and students during the job search, not to place 
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to state and federal government agencies, following up with telephone calls as time and 
resources permit. Most employers respond by sending the center job descriptions of entry
level positions and other information. By contrast, the only response the center received 
from the Texas Water Commission in 1993 was an application for employment. If TNRCC 
is interested, the center is willing to assist the agency in increasing student awareness of 
TNRCC employment opportunities and in meeting the agency's workforce diversity hiring 
needs.41 

Students registering with the LACS Center must do so nine months before their 
graduation date. They must attend an orientation session and provide the office with 20 
copies of a one-page resume, a data sheet for the on-line database, and a signed agreement 
between the center and the student.42 Employers participating in on-campus recruitment 
receive resumes that have already been screened for minimum qualifications. The LACS 
Center orchestrates the interview scheduling by providing professional facilities and 
ensuring that the students are prepared for their interviews. 

In addition to ongoing services, the LACS Center sponsors a Career Expo each 
February. However, the center had no record of participation by T ACB or TWC. Students 
using the center generally do not view state agencies as viable employers due to the lack of 
information provided by state agencies and their lack of involvement in the Career Expo.43 

The LACS Center does not track the career paths of students on a yearly basis, 
largely due to limited staff and funds. However, the center did track students who 
graduated in December 1991 and May 1992 and plans to conduct a similar study in summer 
1994. Of the student respondents who used the center, 70 percent were employed by private 
enterprise. Employed former students reported that the center was a successful resource for 
finding employment. Although not every student found a job through the center, its 
services received high marks, especially the interviewing experience. Students also reported 
that they were interested in having the center provide more internship opportunities.44 

Career Services Of /ice of the College of Business Administration 

The Career Services Office (CSO) is a sophisticated operation, given the college's 
high national ranking and size (third largest in the United States, with 5,200 
undergraduates enrolled).45 Hundreds of companies and agencies participate annually in 
on-campus interviews and career fairs. Each year more than 800 seniors formally sign up 
with CSO. Many more students participate in the office's programs, however, since all 
students in the college pay a $75 career services fee each academic term.46 CSO assists 2,500 
Bachelor of Business Administration (B.B.A.) students, Master of Business Administration 
(MB.A.) students, Master of Public Accounting (MP.A.) students, and alumni each year and 
annually arranges over 13,000 interviews with 400 different companies.47 

Due to the volume of students who use CSO services, the staff finds it difficult to 
track the placement success of undergraduates. Nor does CSO keep annual tracking 
information on MB.A. graduates. However, the office tracks recent M.B.A. graduates and 
boasts an 87 percent placement rate by May of the graduating year. It also surveys the 
students and, when resources permit, compiles data demonstrating success in placing 
graduates. Responses from past surveys indicate that a very high percentage of M.B.A. 
graduates seek employment in the private sector.48 
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Although many business students have expressed interest in working in the 
environmental field, few environmental companies or agencies participate in events 
sponsored by CSO. To increase such participation, the UT Austin Graduate School of 
Business has launched the Environmental Marketing Research Institute. The institute 
offers a graduate degree in natural resources and environmental management and is 
popular with both students and employers. 

CSO has no information about the recruitment priorities of TNRCC or its 
predecessor agencies. Each year, CSO hosts an Austin Business Reception to which state 
agencies are invited, but these agencies have chosen not to attend. This lack of 
participation may reflect the agencies' (including TNRCC's) perception that they cannot 
compete with salaries offered by private companies.49 

Engineering Career Assistance Center 

The philosophy of the Engineering Career Assistance Center (ECAC) is •to assist the 
engineering graduate to become aware of professional career alternatives and to prepare for 
the job search." ECAC requires current engineering students and recent graduates to 
register to be eligible for on-campus recruiting and to pay a flat fee for the use of ECAC 
services. Students must submit their resumes on disk in a standardized format. Recruiters 
then have access to resumes via master files, resume books, or direct distribution of the 
disks. In addition to its full range of standard services, ECAC compiles an annual graduate 
resume book for distribution to companies seeking to employ MS. and Ph.D. graduates.50 

College of Engineering students are required to submit a Graduate Information 
Form with their applications for graduation. Statistics compiled from these forms include 
percentages of students accepting employment, pursuing graduate studies, or remaining 
unemployed. 51 

Each year, hundreds of companies conduct on-campus prerecruitment and 
recruitment meetings and interviews with prospective engineers. Although many of these 
companies also conduct business in some form with TNRCC, the only state agency listed in 
ECAC's placement manual is the Texas Department of Transportation.52 

The College of Engineering has developed two primary programs to increase the 
participation of women and people of color in engineering fields -the Women in 
Engineering Program and the Equal Opportunity in Engineering Program. Each program 
specifically addresses recruitment and retention issues and promotes education and 
employment opportunities for these underrepresented groups. The programs could be used 
by TNRCC to increase student knowledge about and interest in the agency. The Women in 
Engineering Program also offers a volunteer mentoring program in which women engineers 
serve as advisors and role models to undergraduate and graduate students. At least one 
TNRCC staff member is currently involved in the program; increased participation by 
agency staff would strengthen TNRCC ties with the College of Engineering and enhance its 
recruitment efforts.53 Other College of Engineering student organizations that could serve 
as recruiting resources for TNRCC are Pi Sigma Pi, an engineering honor society that 
provides guest speakers to serve as role models and assists students in the area of 
professional development; the Society of Women Engineers; and two student groups 
committed to community service projects, including assisting peers in their academic work 
-the National Society of Black Engineers and the Society of Hispanic Professional 
Engineers. 
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Prairie View A&M U nhersity 

Located close to Houston, Prairie View A&M University is a component of the Texas 
A&M University System. It has a predominantly African American enrollment of 5,600 
students, evenly divided between men and women. The university offers a variety of 
undergraduate degree programs, including a large College of Engineering and Architecture 
program. It also offers a small number of graduate programs in agriculture, home 
economics, applied music, biology, chemistry, English, mathematics, sociology, history, 
economics, business administration, education, school administration, and engineering.s4 

Prairie View A&M University has a reputation for providing placement services for 
all of its graduates. Students receive a full range of services from the Career Planning and 
Outreach Office. In addition, the Corporate, Government Relations, and Student Services 
Office of the College of Engineering and Architecture provides career planning specifically 
for its students. 

Career Planning and Outreach Office 

This office provides students with an on-campus interview program, career planning 
workshops, job search seminars, a career information library, resume preparation assistance, 
and advising, counseling, orientation, and referral services. In order to take advantage of 
these services, students must complete a data sheet and submit a resume, letters of 
recommendation, and transcripts.ss 

For 20 years, the Career Planning and Outreach Office has conducted Training to 
Launch Your Career (TLC) workshops to enhance students' skills and knowledge in resume 
writing, interview techniques, and follow-up procedures. Corporate and government agency 
volunteers conduct miniseminars addressing these topics and answer students' questions 
about employment. Over 100 officials from government and industry are invited to 
participate annually. This program enables students to improve their job search skills, 
while allowing employers the opportunity to develop a positive image on campus. Company 
executives also are invited to visit the university and teach sophomore- and junior-level 
classes. Currently, vice presidents from General Electric, General Motors, and Hallmark are 
active participants. 

The Career Planning and Outreach Off ice hosts three large career fairs each 
academic year. The first career fair takes place in the fall, with over 150 companies and 
agencies invited. The next career fair is focused on business and is held in January. The 
third career fair, in February, is open to government agencies and small businesses. Of all 
the Texas state agencies that participate in these fairs, the State Auditor's Office is the most 
successful at recruiting students. It follows through effectively on initial student contacts 
and also reinforces its relationship with Prairie View A&M University by sending 
university alumni back as recruiters. Other state agencies that have participated in 
previous career fairs include the Texas Department of Transportation, the Texas Railroad 
Commission, the Texas Parks and Wildlife Department, and the Texas Department of 
Agriculture. s6 

By contrast, the Career Planning and Outreach Office has not had good experiences 
relative to the participation of TNRCC and its predecessor agencies in these career fairs. In 
February 1994, for example, a TNRCC representative was scheduled to be present at the 
Government and Small Business Career Fair, but neither showed up nor called. Thus, the 
office is now uncertain about TNRCC's interest in working with the university on 
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recruitment activities, and Prairie View A&M University students do not view the agency 
as a viable employer.57 

An employer interested in establishing an internship for Prairie View A&M 
University students can attend one of the university's career fairs. Alternatively, it can 
provide the Career Planning and Outreach Office with specific details of the proposed 
internship, including the type of project the student would be assigned and the 
requirements of the company. These specifications might include grade point average, 
coursework, motivation of the student, and time available for work. The university relies 
on faculty from appropriate departments to review the internship description and to assist 
in identifying students who best meet the requirements of the employer. Faculty and staff 
often visit the employer to examine the suitability of the work environment for students. 
After the internship is approved by the university, the Career Planning and Outreach 
Off ice promotes it with students. 

Cooperative education programs are still another way in which employers have 
developed good relationships with Prairie View A&M University. The university currently 
administers well over 100 co-op programs. Its most successful co-op programs have a 
meaningful work experience and on-site support for the student; the latter is best 
accomplished through a mentoring arrangement. Student reports on their co-op experiences 
are a determining factor in maintaining a co-op program with an employer. Establishing a 
co-op program also is relatively easy. Starting with an internship program often is the best 
approach. If an employer wants to create a co-op program and provides all the relevant 
information, the Career Planning and Outreach Off ice can prepare a program proposal in 
less than a week. The same university review and approval process described for the 
internship programs applies to the co-op program.58 

The Career Planning and Outreach Office collects employment data on graduating 
seniors and alumni. The day before graduation, graduating seniors are asked to fill out a 
survey specifying their plans after graduation. Students who do not respond or have no job 
at the time of graduation are contacted by telephone 60 to 90 days later. The university's 
alumni affairs director contacts these same students with follow-up surveys one year and 
five years after graduation.59 

Corporate, Government Relations. and Student Services Office of the College of Engineering and 
Architecture 

The Corporate, Government Relations, and Student Services Office works with the 
Career Planning and Outreach Office but offers a broader range of services, including 
tutorial help, for engineering and architecture students. In order to interview students on 
campus, companies and agencies must register with the Career Planning and Outreach 
Office. However, if an employer specifically wants to recruit an engineering student, it 
also must register with the Corporate, Government Relations, and Student Services Office. 
Because this office works directly with engineering students, it is better able to alert 
employers to potential engineering interns and co-op program participants.60 

The Corporate, Government Relations, and Student Services Office assists the 
College of Engineering and Architecture in sponsoring several special events. An annual 
symposium has as its main goal the presentation of technical papers; however, a small 
number of companies and government agencies also are invited to attend. This is an 
opportunity for agencies to gain visibility and to recruit informally. Another major event 
in the college is the annual Alumni Days, a time for graduates to come back and talk 
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candidly to students about their professional work experiences. Student groups are actively 
involved in this event, which is an excellent networking opportunity. Workshops, seminars, 
and informal mixers are among the activities offered. The Dean's Office spends between 
$25,000 and $30,000 annually on this event.61 

One of the active student organizations in the College of Engineering and 
Architecture is the National Society of Black Engineers (NSBE). State agency officials are 
periodically invited to speak at NSBE meetings. The college also hosts a chapter of the 
Society of Women Engineers (SWE), although it is less active than NSBE.62 

The Corporate, Government Relations, and Student Services Office has had good 
recruitment-related experience with the Texas Department of Transportation. Its staff visit 
the campus frequently and hold workshops for students. The office has had no significant 
contact with TNRCC, even though private firms from all over the United States recruit 
Prairie View A&M University engineering students.63 

Texas Southern University 

Texas Southern University (TSU), located in Houston, is an historically African 
American university. Approximately 80 percent of its students are African American, with 
other racial/ethnic minority and international students comprising 18 percent of the 
population. White students make up the remaining 2 percent.64 Although TSU attracts a 
number of out-of-state and international students, the majority of its students are Texas 
residents, many from the Houston area.65 

The university offers undergraduate degrees in the School of Technology, the 
College of Arts and Sciences, and the College of Pharmacy and Health Sciences. There are 
also graduate programs in science and in business.66 The College of Pharmacy and Health 
Sciences is exploring a graduate degree program in Environmental Health. Students in the 
School of Technology and the College of Pharmacy and Health Sciences have skills that are 
especially relevant to TNRCC's employment needs. 

Cooperative Education and Placement Services Office 

Career services, including a job location and development program, are offered to all 
TSU students by the Cooperative Education and Placement Services Office. Interviewing 
skills, resume writing, and career planning are taught in Interview Preparation Workshops. 
Written information on improving job search skills is available through the office. 

The university's major recruitment activity is its annual fall career fair. A wide 
range of businesses, state agencies, and institutions of higher education are invited to the 
university to discuss employment and educational opportunities with students. Employers 
also schedule on-campus interview sessions throughout the school year. During those 
sessions, TSU graduates often return to recruit, share experiences, and give advice to 
current students.67 The Alumni Relations Office coordinates graduate networks and 
sponsors alumni associations in major cities and in foreign countries.68 

Students in each department participate in preprofessional organizations that 
provide educational seminars, bring in speakers from the field, and off er information on 
internships, fellowships, and employers. The school also maintains relationships with such 
professional organizations as the National Association for Industrial Technology, the 
National Environmental Health Association, the Texas Environmental Health Association, 
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and the Associated General Contractors Club. Some of these groups provide financial 
assistance to students.69 

The Cooperative Education and Placement Services Office administers an internship 
program open to all TSU students who register with the office. Students and academic 
departments can arrange new internship opportunities and register them with the office for 
future use by other students.70 Internships are encouraged in all technical fields. The 
Department of Environmental Health. which requires an internship. maintains internship 
and cooperative program arrangements with The University of Texas at Houston Health 
Sciences Center. the U.S. Environmental Protection Agency. Harris County. and private 
firms. In the last three years. a number of TSU students in the Department of 
Environmental Health have applied to TNRCC's Mickey Leland Environmental Internship 
Program.71 

The Cooperative Education and Placement Services Office also administers the 
university's co-op program. The service is free and available to students in good standing 
who have at least 30 semester hours of TSU credit. Each co-op student is assigned to a paid 
position for which he or she also receives course credit. Civil engineering technology. 
environmental engineering technology. chemistry. and computer science are among the TSU 
degree programs that particularly seek to develop co-op programs and permanent 
employment in city. county. state. and federal government agencies.72 

Texas A&:M University-Kingsville 

Formerly named Texas A&I University. Texas A&M University-Kingsville joined 
the Texas A&M University System in 1993. This small. state-supported institution has an 
enrollment of 6,500 students. most of whom are local residents. Texas A&M University
Kingsville has five undergraduate divisions: the College of Engineering. the College of 
Arts and Sciences. the College of Business. the College of Education. and the College of 
Agriculture and Human Sciences.73 It also has graduate programs in engineering. education. 
the arts. business. and science. The university is primarily a minority institution; Hispanic 
students comprise approximately 72 percent of its population. African Americans 2 percent, 
and whites 24 percent.74 The ratio of men to women at the university is one to one.75 

The university's Office of School Relations does not aggressively recruit students of 
color, because the majority of people in the region are Hispanic. Recruiters make annual 
trips to high schools in San Antonio. the Rio Grande Valley, and El Paso. With the 
exception of the College of Engineering, the university has no admissions requirements. 
Students who are interested in engineering but who do not meet the college's minimum 
requirements may enroll in pre-engineering programs in one of the other four 
undergraduate colleges. with the possibility of transferring into the College of Engineering 
at a later date.76 

Career Services Center 

The Career Services Center (CSC) provides employment assistance to all Texas A&M 
University-Kingsville students who complete a generic job application and submit a resume, 
transcripts, and letters of reference. Once a student begins an employment search. the 
center maintains a record of employment interviews. Services include an on-campus 
interview program with the focus on corporate recruitment. workshops on resume writing 
and interviewing techniques. and a career information library.77 
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In December 1993, CSC established a new alumni tracking system. Six months to one 
year after graduation, students receive a reply card that requests information on 
employment status and salary. Once employed, a student's name is taken off the list of 
graduates seeking employment and is placed in the alumni database. While graduates are 
not tracked after this point, they often contact CSC with employment status updates. Prior 
to implementation of the trackin~ system, students only completed a form regarding their 
employment status at graduation. 8 

In fall 1993, approximately 25 companies and agencies recruited College of Business 
and College of Engineering students. An additional 20 to 30 firms interviewed students 
from the College of Arts and Sciences. Approximately 80 percent of engineering 
undergraduates pursue careers in the private sector, while the other 20 percent work in the 
public sector or pursue a graduate degree.79 

Texas A&M University-Kingsville faculty play an integral role in job placement as 
well as in co-op and internship assignments. Many co-op assignments are initiated through 
professional contacts of faculty members. Professors also are helpful in identifying 
qualified student candidates.80 

Established in the mid-1980s1 Texas A&M University-Kingsville's co-op program is 
small but rapidly growing. CSC is actively seeking new agencies and companies for the 
program. To arrange a co-op program with the university, an employer must submit a letter 
of agreement describing the position(s) offered and the expectations of the employer. A co
op agreement between an employer and CSC can be set up in as little as two weeks, 
including time to post positions and find qualified students. Each student in a co-op 
position has a supervisory faculty member during the work assignment. CSC also 
encourages participating firms to designate a staff person who can serve as the student's 
mentor and advocate. CSC staff may conduct on-site visits to ensure that the assignment is 
satisfactory for both parties.81 As many students prefer to stay in Texas to complete their 
co-op assignments, co-op programs with state agencies like TNRCC would attract a large 
number of applicants.82 

Texas A&M University-Kingsville does not have a formal internship program, 
although many students participate in internships, primarily in the summer. The students 
may receive credit for their assignments. Internships often are developed by the students 
themselves or through inquiries by employers.83 An agency can establish an internship with 
the university in the same manner that it initiates a co-op program, namely, by submitting a 
letter of agreement to CSC outlining the internship available and the conditions of 
employment. 84 

Until spring 1994, CSC held one general job fair annually. The 1993 fair attracted 
over 90 companies and agencies and was attended by 1,200 students. The job fair in March 
1994 attracted approximately 125 firms and agencies. The center plans to off er two job 
fairs per year in the future: a spring event focusing on careers in education and a fall fair 
for all other majors.85 In addition to job fairs, almost all companies and agencies that 
recruit on campus provide information sessions to interested students. Although these 
presentations are open to all students, some employers target specific student organizations 
(e.g., the Society of Hispanic Professional Engineers).86 

Recruiting and job placement efforts vary greatly among the student organizations 
at Texas A&M University-Kingsville. The Society of Hispanic Professional Engineers 
(SHPE) coordinates an aggressive placement program through the CSC. SHPE invites 
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recruiters to its monthly meetings and encourages its members to participate in internships 
and co-op assignments.87 Other student organizations, including the Society of Women 
Engineers and the Black Student Union, are interested in expanding their interactions with 
employers as well.88 

The state agencies that recruit most actively on the Texas A&M University
Kingsville campus are the Texas Attorney General's Office, the Texas Comptroller of 
Public Accounts, and the Texas Department of Transportation. Because of their 
longstanding ties to the university and their campus visits every semester, these agencies 
have name recognition with the students. In addition, alumni who were hired by these 
agencies are now returning to recruit, further strengthening the links between their state 
employers and the university.89 TNRCC has begun giving priority attention to developing 
its relationships with CSC and Texas A&M University-Kingsville students, especially for 
the Mickey Leland Environmental Internship Program and regular employment 
possibilities.90 Two College of Engineering programs interested in greater collaboration 
with TNRCC are the Women and Minority Engineering Program and the Alliance for 
Minority Participation.91 

University Applicant Availability 

In order to recruit and hire more women and people of color for entry-level 
technical and professional employment and for special programs (e.g., the Leland Internship 
Program), TNRCC must strengthen its relationships with Texas universities and their career 
services offices. The previous section described career services activity at four Texas 
universities having large numbers of female and racial/ethnic minority students. These 
institutional profiles illustrate opportunities for expanded TNRCC relationships with any 
university it targets in its recruitment plans. 

The question is how TNRCC should decide which universities to target. The 
agency's recruitment staff is limited in size and cannot give equal attention to all Texas 
universities and to all their students. The TNRCC recruitment and hiring strategy needs to 
identify and focus on universities that have substantial numbers off emale and 
racial/ethnic minority students and graduates as well as large numbers of such students 
majoring in environment-related fields of study. This section examines senior-level 
enrollment data at each of the four universities profiled in the previous section, by gender 
and race/ethnicity, in major areas of study selected by TNRCC senior management. 
Although these data are only illustrative, they (and similar annual data for other Texas 
universities) can provide TNRCC with university-specific information about the numbers 
of undergraduates, by race/ethnicity and gender as well as major, who are likely to 
graduate and to be looking for employment in the next 12 months. Annually reviewing 
these data from a broad range of Texas (and selected out-of-state) universities can help 
TNRCC identify available applicants for agency positions. This section also notes 
techniques for more detailed analysis of the characteristics of potential applicants in any 
selected major area of study. 

Total Undergraduate Enrollments 

A useful first step in identifying which universities TNRCC might include in its 
recruiting plans is to compare total undergraduate female and racial/ethnic minority 
students at several institutions for each of the past five years. Table 5.1 at the end of this 
chapter, provides these data for the four previously selected universities. 
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It is important to look at institutional enrollments for specific groups of students, 
not simply total institutional enrollment. For example, even though The University of 
Texas at Austin has many more female students (and total students) than each of the other 
three universities in Table 5.1, Texas A&M University-Kingsville has almost as many 
Hispanic students as UT Austin has -and Texas Southern University and Prairie View A&M 
University each has substantially more African American students than UT Austin does. 

In addition, while the number of African American undergraduate students declined 
slightly or stayed about the same between 1989 and 1993 at UT Austin and Prairie View 
A&M University, the number of African American students at Texas Southern University 
increased about 30 percent -and the increase in African American women at Texas 
Southern University was even more dramatic. Thus, if TNRCC chooses to target the 
recruitment of African American women, it might consider directing more recruiting 
resources toward Texas Southern University. These types of institution-wide data, which 
TNRCC could obtain on any Texas public university and college, are easy to use and can 
help identify the subset of universities about whose students it would be worthwhile for the 
agency to learn more. 

Senior Enrollments in Environment-Related Majors 

Once TNRCC has identified universities for general recruitment efforts, it could 
review the numbers of seniors in selected majors, by gender and race/ethnicity, to identify 
specific targets for increased recruiting efforts by TNRCC program and recruiting staff. 
Tables 5.2-5.5 (also at the end of the chapter) include, for each of the four universities, a 
five-year trend analysis of the number, gender, and race/ethnicity of seniors enrolled in 11 
fields of study viewed by TNRCC senior management as relevant to agency job 
requirements and recruitment priorities. Some majors do not appear in all the tables 
because the university either does not off er the degree or had no seniors with the major 
during 1989-93. (Annual fall semester data on undergraduate and graduate degrees 
conferred in these areas of study, by gender and race/ethnicity, also are available from the 
Texas Higher Education Coordinating Board but are not analyzed in this report. See 
Appendix C for illustrative printouts of these additional data.) 

Tables 5.2-5.5, collectively and individually, off er useful insights regarding the 
targeting of TNRCC campus recruitment efforts. For example, at Prairie View A&M 
University, all six majors showed increases in the number of African American seniors with 
these majors from fall 1992 to fall 1993, even though the total undergraduate African 
American enrollment at that institution stayed about the same (Tables 5.1 and 5.3). It will 
be important in late 1994 and early 1995 for TNRCC to compare the fall 1994 senior 
enrollments at Prairie View A&M University with those of fall 1993 to see if the increases 
of the past year, especially in the engineering areas, are sustained. If so, TNRCC should 
recognize this increased applicant availability as it develops its 1995 recruitment plans. 

The Texas Southern University data also are interesting (Table 5.4). Although the 
university does not have undergraduate engineering majors, the number of its African 
American chemistry seniors increased significantly in fall 1991 and has held steady since 
then -and also has remained significantly greater than the number of chemistry seniors at 
Prairie View A&M University. While the number of seniors in each of the seven majors at 
Texas A&M University-Kingsville remained relatively constant between 1989 and 1993, 
nevertheless about 50 Hispanic students annually receive undergraduate engineering 
degrees from this institution, justifying the greater attention that TNRCC recruitment staff 
began to give this university in 1994. 
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Each of the majors in Tables 5.2-5.5 can be analyzed in greater detail to highlight the 
availability of potential female and racial/ethnic minority applicants for TNRCC positions. 
To illustrate, Figures 5.1-5.3 (at the end of the chapter) summarize the gender and 
racial/ethnic characteristics of UT Austin chemical engineering seniors for the past five 
fall semesters (Table 5.2). These figures show that there were 10 or fewer African 
American seniors enrolled in chemical engineering each of the five years analyzed (Figure 
5.1); the number of Hispanic chemical engineering seniors enrolled grew slowly but steadily 
between 1991 and 1993, but so did the gap between numbers of Hispanics and African 
Americans (Figure 5.1); the number of female chemical engineering seniors doubled from 
1989 to 1993, but this number was only slightly more than one-half the number of senior 
men (Figure 5.2); and in 1993, white women comprised almost two-thirds of the female 
seniors majoring in chemical engineering (Figure 5.3). 

Conclusion 

TNRCC faces significant challenges in recruiting and hiring greater numbers of 
women and people of color, especially in technical and professional positions. Internally, 
the agency has begun to strengthen and expand its past and current recruiting and hiring 
practices. Its new programs for university students, especially the Mickey Leland 
Environmental Internship Program and the Cooperative Education Program, should 
contribute significantly to the maintenance of a long-term agency applicant pool. But these 
student programs, as well as agency efforts to recruit university graduates as regular 
employees, require that TNRCC commit itself to creating and sustaining effective external 
relationships with universities and other sources of applicants as well as to improving 
internal agency practices. 

It is important that TNRCC implement and maintain a more systematic university
f ocused recruiting strategy. To do so, TNRCC needs to identify and target for recruitment 
those Texas (and out-of-state) universities that offer fields of study necessary to carry out 
TNRCC's mission and that enroll women and people of color in these degree programs. In 
addition, TNRCC needs to develop an ongoing, long-term relationship with these 
universities through their career services offices as well as through student groups and 
faculty. The agency must inform and excite students about TNRCC employment 
opportunities, as well as track their professional development and recruit them. 

This chapter examined these recruitment elements, emphasizing the types of 
relationships and the applicant-related university enrollment data needed by TNRCC to 
build strong and active linkages with universities. This report does not select the 
universities, major fields of study, or university offices around which TNRCC should build 
its strategy. Rather, this chapter illustrates, through institutional profiles and data, the 
types of information that are relevant to TNRCC recruitment needs. TNRCC management, 
in turn, needs to designate clearly which division has lead responsibility for the agency's 
university recruiting activity -and then support fully the responsible division director. 

Strong and effective recruiting and hiring policies and relationships are necessary 
but not sufficient to achieve TNRCC workforce diversity. TNRCC also must retain its 
female and racial/ethnic minority employees. Chapter 6 addresses this agency retention 
challenge. 
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Table 5.1 
Total Undergraduate Enrollment by University 

University and Year GRAND TOTAL WlllTE AMER. INDIAN AFR.AMER. ASIAN IUSPANIC 
Meo Women Total Meo Women Total Meo Women Total Meo Women Total Meo Women Total Meo Women 

Prairie View A&M Univ. 
Fall'93 2,412 2,564 4,976 115 144 259 1 0 1 2,228 2,372 4,600 31 18 49 37 30 
Fall'92 2,469 3,052 5,521 154 680 834 0 1 1 2,253 2,328 4,581 24 11 35 38 32 
Fall'91 2,355 2,475 4,830 123 164 287 2 2 4 2,166 2,272 4,438 27 10 37 37 27 
Fall '90 1,986 2,266 4,252 122 151 273 0 1 1 1,808 2,072 3,880 24 7 31 32 35 
Fall'89 2,361 2,634 4,995 160 151 311 2 2 4 2,143 2,439 4,582 24 7 31 32 35 

Texas A&M Uolv •• KJogsvlUe 
Fall '93 2,654 2,629 5,283 736 681 1,417 6 4 10 111 55 166 20 6 26 1,781 1,883 
Fall'92 1,958 2,638 4,596 154 680 834 5 5 10 111 67 178 21 7 28 1,667 1,879 
Fall '91 2,388 2,368 4,756 739 656 1,395 7 6 13 110 66 176 26 8 34 1,506 1,632 
Fall'90 2,374 2,450 4,824 777 723 1,500 9 7 16 118 55 173 50 20 70 1,420 1,645 
Fall '89 2,267 2,460 4,727 745 774 1,519 7 6 13 111 68 179 48 16 64 1,356 1,596 

Texas Sootbern University 
Fall'93 3,122 5,274 8,396 44 42 86 62 0 62 2,849 5,040 7,889 95 62 157 72 130 
Fall'92 2,700 5,430 8,130 34 38 72 1 0 1 2,512 5,200 7,712 79 46 125 74 146 
Fall '91 2,607 4,715 7,322 45 31 76 1 1 2 2,437 4,515 6,952 46 27 73 78 141 
Fall'90 2,389 4,135 6,524 29 36 65 0 0 0 2,237 3,953 6,190 56 23 79 67 123 
Fall '89 2,526 3,867 6,393 56 46 102 4 2 6 2,339 3,688 6,027 54 23 77 73 108 

UT Austin 
Fall '93 17,569 16,295 33,864 12,305 11,368 23,673 59 67 126 635 814 l',449 1,937 1,621 3,558 2,633 2,425 
Fall'92 17,945 16,580 34,525 12,910 11,851 24,761 54 57 111 638 786 1,424 1,775 1,523 3,298 2,568 2,363 
Fall '91 18,570 17,035 35,605 13,701 12,437 26,138 46 52 98 630 824 1,454 1,676 1,396 3,072 2,517 2,326 
Fall'90 18,662 17,169 35,831 13,972 12,821 26,793 46 37 83 643 838 1,481 1,578 1,258 2,836 2,423 2,215 
Fall'89 190.50 17 828 36878 14.519 13.630 28149 42 33 75 661 875 1.536 1 475 1.172 2647 2,353 2118 

Source: Texas Higher Education Coordinating Board, "Undergraduate Headcount Enrollment by Ethnicity and Gender (including Post-Baccalaureate)·· 
Selected Texas Public Universities, Fall 1989-Fall 1993" (Austin, Texas, March 1994). (Computer printout.) 

Note: Grand total does not include international students. 

Total 

67 

70 
64 
67 
67 

3,664 

3,546 
3,138 
3,065 
2,952 

202 
220 
219 
190 
181 

5,058 
4,931 
4,843 
4,638 
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IMalor and Y.r GRAND TOTAL 
'!It Total 

Mem Womea Tobi w-t• Mt• 
Chemical En1r. 
Fall '93 166 106 272 3~ 97 
Pall'92 155 95 2SO 38% 97 
Pall '91 130 62 192 32% 78 

Pall'90 108 52 160 33% 74 

Pall '89 94 56 150 37% 68 

ClvUEn1r. 
Pall '93 178 SS 233 24% 137 
Pall'92 138 36 174 21% 112 
Fall '91 100 35 135 26% 77 
Fall'90 87 27 114 24% 68 

Pall '89 87 28 HS 24% 6S 

Mechanic.I Enn. 
Fall '93 395 llS 510 23% 21S 
Fall '92 441 113 554 20'l> 302 
Pall '91 369 9S 464 20'l> 267 
Pall'90 319 78 397 20'l> 229 

Fall '89 287 8S 372 23% 206 

Chemlltrv 
Fall '93 54 30 84 36% 31 
Fall'92 S9 29 88 33% 40 
Fall '91 60 23 83 28% 40 
Pall'90 49 18 67 27% 39 

Fall '89 so 20 70 2~ 37 

Biochemistry 
Fall'93 S2 30 82 37% 29 

FaU'92 S2 22 74 30'l> 2S 
Fall '91 3S 20 SS 36% 17 

Fall'90 40 20 60 33% 20 

Pall '89 36 26 62 42% 16 

Table 5.2 
The University of Texas at Austin, 

Seniors by Field of Study 

WIDTE AMER. INDIAN AFR.AMER. 

w- Tobi '!ltWW Mt• Womt• Total '!ltAIW Mt• w- Toi.II 

58 155 37% 0 0 0 6 4 10 
53 150 35% 0 0 0 s 3 8 
32 110 2~ 0 0 0 2 s 7 

26 100 26% 0 0 0 0 6 6 

29 97 30'l> 0 0 0 0 7 7 

26 163 16% 1 0 1 3 2 5 
15 127 12% 1 0 1 2 1 3 
13 90 14% 1 0 l 3 0 3 
11 79 14% 1 0 l 1 1 2 

10 1S 13% 0 0 0 0 1 1 

32 307 lO'I> 3 0 3 7 4 11 
38 340 11% 2 0 2 17 5 22 
36 303 12% 0 0 0 17 7 24 
3S 264 13% 1 0 1 13 s 18 

39 24S 16% 0 0 0 10 s 15 

19 so 38% 0 0 0 2 3 s 
21 61 34% 0 0 0 2 3 s 
IS SS 27% 0 0 0 3 3 6 
9 48 l~ 0 0 0 1 1 2 

13 so 26% 0 0 0 2 2 4 

13 42 31% 0 0 0 l 1 2 
13 38 34% 0 0 0 0 0 0 
10 27 37% 0 0 0 0 1 1 
10 30 33% 0 0 0 0 2 2 

17 33 S2% 0 0 0 l 1 2 

ASIAN IDSPANIC 

'!ltAAW Mt• w-em Toi.II 'lliAW Mem w-t• Tola! '!ltHW 

40'l> 36 17 53 32% 27 10 37 27% 
38% 33 19 52 37% 20 7 27 26% 
71% 34 9 43 21% 16 6 22 27% 

IOO'I> 18 4 22 18% 16 5 21 24% 

IOO'I> 11 s 16 31% IS 4 19 21% 

40'l> 14 4 18 22% 23 8 31 26% 
33% 6 3 9 33% 17 4 21 1~ 

2 s 7 71% 17 2 19 11% 

50'l> 3 1 4 25% 14 4 18 22% 

lOO'I> 7 2 9 22% IS 8 23 3S% 

36% 41 10 51 20'l> 69 9 78 12% 
23% S9 9 68 13% 61 7 68 IO'I> 
2~ 38 s 43 12% 47 8 SS lS% 
28% 41 3 44 7% 3S 6 41 IS% 

33% 33 3 36 8% 38 s 43 12% 

60% 9 2 11 18% 12 6 18 33% 
60% 7 2 9 22% 10 3 13 23% 
SO'I> 9 3 12 25% 8 2 10 20'I> 
SO'I> s 3 8 38% 4 s 9 56% 

SO'I> 8 1 9 11% 3 4 7 S1% 

SO'I> 14 10 24 42% 8 6 14 43% 
20 6 26 23% 7 3 10 30'l> 

IOO'I> 12 7 19 37% 6 2 8 2S% 
lOO'I> 14 s 19 26% 6 3 9 33% 

SO'I> 12 s 17 2~ 7 3 10 30% 

Continued on next page 



Malor and Year GRAND TOTAL 
,_.ToCal 

MH WomH Tola! Womea Mta 
Geolnolcal Sclenus 
Fall '93 63 32 9S 34% S4 
Fall'92 S3 28 81 3S% 43 
Fall '91 41 28 69 41% 38 
Fall'90 34 24 S8 41% 32 

Fall '89 42 29 71 41% 37 

Economics 
Fall '93 260 70 330 21% 182 
Fall '92 282 91 373 24% 215 
Fall '91 287 Ill 398 28% 230 
Fall'90 298 97 39.5 2S% 229 
Fall'89 340 81 421 19% 269 

Comnuter ScJence 
Fall '93 294 74 368 20% 203 
Fall'92 312 7S 387 19% 236 
Fall '91 283 80 363 22% 224 
Fall'90 237 81 318 25% 184 
Fall '89 233 72 30S 24% 187 

Mlmlt. Info. Sntan1 
Fall '93 110 .5S 16S 33% 70 
Fa11'92 116 68 184 37% 88 
Fall '91 69 61 130 47% S3 
Fall '90 so 38 88 43% 36 
Fall '89 S4 28 82 34% 41 

Table 5.2 (continued} 
The University of Texas at Austin, 

Seniors by Field of Study 

WIDTE AMER. INDIAN AFR.AMER. 

Womea Tobi ... ww MH Womta Tola! .. AIW MH Womea Tobi 

25 79 32% 0 0 0 0 0 0 
22 6S 34% 0 0 0 I 0 I 
25 63 40% 0 0 0 0 0 0 
20 S2 38% 0 0 0 0 0 0 

23 60 38% 0 0 0 I 2 3 

30 212 14% 3 0 3 13 9 22 
46 261 18% 1 0 I 9 10 19 
73 303 24% I 0 I 13 9 22 
.57 286 20% 0 0 0 II 10 21 
52 321 16% 0 0 0 13 8 21 

36 239 IS% I 0 1 10 5 IS 
41 277 IS% I 1 2 SO% 9 2 11 
S4 278 19% 1 1 2 S0% 10 2 12 
S6 240 23% 1 0 I 7 0 7 
4S 232 19% I I 2 S0% 2 3 s 

31 IOI 31% 0 0 0 6 s 11 
47 13S 3S% 0 0 0 2 I 3 
3S 88 40% 0 0 0 2 4 6 
20 S6 36% 0 0 0 2 0 2 
16 S7 28% 0 0 0 2 0 2 

ASIAN IDSPANIC 

,_.AAW Mea w-• Tobi ,_.AW Mta Wome• 

3 1 4 25% 6 1 
3 0 3 6 2 
I 1 2 SO% 2 0 
0 2 2 100% 2 0 

67% 0 0 0 4 0 

41% 24 10 34 29% 38 21 
53% 21 12 33 36% 36 23 
41% 18 13 31 42% 2S 16 
48% 22 12 34 35% 36 18 
38% 17 4 21 19% 41 17 

33% 46 27 73 37% 34 6 
18% 41 26 67 39% 2S s 
17% 32 16 48 33% 16 7 

28 16 44 36% 17 9 
60% 2.5 16 41 39% 18 7 

4S% 22 13 3S 37% 12 6 
33% 12 IS 27 56% 14 s 
67% 10 18 28 64% 4 4 

7 14 21 67% s 4 
6 7 13 S4% s s 

Source: Texas Higher Education Coordinating Board. "Undergraduate Headcount Enrollment by Selected Major, by Ethnicity and Gender-Senior Students-
Selected Texas Public Universities: The University of Texas at Austin, Fall 1989-Fall 1993" (Austin, Texas, March 1994). (Computer printouL) 

Tobi ... uw 

7 14% 
8 2.5% 
2 
2 
4 

59 36% 
59 39% 
41 39% 
S4 33% 
58 29% 

40 IS% 
30 17% 
23 30% 
26 3S% 
2.5 28% 

18 33% 
19 26% 
8 S0% 
9 44% 

10 S0% 



M.Jor1ndYell' GRAND TOTAL 
•Total 

Table 5.3 
Prairie View A&M University, 

Seniors by Field of Study 

WIDTE AMER. INDIAN AFR.AMER. ASIAN IUSPANIC 

Me. wo- Total wo- Me. wo- Tola I oi.ww Ma wo- Total •AIW M .. Wo- Tola I oi.AAW Me. Wo- Total •AW M• w- Total •HW 
M1mL Into/Bua.DP 
Fall '93 7 11 18 61'Ki 0 I I 10090 0 0 0 7 10 17 S9% 0 0 0 0 0 
Fa11'92 0 I I 10090 0 0 0 0 0 0 0 I I 100% 0 0 0 0 0 
Fall '91 0 2 2 100% 0 0 0 0 0 0 0 2 2 100% 0 0 0 0 0 
Fall '90 0 2 2 100% 0 0 0 0 0 0 0 2 2 100% 0 0 0 0 0 

Fall '89 0 2 2 100% 0 0 0 0 0 0 0 2 2 100% 0 0 0 0 0 

Chemltln 
Fall '93 I 3 4 7S% 0 0 0 0 0 0 I 3 4 7S% 0 0 0 0 0 
Fall '92 I 0 I 0 0 0 0 0 0 I 0 1 0 0 0 0 0 
Fall '91 1 2 3 67% 0 0 0 0 0 0 I 2 3 67% 0 0 0 0 0 
Fall '90 1 0 1 0 0 0 0 0 0 1 0 I 0 0 0 0 0 
Fall '89 1 2 3 67% 0 0 0 0 0 0 1 2 ' 3 67% 0 0 0 0 0 

0 0 
Comnut• & Into Sc. 
F111'93 12 14 26 S4% 0 0 0 0 0 0 12 14 26 S4% 0 0 0 0 0 
Fal1'92 s I 6 17% 1 0 1 0 0 0 4 I s 20% 0 0 0 0 0 
Fall '91 4 2 6 33% I 0 I 0 0 0 3 2 s 40% 0 0 0 0 0 
Fall'90 8 4 12 33% 0 0 0 0 0 0 8 4 12 33% I 0 I 0 0 
Fal1'89 11 10 21 48% I 1 2 SO% 0 0 0 9 9 18 SO% 0 0 0 I 0 

Chemical Enar. 
Fall '93 13 IS 28 S4% I 0 I 0 0 0 II IS 26 S8% 0 0 0 I 0 
Fa11'92 2 3 s 60% 0 0 0 0 0 0 2 3 s 60% 0 0 0 0 0 
Fall '91 s 6 II SS% 0 0 0 0 0 0 s 6 II SS% 0 0 0 0 0 
Fall'90 3 9 12 1S% 0 0 0 0 0 0 3 9 12 1S% 0 0 0 0 0 

Fal1'89 9 10 19 S3% I 0 I 0 0 0 7 10 17 S9% 0 0 0 I 0 
0 0 

CMIEn1r. 0 0 
Fall '93 13 12 2S 48% 2 0 2 0 0 0 11 11 22 SO% 0 0 0 0 I 
Fall '92 4 I s 20% 1 0 1 0 0 0 3 1 4 2S% 0 0 0 0 0 
Fall '91 4 1 s 20% 0 0 0 0 0 0 4 1 s 20% 0 0 0 0 0 
Fall '90 8 4 12 3390 2 0 2 0 0 0 6 4 10 40'1o 0 0 0 0 0 

Fal1'89 IS 7 22 32% 4 0 4 0 0 0 11 7 18 39% 0 0 0 0 0 

MC(hlnlcal Enar. 
Fall '93 33 18 SI 3590 2 0 2 0 0 0 31 18 49 37% 0 0 0 0 0 
Fall '92 13 I 14 790 4 0 4 0 0 0 9 I 10 10% 0 0 0 0 0 
Fall '91 13 8 21 3890 2 0 2 0 0 0 11 8 19 42% 2 0 2 0 0 
Fa11'90 23 10 33 3090 1 0 I 0 0 0 22 9 31 29% 2 0 2 0 I 
Fall '89 31 17 48 3590 3 0 3 0 I I 27 IS 42 36% 0 0 0 0 I 

Source: Texas Higher Education Coordinating Board, "Undergraduate Headcount Enrollment by Selected Major, by Ethnicity and Gender-Senior 
Students--Selected Texas Public Universities: Prairie View A&M University, Fall 1989-Fall 1993" (Austin, Texas, March 1994). (Computer printout.) 

Note: Grand total does not include international students. 

0 
0 
0 
0 

0 

0 
0 
0 
0 
0 

0 
0 
0 
0 
I 

1 
0 
0 
0 
I 

I 10090 
0 
0 
0 

0 

0 
0 
0 
I 10090 
I 10090 



Table 5.4 
Texas Southern University, 
Seniors by Field of Study 

rfaJor and Year GRAND TOTAL WHITE AMER. INDIAN AFR.AMER. ASIAN HISPANIC 

'Jo Tola! 
Men Women Total Women Men Women Total 'J.WW Men Women Total %AIW Men Women Total %AAW Men Women Total %AW Men 

~omputer & Info Sc. 
1all '93 
1all '92 
1all '91 
1all '90 
1all '89 

:C:onomlcs 
'all '93 
'all '92 
'all '91 
'all '90 
'all '89 

:bemlstry 
'all '93 
'all '92 
'all '91 
'all '90 
'all '89 

13 IO 23 43% 0 0 0 0 0 0 13 10 23 43% 0 0 0 0 
13 16 29 55% 1 0 1 0 0 0 9 15 24 63% 3 1 4 25% 0 
4 6 10 60% 0 0 0 0 0 0 3 6 9 67% 1 1 0% 0 

11 8 19 42% 0 0 0 0 0 0 7 7 14 50% 4 1 5 20% 0 
16 17 33 52% 0 0 0 0 0 0 13 16 29 55% 3 1 4 25% 0 

5 1 6 17% 0 0 0 0 0 0 5 1 6 17% 0 0 0 0 
3 4 7 57% 0 0 0 0 0 0 3 4 7 57% 0 0 0 0 
2 I 3 33% 0 0 0 0 0 0 2 1 3 33% 0 0 0 0 
3 0 3 0 0 0 0 0 0 3 0 3 0% 0 0 0 0 
1 2 3 67% 0 0 0 0 0 0 1 2 3 67% 0 0 0 0 

7 12 19 63% 0 0 0 0 0 0 6 12 18 67% 1 0 1 0 
6 IO 16 63% 0 0 0 0 0 0 4 10 14 71% 2 0 2 0 
8 5 13 38% 0 0 0 0 0 0 8 5 13 38% 0 0 0 0 
3 2 5 40% 0 0 0 0 0 0 3 2 5 40% 0 0 0 0 
4 5 9 56% 0 0 0 0 0 0 4 5 9 56% 0 0 0 0 

Source: Texas Higher Education Coordinating Board, "Undergraduate Headcount Enrolhnent by Selected Major, by Ethnicity and Gender--Senior 
Students--Selected Texas Public Universities: Texas Southern University, Fall 1989-Fall 1993" (Austin, Texas, March 1994). (Computer printout) 

Note: Grand total does not include international students. 

Women 

0 
0 
0 
0 

0 

0 
0 
0 
0 
0 

0 
0 
0 
0 

0 

Total 'J.HW 

0 
0 
0 
0 

0 

0 
0 
0 
0 
0 

0 
0 
0 
0 
0 



laJor and Year GRAND TOTAL 
%Total 

Men Women Total Women Men 
omouter & Info Sc. 
111'93 9 15 24 63% 4 
111'92 12 15 27 S6% 8 
111 '91 s 10 15 67% 3 
111'90 9 12 21 57% 6 
11'89 0 0 0 0 

_.iemlcal Eru.r, 
Fall'93 17 12 29 41% 10 
Fall '92 18 11 29 38% 10 
Fall '91 14 10 24 42% 9 
Fall '90 10 6 16 38% 5 
Fall '89 17 6 23 26% 5 

ClvilEnar. 
Fall '93 19 4 23 17% 6 
Fall '92 20 4 24 17% 9 
Fall '91 27 2 29 7% 10 
Fall '90 24 2 26 8% 7 
Fall '89 22 1 23 4% 5 

Table 5.5 
Texas A&M University-Kingsville, 

Seniors by Field of Study 

WHITE AMER. INDIAN AFR.AMER. 

Women Total %WW Men Women Total %AIW Men Women Total 

7 11 64% 0 0 0 0 1 1 
4 12 33% 0 0 0 0 0 0 
4 7 57% 0 0 0 0 0 0 
3 9 33% 0 0 0 0 0 0 
0 0 0 0 0 0 0 0 

3 13 23% 0 0 0 1 0 I 
3 13 23% 0 0 0 2 0 2 
3 12 25% 0 0 0 0 0 0 
I 6 17% 0 0 0 0 0 0 
2 7 29% 0 0 0 2 0 2 

0 6 0 0 0 0 2 2 
0 0 0 0 0 0 I I 
0 10 0 0 0 I 0 1 
1 8 13% 0 0 0 1 0 1 
0 5 0 0 0 I 0 I 

ASIAN HISPANIC 

'll>AAW Men Women Total %AW Men Women Total %HW 

100% 0 1 1 100% s 6 11 55% 
0 0 0 4 11 15 73% 
0 0 0 2 6 8 75% 
0 0 0 3 9 12 75% 
0 0 0 0 0 0 

1 2 3 67% s 7 12 58% 
1 2 3 67% s 6 11 55% 
2 1 3 33% 3 6 9 67% 
I 0 I 0% 4 s 9 S6% 
I 0 1 0% 9 4 13 31% 

100% 0 0 0 13 2 15 13% 
100% 0 0 0 11 3 14 21% 

0 0 0 16 2 18 11% 
1 0 1 0% 15 1 16 6% 
2 0 2 0% 14 I 15 7% 

Continued on next page 



faJor and Year GRAND TOTAL 
% Total 

Men Women Total Women Men 
lechanical ED21'. 
1111'93 26 5 31 16% 12 
1111 '92 25 8 33 24% 11 
1111 '91 32 5 37 14% 18 
1111'90 39 4 43 9% 20 
1111'89 33 8 41 20% 15 

hemistry 
111 '93 7 3 10 30% 3 
111 '92 9 5 14 36% 4 
lll '91 6 4 10 40% 3 
lll '90 6 6 12 50% 3 
111 '89 7 2 9 22% 4 

·eolon 
lll '93 8 0 8 5 
111 '92 5 0 5 2 
lll '91 3 0 3 2 
lll '90 6 1 7 14% 6 
111 '89 6 1 7 14% 4 

lamt. Info Syst. 
111 '93 0 0 0 0 
all '92 0 0 0 0 
lll '91 0 0 0 0 
lll '90 0 0 0 
lll '89 13 13 26 50% 7 

Table 5.5 (continued) 
Texas A&M University-Kingsville, 

Seniors by Field of Study 
WHITE AMER. INDIAN AFR.AMER. 

Women Total %WW Men Women Total %AIW Men Women Total 

2 14 14% 0 0 0 1 0 1 
5 16 31% 0 0 0 0 0 0 
3 21 14% 0 0 0 0 0 0 
2 22 9% 0 0 0 0 0 0 
5 20 25% 0 0 0 0 1 1 

1 4 25% 0 1 1 100% 1 0 1 
3 7 43% 0 1 1 100% 1 0 1 
3 6 50% 0 1 1 1 0 1 
3 6 50% 0 2 2 100% 0 -0 0 
2 6 33% 0 0 0 0 0 0 

0 5 0 0 0 0 0 0 
0 2 0 0 0 0 0 0 
0 2 0 0 0 0 0 0 
1 7 14% 0 0 0 0 0 0 
1 5 20% 0 0 0 0 0 0 

0 0 0 0 0 0 0 0 
0 0 0 0 0 0 0 0 
0 0 0 0 0 0 0 0 
0 0 0 0 0 0 0 0 
4 11 36% 0 0 0 0 0 0 

ASIAN HISPANIC 

%AAW Men Women Total %AW Men Women 

0 0 0 13 3 
0 0 0 14 3 
2 0 2 0% 12 2 
4 0 4 0% 15 2 

100% 5 1 6 17% 13 1 

0 0 0 3 1 
0 0 0 4 1 
0 0 0 2 0 
1 0 1 0% 2 1 
0 0 0 3 0 

0 0 0 3 0 
0 0 0 3 0 
0 0 0 1 0 
0 0 0 0 0 
0 0 0 2 0 

0 0 0 0 0 
0 0 0 0 0 
0 0 0 0 0 
0 0 0 0 0 
0 0 0 6 9 

Source: Texas Higher Education Coordinating Board, "Undergraduate Headcount Enrollment by Selected Major, by Ethnicity and Gender--Senior Students-
Selected Texas Public Universities: Texas A&M University-Kingsville, Fall 1989-Fall 1993" (Austin, Texas, March 1994). (Computer printout.) 

Note: Grand total does not include international students. 

Total %HW 

16 19% 
17 18% 
14 14% 
17 12% 
14 7% 

4 25% 
5 20% 
2 0% 
3 33% 
3 0% 

3 0% 
3 0% 
1 0% 
0 
2 0% 

0 
0 
0 
0 

15 60% 
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Figure 5.1 
The University of Texas at Austin, 

Five-Year Trend Analysis: Chemical Engineering Seniors by Race/Ethnicity 
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Somce: Texas Higher Education Coordinating Board, "Undergraduate Headcount Enrollment by Selected Major, by Ethnicity and Gender--Senior Students-· 
Selected Texas Public Universities: The University of Texas at Austin, Fall 1989-Fall 1993" (Austin, Texas, March 1994). (Computer printout.) 



Figure 5.2 
The University of Texas at Austin, 

Five-Year Trend Analysis: Chemical Engineering Seniors by Gender 
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Source: Texas Higher Education Coordinating Board, ''Undergraduate Headcount Enrollment by Selected Major, by Ethnicity and Gender--Senior Students-
Selected Texas Public Universities: The University of Texas at Austin, Fall 1989-Fall 1993" (Austin, Texas, March 1994). (Computer printouL) 
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Figure 5.3 
The University of Texas at Austin, 

Chemical Engineering Seniors: 
Fall 1993 Total Enrollment of Women by Race/Ethnicity 
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Source: Texas Higher Education Coordinating Board, ''Undergraduate Headcount Enrollment by Selected Major, by Ethnicity and Gender--Senior Students-
Selected Texas Public Universities: The University of Texas at Austin, Fall 1989-Fall 1993" (Austin, Texas, March 1994). (Computer printout.) 
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Chapter 6. 

Retaining Women and People of Color in TNRCC 

Employing women and people of color at all managerial and staff levels in TNRCC 
is critical to its organizational effectiveness, competitiveness, and equity. A diverse 
workforce increases innovation, flexibility, and effectiveness in customer service and 
internal management. These goals cannot be achieved without an organizational culture 
that supports diversity. 

In recent years, public and private institutions have increasingly sought to have 
their workforces reflect the gender and race/ethnicity of their clientele. Attempts to 
diversify the workforce can result in a clash of cultures, however, as attitudes and 
procedures regarding the best way to manage an organization differ. The culture of an 
organization influences the recruitment and retention of employees, as well as their 
satisfaction and loyalty. Thus, understanding the role of organizational culture and its 
impact on workforce diversity has become a higher priority for the managers of business 
enterprises and government agencies. 

In his book Bureaucracy, James Q. Wilson notes that "[e]very agency has a culture, 
many have several. When a single culture is broadly shared and warmly endorsed it is a 
mission .... Each organization has to acquire a sufficient freedom of action and external 
political support in order to achieve a sense of mission.HI Because a distinct culture and 
mission exist for every organization, merging cultures is difficult. Employees from one 
culture are not eager to change the methods and processes they are accustomed to using. 
Indeed, as Wilson states, changing the organizational culture may come at a price: 

First, tasks that are not part of the culture will not be attended to with the 
same energy and resources as are devoted to tasks that are part of it. Second, 
organizations in which two or more cultures struggle for supremacy will 
experience serious conflict as def enders of one seek to dominate 
representatives of the other. Third, organizations will resist taking on new 
tasks that seem incompatible with its dominant culture. The stronger and 
more uniform the culture -that is, the more the culture approximates a sense 
of mission -the more obvious these consequences.2 

Changing an organization's culture is like changing an individual's personality: "[I]t 
is passed on from one generation to the next. It changes very slowly, if at all."3 Peter 
Drucker identifies four key steps in changing organizational culture: identify what needs 
to.be changed; identify where in the organization this is currently being done successfully; 
persuade top management to reward activities that fulfill this need and force change in 
those that do not; and, finally, change the system of recognition and rewards -if people see 
that a certain behavior is rewarded, they will accept it.4 

Prior to the creation of TNRCC, TWC and T ACB had policies that often conflicted 
with one another. The challenge now facing TNRCC is to create and strengthen a new 
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organizational culture combining the cultures and missions of its predecessor agencies. If 
TNRCC employees were accustomed to performing one set of responsibilities for TWC or 
TACB, they may have a difficult time adapting to the new environment of TNRCC. This 
challenge is more noticeable in TNRCC's administrative divisions than in the program 
divisions, because the administrative units have undergone the greatest change. TNRCC's 
program divisions remain much as they were before, linked only at the top levels of 
management. 

TNRCC's major cultural differences are less between gender and racial/ethnic 
groups (although employees interviewed note that these prejudices do exist) than between 
what one manager calls " the down-to-earth grunge" versus "the yuppies"; the "blue-jeans
and-flannel, in-the-ditches" crowd versus the "dress-suit ... ivory-tower managers." In TWC 
and T ACB, managers historically moved up the ranks of the agency internally. During 
John Hall's tenure as TWC chairman and now TNRCC chairman, however, many managers 
have been brought in from the outside, with what some employees say is "little practical 
understanding of the agency's day-to-day activities." This has reinforced tensions and 
competition along the class lines of position. 

TNRCC must create and sustain a work environment based upon accountability, 
equity, responsiveness, efficiency, fiscal integrity, and authority.5 These must be the 
overriding themes of TNRCC's efforts to change its culture and diversify its workforce. 
Only then will employees, including women and people of color, join and stay with the 
agency. 

According to organizational behavior consultants Taylor Cox and Stacy Blake, 
transforming a traditional organization into a multicultural one involves "leadership, 
training, research, analysis and change of culture and human resource management systems, 
and follow-up."6 In this chapter, these elements serve as the basis for an examination of 
TNRCC personnel policies, procedures, and salary patterns related to the retention of 
women and people of color. TNRCC attention to these areas can help ensure that its 
employees are treated fairly and equally and that barriers to the advancement of women 
and people of color are eliminated. 

The project, conducted between September 1993 and April 1994, coincided with a 
period of start-up and transition at TNRCC. Eighteen months prior to TNRCC's creation in 
September 1993, the human resources divisions of TWC and TACB were merged to develop 
the personnel infrastructure for the new agency. The preparation of new operating 
procedures was coordinated by TNRCC's Office of Program Evaluation, formed in 
February 1993. The new Human Resources Division wrote the first drafts of policies and 
then worked to improve them with the Office of Program Evaluation and a specially 
formed Executive Management Team for Human Resources Policies, consisting of 
representatives from senfor management and legal counsel.7 

During the project period, TNRCC was in the last stages of drafting and approving 
an entire range of new personnel policies. As a result, project members analyzed some 
agency policies that had not yet received final approval at the agency executive level and 
that continued to change throughout the writing of this report. Approved TNRCC policy 
statements analyzed by project members included EEO compliance, hiring, training and 
development, complaint and grievance, and unlawful discrimination. Policy statements not 
yet finally approved at the time of their review included pay and performance, 
performance management, disciplinary action, separation from employment, leave benefits, 
sexual harassment, life-threatening illnesses, and HIV I AIDS in the workplace.8 
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Information used for the analysis in this chapter included TNRCC, TWC, and T ACB 
policy documents and data, complemented by the results of two sets of project interviews 
and an agency-wide survey by NuStats, Inc. Although the project's interviews and data 
analysis and the survey results may have been influenced by TNRCC's ongoing 
consolidation and transition during the project period, they do reflect employees' 
perceptions of and experience with agency human resources policies and procedures. 

To assess the implementation and effectiveness of TNRCC's human resources 
policies, project members interviewed managers and human resources staff who assisted in 
the formulation of these policies in TNRCC, TWC, and T ACB. (See Appendix D for the 
interview questions.) Project members also used the results of a November 1993 NuStats 
survey commissioned by TNRCC. All agency employees were asked for their perspectives 
on topics ranging from job stress and working conditions to benefits, education and training 
opportunities, and employee commitment to the agency. Out of 2,536 questionnaires 
distributed, 1,753 were completed, yielding a response rate of 69 percent. The results of the 
NuStats survey provide a statistically significant representation of employee attitudes on a 
number of issues. Two areas addressed in this chapter -Grievances and Complaints and 
Termination and Disciplinary Action -were not specifically covered in the NuStats survey. 

In addition, project members interviewed 44 current employees who were selected 
randomly from TNRCC's personnel roster on the basis of occupational category, 
race/ethnicity, gender, and hiring agency (i.e., TWC, T ACB, or TNRCC). Each person was 
asked 19 questions regarding implementation of human resources policies and procedures in 
six areas: Posting, Hiring, Job Descriptions; Training and Development; Evaluations and 
Rewards; Leave and Flextime; Grievances and Complaints; and Termination and 
Disciplinary Action. (See Appendix E for the interview questions.) Although the number 
of employees interviewed is too small to make statistical projections, the length of each 
interview (approximately one-half hour) provided an opportunity for extensive questioning. 
These interview findings complement and reaffirm the employee perceptions gained from 
other project interviews and the NuStats survey. 

Human Resources Policies and Procedures 

This section examines the communication, content, and implementation of TNRCC 
human resources policies and procedures as they relate to the retention of female and 
racial/ethnic minority employees. This examination is based upon project members' 
interviews with TNRCC employees and the NuStats survey, as well as a review of agency 
human resources policies and procedures in 12 areas: Communication of Policies; 
Affirmative Action Policy; Work-Family Policies; Employee Assistance Plans; Performance 
Appraisals and Evaluations; Promotions and Merit Increases; Compensation; Grievances and 
Complaints; Unlawful Discrimination; Termination and Disciplinary Action; Training and 
Development; and Mentoring and Upward Mobility. 

Communication of Policies 

Any well-written, comprehensive policy becomes ineffective if it is not 
communicated clearly to all employees. Achieving permanent change -reflected in greater 
hiring, lower turnover, and increased advancement for women and people of color -requires 
communication on two levels. First, the agency must be able to count on extensive employee 
"buy-in" to diversity goals; appreciation of and support for diversity must be a central part 
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of the organizational culture. Second, employees must be aware of the agency policies that 
promote the retention of women and people of color. 

Corporate employee relations consultant Mary Cook reports in The AMA Handbook 
for Employee Recruitment and Retention that "[c]ommunication on the job is almost always 
one of the major concerns in any organization .... It's been felt for a number of years that 
organizations that effectively communicate have higher retention rates."9 To its credit, 
TNRCC has succeeded in communicating its diversity objectives to a majority of its 
employees. In the NuStats survey 60 percent of the respondents said the agency was fully 
committed to diversifying its workforce, indicating that TNRCC is well on its way to 
achieving the first communication requirement.10 

The second challenge -ensuring employees' full awareness of agency policies -has 
been complicated by the lengthy process of rewriting and approving human resources 
procedures and policies for the new agency. While the new policies are presented more 
clearly and include more detail and procedural guidance than did those of either TWC or 
TACB, the time necessary for development and approval has affected TNRCC's ability to 
inform employees about these policies. 

TNRCC systems for communicating human resources policies and procedures to new 
employees and for updating all employees on revisions are in transition. An agency 
handbook that will contain policy and procedure summaries is in publication. During this 
transition, the approval of individual policies has been publicized through TNRCC's e-mail 
system. and the policies themselves have been included in the agency's on-line employee 
manual. Most, but not all, employees have access to e-mail. Additionally, the approved 
policies are distributed in printed form for insertion into each section's policy manual, 
which contains the complete text of all agency policies. Employees can request copies for 
their individual use.11 

TNRCC's executive committee is considering creating a permanent team to solicit 
feedback from employees on policies, procedures, and their presentation. The team would 
be composed of five division directors, five administrative service coordinators (ASCs), and 
two representatives from the field offices.12 (Each division has at least one employee 
designated as an ASC, who represents and assists the Human Resources Division in the 
decentralized administration of agency policies.) Whether and how this team will operate 
has yet to be decided by TNRCC. 

New Employee Orientation 

The first day on the job, each new hire receives an "employee welcoming package" 
from his or her section's ASC that includes agency policy statements on overtime and 
compensatory time, 1-9 employment eligibility, the new employee qualifying period, and 
dual employment, as well as the EEO Data Form (completion is optional) and the Emergency 
Data Form. The ASC obtains the new employee's signature on required forms and brings 
him or her to the Human Resources Division before the end of the first workday. The ASC 
also is responsible for enrolling the new employee in one of the bi-monthly orientation 
sessions.13 

Each new employee orientation session covers TNRCC's mission, goals, and structure 
and reviews the spectrum of agency policies and procedures. A representative from the 
Equal Opportunity Development (EOD) Division explains how employees can and should 
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use the division if problems arise.14 Risk management and safety trainers conduct a 
presentation on employee health and safety, and a representative from the Quality 
Management Division gives information on the agency's quality management activities. 
TNRCC is adding a two-hour ethics module to explain the agency's ethics policy. With the 
inclusion of all these modules, new employee orientation has been extended from four hours 
to a day-long session.15 

Employees receive an agency orientation guide during orientation. Along with 
information on holidays, employee programs,16 and training opportunities, the guide 
includes the following agency policies: Equal Employment Opportunity Policy, Drug-Free 
Workplace Policy, HIV I AIDS in the Workplace Policy, and Sexual Harassment Policy. 

While orientation is a good way to communicate TNRCC policies and procedures to 
its new employees, attendance is not required. The Human Resources Division currently 
has no way to ensure that all new employees attend an orientation session. Nor does 
attendance guarantee an understanding of policies and procedures. However, the expansion 
of the new employee orientation sessions to a full day provides the Human Resources 
Division an opportunity to assess the effectiveness of its communication techniques and to 
inculcate the organizational culture in new employees. 

Affirmathe Action Policy 

As discussed in Chapter 3, Texas state law requires all agencies with a history of 
underutilization of the state's target racial/ethnic minority groups to develop an 
affirmative action plan and an affirmative action statement that identifies the goal of the 
agency as meeting workforce parity with the civilian labor force. Both TWC and TACB 
developed these policy documents and took steps to ensure that each agency's employees 
understood its affirmative action policy. Each agency included the Equal Employment 
Opportunity Policy statement in its personnel manual and posted it on bulletin boards, 
placed the Affirmative Action Policy statement on all advertisements for employment and 
job vacancy announcements, and gave a copy of these policy statements to all new 
employees. Each agency stated that it would "recruit, hire, promote, reassign, compensate 
and train for all job classifications without regard to race, color, religion, sex, age, national 
origin, handicap, veteran status or any other non-merit factor." 17 

One effective way to promote affirmative action principles is by evaluating 
supervisors and managers on their commitment to workforce diversity in employee 
recruitment, recognition, and advancement. According to African American employees, 
many of the companies with the best workplace environment (such as Federal Express) use 
promotion of affirmative action as an evaluation criterion for supervisors and managers.18 

TNRCC senior management has supported the use of a similar criterion in evaluating the 
performance of managers and supervisors, but an agency policy has not yet been formally 
approved.19 

Work-Family Policies 

In the United States, the concept of work-family employee policies gradually gained 
a foothold in the 1980s and continues to gain wider acceptance in the 1990s. Many 
employment policies were built around the white middle-class norm that emerged from 
postwar America, by which men typically were the sole providers for families. In the last 
three decades, however, women have become 46 percent of the workforce,20 and their wages 
are critical to individual family income.21 The typical working woman of the 1990s does 
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not choose between work and family but manages both. Almost 40 percent of the Baby 
Boom generation that comprises the bulk of the workforce cares for both children and 
elders, and that number is expected to increase as the number of Americans aged 65 or older 
doubles during the next decade.22 A few statistics illustrate the magnitude of this change: 

I. More than 70 percent of women aged 25-34 are now in the labor force, twice as many 
as the previous generation. Workforce participation rates for women in all age, 
socioeconomic, and racial/ethnic groups are rising.23 

2. Dual-career couples with children under 18 comprise almost 60 percent of the 
workf orce.24 

3. One-third of African Americans are under 18 years old. The mothers of most 
African American preschoolers are employed.25 . 

4. The National Council on Aging has found that 40 percent of American workers care 
for both children and aging parents. Research shows that 57 percent of Americans 
are concerned about elder care, and 61 percent are worried about child care.26 

TNRCC is one of a growing number of organizations in which these historic 
demographic changes have given rise to new programs to address work and family 
considerations. These employers are interested in retaining employees with child-rearing 
responsibilities by implementing "family-friendly" policies and benefits. TNRCC is taking 
steps to develop and implement work-family policies to aid specifically in the retention of 
women and people of color. These policies, however, will help retain all employees. 

Alternative Work Options 

To alleviate the pressures faced by working parents, many employers are expanding 
traditional work options to include flextime, compressed workweeks, telecommuting, and 
job sharing. Flextime schedules allow employees to choose their starting and quitting times. 
Compressed workweeks alter the eight-hour-day, five-day-week pattern. For example, an 
employee might work four days of ten hours per day or nine-hour days with one day off 
every other week. Telecommuting allows employees to fulfill most or all job responsibilities 
off site (usually at home); they may be linked to the office by modem or other technology. 
Job sharing splits a full-time position into two or more positions, requiring communication, 
teamwork, and similar skills among the employees who share responsibilities.27 

A flexible work schedule is the benefit most in demand by employees. Seventy-seven 
percent of large corporations off er flextime, although only 45 percent have formal written 
policies. Women with flexible work schedules are seven times less likely to quit their jobs 
and more likely to return to work quickly after pregnancy.28 Alternative work options 
benefit the employer as well, helping organizations function better in a wide variety of 
ways.29 

Prior to consolidation, TWC offered flextime but not a compressed workweek. 
TACB offered a compressed workweek and a 30-minute lunch hour option.30 TNRCC 
offers both flextime and a compressed workweek. As long as arrangements do not conflict 
with job responsibilities, employees may negotiate with their supervisors to work flexible 
shifts between 7:00 a.m. and 6:00 p.m. As specified by. state law, the compressed workweek 
option allows employees to work a week with four ten-hour workdays, followed by a regular 
workweek of five eight-hour days. Division directors must approve alternative or 
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compressed work hours in their division.31 Although it would greatly benefit both TNRCC 
and its employees (especially single mothers), the agency has not yet considered a serious job 
sharing proposal. Mid-level managers might oppose such a proposal as another 
administrative burden.32 

Despite the existence of these alternative work options, TNRCC has no formal 
grievance procedure if problems exist between division directors and employees about 
alternative work schedules.33 Thus, even with these options available, if division directors 
decide not to let employees use alternative schedules, the alternative work options will have 
no effect on the retention of women and people of color. 

Parental Leave 

In accordance with the 1994-95 Appropriations Act passed by the 73rd Texas 
Legislature, agency employees who are eligible for parental leave may take advantage of 
either the federal Family and Medical Leave Act (FMLA) or the state's parental leave 
provisions. Both allow new parents to take up to 12 weeks off to care for a newborn or an 
adopted child under the age of three. Texas requires any employee who takes leave under 
the FMLA to use all available applicable paid leave first. Therefore, an employee who does 
not wish to use his or her accrued paid leave could select the state parental leave policy, 
which allows the employee to take the 12 weeks in any combination of sick leave, vacation 
leave, compensatory time, or leave without pay. 

Prior to August 1993, the state's parental leave provisions granted new mothers six 
weeks of leave after the delivery of a child. In the 1994-95 Appropriations Act, the 
legislature expanded that time to 12 weeks to bring state law into conformance with the 
FMLA. That the enactment of the FMLA occurred at approximately the same time as the 
creation of TNRCC is important to note when considering the parental leave policies of 
TACB and TWC. TACB granted new mothers up to six weeks of leave after delivery; 
additional time was provided at the discretion of the management, "after the review of the 
merits of each case." At TWC, new fathers also were entitled to sick leave, vacation, or 
unpaid leave to attend the birth of a child or the adoption of a child under age three.34 

Only two TNRCC employees interviewed by project members said that they were 
unaware of agency leave or flextime policies, although several indicated little or no 
knowledge of the actual provisions of the policies. Most employees seemed to have learned 
about their options through orientation presentations or materials and agency-wide 
memoranda. A few responded that they had no idea what was available until they needed 
it, at which time they were told by another employee or figured it out on their own. 

Child Care 

Nationally, an estimated 5,600 public and private employers off er child and 
dependent care assistance that ranges from referrals to on-site care.35 The most direct 
option is on-site child care, but some employers may find it unworkable because of its cost 
or because it conflicts with employees' geographical or other preferences. Innovative 
employer approaches to child care assistance include 

1. contracting with a national or local resource and referral service;36 

2. providing emergency child care when employees' usual arrangements fai1;37 

99 



3. negotiating discounts with child care providers for their employees; 

4. subsidizing child care costs, typically for families with annual incomes of less than 
$30,000, through vouchers, coupons, or checks made payable to providers;38 

5. allowing employees to set aside up to $5,000 of pretax salary dollars through 
dependent care assistance plans (DCAPs) to pay for child (or elder) care at no cost to 
employers (although employees lose any set-aside dollars not spent during the plan 
year);89 

6. permitting employees to take a one-year leave of absence to care for family members 
and supplementing DCAPs by paying a percentage of child (or elder) care costs; 40 

and 

7. agreeing in union contracts to spend funds on finding ways to provide child care 
assistance for employees.41 

TNRCC has no estimate of employees' demand for child care, but one administrator 
thought it was "pretty extensive."42 Currently, TNRCC does not provide any child care 
assistance to its employees (nor did TWC or T ACB) other than that available through Tex
Flex, a DCAP available to all state employees. TNRCC employees also have access to the 
Texas Work and Family Clearinghouse for child (and elder) care referrals. 

In 1991, TWC investigated the possibility of providing child care assistance but took 
no action because of lack of funds. TWC's downtown location was close to a day care 
facility. Many employees rejected this option as too expensive, however, and TWC kept no 
records of its employees' use of the facility. TWC management also considered and rejected 
as too expensive an agency contract with a resource and referral service. 

Elder Care 

Approximately 500 companies nationwide off er some form of elder care assistance.48 

Some companies, such as Lancaster Labs in Pennsylvania and Stride Rite in Massachusetts, 
also off er joint child and elder care facilities.44 

As with child care, TNRCC provides no elder care assistance to its employees (nor 
did TWC or T ACB) other than through Tex-Flex and has no plans to develop additional 
options. However, TNRCC's Employee Assistance Plan will offer counseling and education 
to workers troubled by concerns for aging relatives.45 TNRCC has not conducted an 
assessment to determine its employees' need for elder care assistance. 

Employee Assistance Plans 

Increasing numbers of employers are investing in their employees by providing 
Employee Assistance Plans (EAPs). From 1981 to 1992, the number of EAPs in the United 
States nearly tripled, from 5,000 to approximately 13,000. Some employers design and 
administer their EAPs from within, others contract with outside vendors, and still others 
form consortia to purchase services.46 EAPs provide resources, referrals, and short-term 
counseling to help employees cope with pressures and emotional problems that affect work 
performance. An estimated 20 percent of any workforce experiences personal problems that 
can affect job performance. EAP personnel are trained in mental health counseling, policy 
implementation, and education to deal with a wide range of problems such as alcohol and 
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drug abuse, the stress of managing work and family, smoking, sexual harassment, AIDS, and 
pre ju dice. 47 

EAPs serve the needs of the organization as well as those of employees. Alcohol and 
drug abuse alone costs companies $50.6 billion a year. Measurable losses include 
absenteeism, sick leave abuse, and health insurance claims. Equally significant are the 
psychological and emotional drains that the troubled worker suffers, as well as the effects 
on his or her concentration, creativity, and productivity and on the worker's immediate 
supervisors and colleagues.48 

For its last three years, TWC's Human Resources Division administered an unfunded, 
in-house EAP that survived by negotiating reduced rates with service providers. TNRCC is 
moving toward an externally administered plan, budgeted at approximately $37,000 
annually.49 The contractor will provide several services to all TNRCC of fices statewide. 
The plan offers up to ten free mental health counseling sessions for a wide range of 
concerns to all employees, their families, and significant others, including employees who 
have been laid off due to restructuring or downsizing. The contractor also will help 
TNRCC train managers to identify employees under stress and to make referrals. The EAP 
will provide HIV education and will train all employees on the federal drug-free workplace 
policy. TNRCC will distribute contractor-provided pamphlets, brochures, posters, and cards 
to advertise the service, which will be located off site. Confidentiality is guaranteed by 
state and federal law. However, the provider will deliver to TNRCC on a quarterly basis 
aggregate, anonymous utilization statistics that document the age, race/ethnicity, sex, and 
pay grade of the users; the reasons they sought counseling; and what was done to help them 
(e.g., the number of sessions attended, whether a referral was made, whether family 
members used the service). The contractor has a diverse staff with respect to gender, 
race/ethnicity, age, and other characteristics. TNRCC did not ask the contractor to provide 
a counseling staff of diverse sexual orientation, however, and the contractor has not 
indicated whether its counseling staff includes lesbians, gays, or bisexuals or counselors 
trained in issues $lff ecting these groups. 

Until now, TNRCC has maintained the confidentiality of employees by deliberately 
keeping no records of an individual's usage, although the number of persons who received 
counseling was recorded and the types of problems were logged. Employees arrived at 
counseling either through self-referral or at the suggestion of a supervisor. According to 
the EAP administrator, women typically sought counseling on their own twice as often as 
men, and approximately half of the self-referrals were white employees. Most mandatory 
referrals to counseling were for white men, typically for substance abuse problems. 

TNRCC has several methods for evaluating its EAP. First, the utilization reports 
described above will provide a profile of who is being helped and alert the agency to trends. 
Second, clients of the service will be asked to complete an evaluation form. Third, clients 
can file a grievance if they feel they have been treated unfairly or otherwise 
inappropriately. Finally, the EAP administrator has the contractual obligation to monitor 
the provider. 

Performance Appraisals and Evaluations 

According to The AMA Handbook for Employee Recruitment and Retention, 
performance management potentially can improve the productivity and efficiency of an 
organization: "Performance management is a process for establishing shared understanding 
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about what is to be achieved in an organization and an approach to managing people to 
increase the probability that it will be achieved."50 The key to the success of performance 
management is developing a link between the agency's mission and objectives and the job 
responsibilities of employees. Employees should work with supervisors to develop goals that 
include performance measures for accountability, job responsibilities, and activities 
relating to the overall goals of the agency.51 

One of the most successful tools for increasing workforce diversity in business firms 
has been performance appraisal. In the private sector, supervisors increasingly are rated on 
their ability to recruit and retain a diverse staff and to meet their companies' affirmative 
action goals. Rewarding those who successfully recruit a diverse staff can be controversial. 
Divisions that are primarily administrative in nature tend to have more success meeting 
labor force parity goals. The challenge is much greater for supervisors who oversee 
technical staff, especially in state agencies. Not only is the number of female and 
racial/ethnic minority engineers small, but the public sector must compete with higher 
salaries in the private sector. Even within the private sector, competition to hire the "best 
and the brightest" exists. 

A working paper published by the H. John Heinz III School of Public Policy and 
Management at Carnegie Mellon University argues that performance appraisal systems 
(PASs) consistently fail to bring about the positive results they intend. Particularly in the 
federal government, the quest for meritocracy is thwarted by a number of factors that 
inhibit quality and productivity rather than enhance it.52 

The working paper notes that m~ny PASs lead to a phenomenon called "piling up," in 
which managers inflate the ratings of their employees to avoid stressful conflicts and "keep 
the peace" in the workplace. This has the dual effect of rewarding incompetence and 
diminishing the rewards to those who work hard. Finding an appropriate rating system is 
particularly difficult; numerical marks are less informative and more easily inflated, while 
narrative evaluations tend to be broader and less direct.53 These findings about PASs 
should be considered when evaluating TNRCC's use of performance appraisals to retain 
women and people of color. 

Most TNRCC employers interviewed by project members indicated that they had 
been evaluated by a supervisor. A few employees had been reviewed as recently as one 
week before the interview, while others had not had an evaluation at any time within the 
previous three years. Almost half of the respondents (21 of 44) indicated that evaluations 
by a supervisor did not occur on a regular basis. Dissatisfaction with the evaluation and 
review process was relatively consistent across occupational, gender /ethnic, and agency 
lines. Employees uniformly asserted that TNRCC evaluations are inconsistent and need to 
be done more regularly. They overwhelmingly believe that the system of evaluating their 
performance should be improved. 

The new TNRCC policy in performance management, still in development, seeks "[t]o 
establish a uniform process for effective evaluation and continuous improvement of work 
performed by employees of the TNRCC." 54 Each regular employee -classified and exempt, 
supervisory and nonsupervisory -will be required to complete a Performance Evaluation 
and Development Plan. These plans are the central element of the policy's Performance 
Evaluation Program, which addresses performance expectations, feedback, and recognition; 
identification of training needs; and agency productivity assessment. Topics discussed in 
the policy include types and frequency of evaluations, the evaluation process, employee 
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self-evaluation, appeals of evaluations, pay for performance, and coaching and 
counseling. 56 

A Human Resources Division database will record and track performance 
evaluations of employees by EEO category.56 Early drafts of the policy included references 
to TNRCC compensation policies, but these references were later dropped.57 However, the 
policy retains the achievement of affirmative action goals as a guideline for rating 
supervisory performance. This provides a basis for the evaluation of TNRCC supervisors 
relative to their success in recruiting and retaining women and people of color as agency 
employees.68 · 

Promotions and Merit Increases 

In accordance with state law, exceptional performance at TNRCC can be rewarded 
with a merit increase within a salary group. The distribution of merit increases is limited 
by the funds authorized by the legislature and is based on employees' performance 
appraisals. An employee who receives a merit increase remains in the same salary group 
with the same responsibilities but moves to a different pay step. A promotion, on the other 
hand, involves advancement to a higher salary group, with stronger qualifications and 
greater responsibilities. 

Except for three women, all TNRCC employees interviewed by project members said 
they had received a promotion or merit increase. At the same time, a number of 
interviewees also believed they had been passed over for promotions or merit increases. In 
addition, the NuStats survey revealed that 55 percent of the respondents do not believe they 
have a good chance at promotion, and approximately one-third feel that advancement 
chances in TNRCC are not equal in terms of race/ethnicity and gender.59 

The greatest disparity in project interviewees' responses occurred along occupational 
category lines. None of the interviewed employees in the Officials/ Administrators category 
felt they had ever been passed over, while 80 percent of the employees in the Skilled Craft 
category felt they had. Slightly more than 30 percent of interviewees in both the 
Professionals and Technicians categories, half of the interviewees in the Paraprofessionals 
category, and almost 60 percent of the interviewees in the Administrative Support category 
responded that they had been passed over. White men were more likely than women and 
people of color to believe they had been ignored for promotions. Almost half of both white 
and nonwhite women also thought they had been passed over, while only 31 percent of 
interviewed nonwhite men agreed. 

When asked for their overall impression of the TNRCC system for rewarding 
employees, interviewees gave few positive responses. The most frequent responses indicated 
that rewards are seldom tied to performance. Moreover, there was little difference between 
the responses of the various groups. Employees in all racial/ethnic and gender groups 
agteed that TNRCC promotion and merit increase policy and practices need substantial 
reworking. 

A trend analysis of TNRCC's internal promotion patterns (and those of its 
predecessor agencies) by race/ethnicity and gender would be useful in light of employees 
opinions about promotion opportunities as reported in the NuStats survey. Because TNRCC 
promotion data were incomplete, inconsistent, and unavailable on disk, project members 
used the survey results as the primary source of information in this area. An accurate 
analysis of promotion information would indicate the extent of the problem, the most 
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problematic divisions, and the levels (i.e., job titles) at which promotion opportunities for 
women and persons of color are greatest and also least common. 

Compensation 

Comparable Worth and Pay Equity 

The Equal Pay Act (1963), enforced by EEOC, protects men and women who perform 
substantially equal work in the same establishment from sex-based wage discrimination.60 

Nevertheless. pay equity remains a concern across the United States. Employers have found 
ways around the law by arguing that education and experience weigh heavily in salary 
determinations, even when those factors are not requirements for the job. 

During the 1980s, both pay equity and comparable worth received considerable 
attention. Pay equity focuses on any wage disparities that might be considered inequitable, 
while comparable worth focuses on the effect of an occupation's sex composition on the 
compensation of that occupation. The rationale behind comparable worth is that all 
employees should receive equal pay for work that is similarly valued by the employer in 
terms of such requirements as skill, responsibility, and effort.61 Comparable worth seeks to 
change the traditional societal view that women's jobs are of less value than men's because 
of the man's role in the family structure. As Janice Peterson writes, "Comparable worth 
challenges this cultural devaluation of women and their work."62 

These issues are present in the public sector as well as in the private sector. In 1974, 
the state of Washington conducted a study of pay equity in its pay system for state 
employees. Results indicated that "female-dominated jobs were paid about 80 percent of the 
pay for comparably valued male-dominated jobs."63 Subsequently, as a result of a 1982 
lawsuit filed against the state for violation of Title VII of the 1964 Civil Rights Act and 
claiming discrimination in compensation based on gender, Washington began to implement a 
policy of comparable worth. With the goal of narrowing "the difference between salaries 
for jobs of comparable worth," Washington evaluated state jobs and assigned job worth 
points (i.e .• a measurement of the difficulty and responsibility of a particular job) as a 
means of comparison. By 1985, the legislature had appropriated $41.4 million to implement 
the policy and make adjustments in salaries.64 

Comparable worth also is a concern in Texas state government. However, 
implementation of a policy of comparable worth depends upon a subjective ranking of state 
job titles by the state legislature through the classification schedule and does not take into 
account the importance of particular jobs to individual agencies. Such a ranking does not 
exist in Texas. Thus, the analysis of TNRCC salary patterns in this section focuses on the 
issue of pay equity. 

Salary Analysis 

The project's major data analysis focused on TNRCC salary patterns to see whether 
salary differences are associated with particular gender and racial/ethnic groups of 
employees. The analysis was based on Human Resources Information System (HRIS) data 
for all 2,496 full-time TNRCC employees as of November 4, 1993. Part-time TNRCC 
employees (of which there were 44) were excluded because their lower salaries would have 
significantly affected the average salaries of groups of employees. Whites comprised 76 
percent of the agency's full-time employees; Hispanics, 12 percent; African Americans, 8 
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percent; Asian Americans, 3.7 percent; and Native Americans, 0.3 percent. Males comprised 
54.9 percent and females 45.1 percent of the employees. 

Compensation in Texas state agencies is guided by the Position Classification Act, 
which, as described in Chapter 3, provides rates for employees' salaries as well as methods 
for determining salary increases. This classification system is designed to protect employees 
from subjective agency compensation programs and practices. Because of the design of the 
state's classification system, however, TNRCC employees with the same job title may have 
different monthly salaries depending on the step at which each employee is working. The 
project did not take these differences into consideration, given the time required to conduct 
such an analysis. As a result, the project analysis focused only on significant differences in 
the average monthly salaries of different racial/ethnic and gender groups. No distinction 
was made between employees in different TNRCC divisions, since an examination of salary 
patterns in any division would not control for the differences between line and staff 
employees. In addition, if the project were to examine salary patterns by job title for each 
division, the number of employees in many job titles would be insignificant. 

Project members first examined the average monthly salaries of all gender and 
racial/ethnic groups at TNRCC and the distribution of women and people of color within 
TNRCC by statewide salary categories. White men currently earn the highest average 
monthly salary ($3,077), while Hispanic women have the lowest average monthly salary 
($2,171). The agency average is $3,029 for men and $2,460 for women, with an overall 
average monthly salary of $2, 771 for all TNRCC employees. The racial/ethnic category 
with the largest gap between men's and women's salaries is African American; the category 
with the smallest difference is Asian American (see Figure 6.1; figures and tables are at the 
end of the chapter). 

The NuStats survey questionnaire used a scale of I (low) to 5 (high) to gauge TNRCC 
employee satisfaction with advancement or pay. Men were slightly more satisfied with 
their pay than were women, with scores of 2.74 and 2.61, respectively.65 Whites, with a score 
of 2.75, reported higher levels of pay and advancement satisfaction than did Hispanics 
(2.61) or African Americans (2.34). By a margin of almost two to one (61 percent), 
employees were dissatisfied with the pay they received for the job they performed.66 

Dissatisfaction with pay and feelings of inequities were particularly strong among TNRCC 
Legal and Regulatory Services staff (72 percent), African American employees (74 percent), 
and regional staff (75 percent).67 

Table 6.1 depicts the distribution of TNRCC employees for each racial/ethnic group 
and gender within statewide salary categories (see also Figures 6.2-6.29). Hispanics and 
African Americans have the greatest percentages in the lowest annual salary category, less 
than $24,999 (35.9 percent and 40.7 percent, respectively). The greatest percentages of 
Native Americans (57.l percent) and whites (22.0 percent) fall into the $35,000 to $39,999 
salary category, while Asian Americans (23.9 percent) are predominantly in the $30,000 to 
$34,999 range. 

The greatest percentage of women (38.4 percent) falls into the lowest salary category 
of less than $24,999, while the highest percentage of men (25.8 percent) is in the $35,000 to 
$39,999 salary category. Figure 6.8 shows that 82 percent of the employees in the less than 
$24,999 category are women and 18 percent are men. In contrast, Figure 6.13 shows that 20 
percent of the employees in the $45,000 to $49,999 salary category are women and 80 
percent are men. 
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The project's most extensive salary analysis examined the average monthly salaries 
of TNRCC employees by gender and race/ethnicity for those job titles in which more than 
ten people were employed; job titles held by ten or fewer employees were not included. This 
analysis included 1,951 full-time agency employees (78.2 percent). Fifty-six job titles were 
included in this analysis. (See Table 6.2 for the gender breakdown and Table 6.3 for the 
race/ethnicity breakdown of these full-time employees.) 

According to most research findings, women and people of color tend to have higher 
average monthly salaries than white males in the lower levels of a job category. However, 
at higher levels of that same job category, the trend is reversed. At TNRCC this situation 
prevails for women and men in the Engineering Specialist job category. Female 
Engineering Specialists I and II have higher salaries than males, while male Engineering 
Specialists III and IV earn more each month than females. In the case of Engineering 
Specialist IV, men make nearly $200 a month more than their female counterparts. 
However, the trend does not exist for people of color in the Engineering Specialist job 
category. Average monthly salaries are relatively equitable for Engineering Specialists 
across racial/ethnic groups. Discrepancies in average monthly salaries between gender and 
racial/ethnic categories may be accounted for by tenure of employees, longevity pay, 
bonuses, and other nondiscriminatory factors. These areas may warrant further 
examination by TNRCC. 

Women generally earn higher salaries at all levels in staff positions such as 
accountants and attorneys. On the other hand, men in both technical and managerial 
positions consistently have higher salaries than females. For instance, male hydrologists, 
engineers, and directors of programs have higher salaries than females in the same 
positions. Similarly, white directors of programs earn more each month than Hispanics, 
who, in turn, receive more than African Americans. In fact, African American directors of 
programs earn, on average, $200 less per month than their white counterparts. 

Moreover, in many higher levels of job categories, Hispanics make more money than 
those in other racial/ethnic minority groups. This is true for Attorney IV and V, Engineer 
III and IV, Environmental Quality Specialist VI, Hydrologist IV, and Program 
Administrator III. As noted earlier and as shown in Figure 6.1, white men currently earn 
the highest average monthly salary in the agency ($3,077), while Hispanic women have the 
lowest average monthly salary ($2,171). 

Many employees are frustrated by the fact that opportunities for advancement exist 
but they are unable to take advantage of them. Additionally, they feel inadequately 
compensated for their work. In order to address concerns voiced by TNRCC employees in 
response to the NuStats survey and project interviews, the TNRCC Quality Management 
Division has organized QUESTeams in six areas: decisionmaking and prioritization, 
regional/central issues, compensation/advancement opportunities, communication process, 
employee well-being and physical working conditions. Each team has 8 to 15 members, with 
"an equal distribution of membership from management, professional/technical staff, and 
administrative/support/trade staff."68 Each team has a charter that includes its purpose, 
tasks, expected results, and expected date of submission of a final report. The purpose of 
the QUESTeam on compensation/advancement opportunities, for example, is to "recommend 
ways in which agency employees can take advantage of opportunities for advancement and 
be appropriately compensated for the work they perform."69 As of March 29, 1994, no 
TNRCC division had been assigned as the supervising entity of these teams. Until 
particular divisions or offices have ownership in the work of the teams, the results may 
prove less than fruitfut. 70 
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Grievances and Complaints 

Because working conditions are important to workplace productivity, public and 
private employers set up systems that enable employees to resolve their grievances or 
complaints. By Texas law, grievance procedures are left to the discretion of each state 
agency. State funds cannot be used to pay salary or travel costs incurred by grievants who 
are public employees. However, state employees are allowed to take annual leave, 
compensatory time, or leave without pay in accordance with agency policies to resolve their 
cases. 

A grievance is an allegation, infraction, violation, misapplication, or 
misinterpretation of agency policies or state or federal laws relating to aspects of 
employment or working conditions. For TNRCC, grievable issues are limited to dismissal, 
disciplinary probation, demotion, and suspension without pay. A complaint is a 
disagreement arising from the employer-employee work relationship that does not meet the 
criteria for a grievance. 

TNRCC employees have recourse to grievance and complaint procedures for issues 
related to discrimination, working conditions, dismissal, or health and safety hazards. 
According to the agency, any issue that is not a grievance issue can be raised as a complaint. 
No employee can be penalized or disciplined for exercising his or her right to use these 
procedures. Employees can represent themselves or choose a representative, and they have 
the right to consult with the Human Resources Division director or EEO coordinator for 
advice and assistance. 

TNRCC delineates complaint and grievance procedures in its policies. The new 
policies, according to Human Resources Division staff, are more restrictive and contain 
more clearly defined parameters than did the policies of either TWC or T ACB. Complaint 
procedures allow full- or part-time regular employees in a classified position and full- or 
part-time qualifying or temporary employees to submit complaints regarding employment 
conditions that negatively affect the work environment. Employees are eligible to file 
complaints concerning compensation, work hours, working conditions, employee-employer 
relationships, and other related employment conditions. Similar to past TWC and TACB 
policies, the TNRCC process begins informally, with the employee discussing the issue with 
his or her immediate supervisor. If there is no resolution of the issue, then a formal 
complaint is submitted to the division director. The deputy executive director to whom the 
division director reports has final review. Informal processes are encouraged, and 
employees are urged to consult the employee relations staff of the Human Resources 
Division before filing a complaint. 

Unlike a complaint, a grievance is submitted automatically to the agency's Grievance 
Committee. The committee hears the grievance and makes a recommendation to the TNRCC 
executive director, who makes the final decision. According to TNRCC Human Resources 
Division staff, the Grievance Committee has not yet been appointed but, like that of the 
former T ACB, will be a diverse group reflecting the gender and racial/ethnic composition 
of both line and staff employees. The grievance procedure is somewhat more restrictive 
than the complaint procedure. Under the new TNRCC policy, only full- or part-time 
employees in classified positions are eligible to file grievances. 

TNRCC employees interviewed by project members noted that both TWC and TACB 
grievance and complaint policies and procedures stressed the importance of informal 
channels for resolving disputes. Because the project members did not ask respondents to 
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differentiate between feelings toward their current and former employers (TNRCC versus 
TACB or TWC), it is difficult to determine to which agency interviewees referred. In most 
responses, however, it is assumed that respondents ref erred to TNRCC policies. 
Approximately 70 percent of the 44 employees interviewed either were unaware that any 
agency grievance procedures exist, were unfamiliar with their details, or described them as 
ineffective or unfair. The eight employees who reported having registered complaints 
expressed varying levels of satisfaction with the resolution of their problems. Five of the 
eight were women, and four of these complaints were pursued informally. The reports of 
filing formal and informal complaints or grievances were split evenly between the 
racial/ethnic minority groups. Thirty percent of the respondents said they thought 
employees who file complaints or grievances are informally penalized; an additional 36 
percent stated they did not know whether penalties occur. 

The TNRCC grievance and complaint procedures are not appropriate for charges of 
unlawful discrimination (e.g., charges based on Title VII of the 1964 or 1991 Civil Rights 
Acts). Therefore, the primary workforce diversity issue in the grievance and complaint 
policies might be the representation (or lack of representation) of women and people of 
color in the process. Who sits on the Grievance Committee may have a significant impact on 
the panel's findings. TNRCC does not provide specifically for the representation of women 
and people of color on the panel as T ACB did. 

The composition of the committee or panel is not the only factor in an employee 
grievance or complaint. As currently outlined in agency policy, employees are expected to 
approach their immediate supervisors with the problem. Without a neutral party or office 
to hear complaints, employees may be unable to voice their concerns for fear of 
recrimination. 

Unlawful Discrimination 

The primary federal legislation protecting employees against discrimination is Title 
VII of the 1964 Civil Rights Act, which makes it unlawful to discriminate on the basis of 
"race, color, religion, sex, or national origin." Title VII covers hiring or firing; wages; 
benefits; classifying; ref erring, assigning or promoting employees; extending or assigning 
facilities; training; retraining; apprenticeships; and any other "terms, conditions, or 
privileges of employment."71 The Equal Employment Opportunity Act amended the Civil 
Rights Act in 1972 to include protection from unwelcome sexual advances, requests for 
sexual favors, and other verbal or physical conduct of a sexual nature that constitutes 
sexual harassment.72 The 1978 Amendments to the Civil Rights Act of 1964 added a 
provision prohibiting discrimination based on pregnancy.73 

EEOC reports that pregnancy discrimination complaints nationwide rose by 13.7 
percent between 1991 and 1992. A number of explanations may explain this increase: 
continuing sex discrimination, vulnerability to corporate downsizing, and "heightening 
awareness not only that [sex discrimination] is illegal, but that it is possible to do something 
about it."74 Another major reason for increased reporting may be the growing awareness of 
individual protections. Women in the workforce today better understand their rights and 
take seriously actions and remarks that could be construed as discriminatory. Additionally, 
the provision in the Civil Rights Act of 1991 allowing plaintiffs to obtain compensatory 
and punitive damages provides a greater possibility of victory.75 

TNRCC has a specific procedure to address charges of unlawful discrimination. 
This procedure is clearer than the policies of TWC and T ACB were. Discrimination charges 
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may be based on race, color, religion, national origin, sex, disability, and age; sexual 
orientation is not included. All TNRCC employees are eligible to file an unlawful 
discrimination complaint. After an officially documented charge is filed with the agency, 
the Civil Rights and Employee Relations Section of the Equal Opportunity Development 
Division establishes an investigative team. Findings and recommendations are forwarded to 
the TNRCC executive director. Strict confidentiality regarding allegations of 
discrimination is emphasized throughout the process. Section employees are responsible for 
notifying the employee's supervisor and the person against whom the complaint was filed. 

Termination and Disciplinary Action 

When an employee leaves a job, whether in the public or the private sector, well
defined policies should guide the departure. In the absence of proper policies, employer 
and employee become vulnerable to lawsuits, regardless of whether separation is the choice 
of the employee or of the employer. TNRCC's draft policy for separation from employment 
states that its purpose is "[t]o establish policies and procedures relating to separation from 
employment with this agency which are uniformly followed and comply with state 
statutes."76 The draft states further that while the employee is free to end his or her 
employment at any time, TNRCC also may terminate the employee's appointment (i.e., 
TNRCC is an "at will" agency). The difference between resignation and termination is 
important. Resignation implies voluntary, employee-initiated separation from the agency. 
Termination, on the other hand, is involuntary separation, initiated by the employer. 

TNRCC employees bear the burden of scheduling exit interviews. The agency policy 
states that "the separating employee should contact the Human Resources Division to 
arrange for an Exit Interview to be conducted during the week prior to the separation 
date."77 While the employee is provided an important opportunity to make "suggestions 
regarding how the job or work environment might be improved and recommendations on 
how to retain employees and reduce turnover,"78 policies requiring employee initiative often 
yield little feedback. Many disgruntled employees may, in fact, choose not to participate. 

The policies regarding disposition of vacation, sick leave, state compensatory time, 
holiday compensatory time, and overtime balances are standard across state agencies. When 
an employee is separated from employment due to resignation or retirement, he or she 
forfeits any outstanding balance of time for accrued sick leave, compensatory time, and 
holiday time. Exceptions occur when an employee transfers to another state agency. An 
employee is paid for any previously unused vacation and FLSA overtime. 

The TNRCC policy provides explicit steps for a division director to follow when 
terminating an employee. These include instructions for conducting meetings to "review 
relevant documentation,"79 for preparing a notice of termination, and for preparing and 
submitting a completed Personnel Action Form to the Human Resources Division director. 
In addition, the policy gives a detailed list of tasks and timelines for completion. 

TNRCC's policy regarding disposition of payments for a separation due to death of 
an employee also is the same as that of other state agencies, but it differs somewhat from 
the policy for other causes of separation. For example, "in the event of an occupational 
death, an amount equal to one year's salary is paid to the surviving spouse or the guardian 
of dependent minor children in addition to other death benefits provided."80 As with other 
cases of separation, employees (or their representatives) are responsible for seeking out 
TNRCC management to resolve lingering issues: "The beneficiary (or representative of the 
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estate if no beneficiary is named) of the deceased should make an appointment with an HR 
Benefit Coordinator to review retirement benefit and payment options."81 

As of March 1994, TNRCC had developed two variations of its policy for 
disciplinary action, neither of which had been approved. Options A and B of the policy are 
identical in the following areas: purpose, policy, grounds for disciplinary action, 
progressive disciplinary action, immediate termination, employee responsibilities and rights, 
management responsibility, where to ref er questions, related agency policies, authority, and 
effective date. Option B, however, includes a Definitions section that outlines and 
describes the various types of conduct "considered unacceptable and [which] may be cause 
for corrective discipline, such as verbal or written reprimand." Some of the examples 
include "unsatisfactory work performance, dishonesty, insubordination and disorderly 
conduct."82 

Both policy drafts include sections on procedures for progressive disciplinary action 
and on procedures for termination. Both drafts emphasize TNRCC's concern with resolving 
disputes at the lowest possible level of management and outline the roles that employees and 
supervisors should play in settling those disputes. (Alternatively, a regular, but not a 
qualifying, employee wanting to respond to a disciplinary action or termination decision 
may use the TNRCC Complaint, Grievance, and Unlawful Discrimination policy.) Both 
drafts also share a potential problem: there is no impartial arbiter to settle disputes 
between employee and supervisor. If an employee believes termination or disciplinary 
action is being taken without good cause, he or she has no one to whom these concerns can 
be presented. It is unclear whether TNRCC plans to designate a neutral third party to 
preside over such conflicts.83 

Despite the fact that TNRCC is revising its Disciplinary Action and its Separation 
from Employment policies, a significant number of employees are dissatisfied with their 
implementation. One-fourth of the 44 TNRCC employees interviewed by project members 
described these policies as unfair, ineffective, or in need of improvement. Employees in the 
Officials/ Administrators category had the highest regard for these policies, while the 
lowest percentages of positive responses (approximately 20 percent) came from female 
employees of color and from Skilled Craft employees. Men tended to look more favorably 
upon these policies than women; whites had a slightly higher average rate of approval than 
nonwhites. A lack of complete data precluded additional in-depth analysis of agency 
terminations and separations by race/ethnicity and gender. Because the project members 
interviewed only current TNRCC employees, the perspectives of those who have left the 
agency as a result of resignation or termination are not reflected in the interview findings. 

Training and Development 

A comprehensive program for the training and development of employees can play 
two roles in enhancing the retention of women and people of color. Technical instruction, 
complemented by management training, mentoring, and career planning, can help employees 
advance within an agency or organization. Educational programs can help employees cope 
with the tensions that may come with increased workforce diversity and can help 
supervisors manage a changing workforce and become aware of affirmative action 
obligations. Training refers to short-term, skills development activities on topics that bear 
directly upon job performance (e.g., a class on how to use electronic mail). Development 
connotes long-term, planned and directed educational experiences and opportunities (e.g., 
career counseling, career tracks, mentoring, training in managerial skills, job rotation, and 
opportunities to attend conferences or lead projects).84 
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If current workforce trends continue, labor analysts anticipate that employers will 
experience a shortage of educated, highly skilled workers as demand for a higher level of 
technical skills rises. The mismatch in skills and jobs already costs the corporate sector 
billions of dollars each year on training programs that target basic reading, writing, and 
math skills. If TNRCC follows the trend of other employers nationwide, the agency will be 
under increasing pressure to off er more on-site training in future years to maintain the 
technically skilled staff necessary to fulfill its environmental mission. 

According to The AMA Handbook for Employee Recruitment and Retention, only 10 
percent of the American workforce receives some sort of training, despite the fact that 
nearly 75 percent of currently employed U.S. workers will need retraining by the year 2000. 
Moreover, the greatest amount of training funds are spent on those who need it the least. 
College graduates are 50 percent more likely to receive corporate training than those 
without college degrees, and executives with postgraduate degrees are twice as likely to get 
training as college graduates.ss 

TNRCC training courses are coordinated in a highly decentralized fashion. The 
decentralization was not intentionally planned but rather was the result of "how things 
grew."s6 In summer 1993, an Internal Training Plan Group was formed to begin centralizing 
TNRCC training activities and to address the need for cross-functional training. The group 
has been successful in developing an integrated training calendar, but the agency 
consolidation has delayed plans to establish a single place of registry for courses.s7 In 
addition, the agency is only beginning to think about how to evaluate the effectiveness of 
training and development courses in elevating the skills or job performance of managers 
and employees.ss Moreover, employees may register to take courses at the Governor's Center 
for Management Development.s9 Some employees have been reimbursed for tuition for 
university courses, but TNRCC has no official tuition reimbursement policy, and no 
consistent informal policies are observed across the agency.90 

Internal Training and Development Opportunities 

Six separate TNRCC units provide internal training and development programs: the 
Equal Opportunity Development Division, the Human Resources Division's Training and 
Development Section, the Information Resources Division, the Quality Management 
Division, the Risk Management and Safety Section, and the Technical Training Academy 
(both in the Environmental Training Division).91 

The Technical Training Academy (TT A) coordinates environmental sciences training 
for scientists, technicians, and other interested agency employees. The off ice was 
established in March 1993, and a section manager was hired in June 1993. By comparison, 
TWC and T ACB divisions handled technical training autonomously and contracted out 
training or developed it internally; thus, the level of training varied between divisions in 
both predecessor agencies.92 

Working with consultants, TTA is conducting an office-by-office TNRCC needs 
assessment and task analysis in order to develop courses and curricula that meet the needs 
of each "functional job title." Functional job titles differ from official classification titles; 
the latter may reflect educational levels, whereas functional job titles relate to job 
responsibilities. For example, an engineer and a geologist may have different state 
classification titles but carry out the same function, such as Hazardous Waste Permit Writer. 
Although the relationship between the identified functional job titles and the classification 
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titles used in agency career ladders may need clarification, the existence of two 
classification systems is not a hindrance to employees' understanding of their job 
responsibilities or opportunities.93 

The outcome of the agency-wide TT A task analysis will be a curriculum plan for 
each functional job title, formulated with the aid of division management. Each 
curriculum plan will include coursework, on-the-job training (OJT), and mentor 
experiences. Each employee will have a training record in a training administration 
database that lists curricula and activities completed. While some structured OJT takes 
place now, its content is not consistent among employees.94 Benefits from structured 
curriculum plans include buy-in by employees, higher morale because there is a map for 
career development, higher employer credibility with "external forces," and a better trained 
workforce.95 A staff of six is carrying out the task analysis, which began in December 
1993. The division is contracting with outside consultants to complete some components of 
the project.96 

Several TNRCC divisions offer skills development and managerial courses. The 
Information Resources Division organizes computer training based on demand for popular 
software programs such as WordPerfect and Paradox. The Risk Management and Safety 
Section offers short courses to improve employee safety attitudes, behavior, and awareness. 
The Training and Development Section of the Human Resources Division provides such 
courses as "Creative Decisionmaking," "Customer Service/Team Effectiveness," "Effective 
Telephone Skills," "Hiring the Best," "Managing Change," and "Presentation Skills." All 
courses are available to all TNRCC employees except "Managing Change" and "Hiring the 
Best," which are taught to managers and supervisors.97 The Human Resources Division also 
coordinates the new employee orientations discussed earlier in this chapter. 

The Quality Management Division offers its own management training class. The 
division has adopted the GRID management course, developed by an Austin firm, Scientific 
Methods. This choice was strongly encouraged by TNRCC chairman John Hall, who had 
completed it at another workplace. The course teaches techniques for being open, working 
in teams, and giving positive feedback to colleagues. The learning is experiential, and 
trainers refrain from participating actively in the interaction unless they sense a dynamic 
that threatens to derail the group. The agency plans to send all of its managers to this 
intensive week-long, off-site training by December 1994.98 

Prior to the creation of the Equal Opportunity Development Division, the Training 
and Development Section also provided sexual harassment and Americans with Disabilities 
Act (ADA) training. Two trainers from this section subsequently were transferred to the 
new division to finish developing the curriculum for Title VII training; one is committed to 
workforce diversity and ADA training and the other to sexual harassment and EEO 
training.99 The Equal Opportunity Development Division offers one sexual harassment 
training session per month for employees and one for managers. The course is designed to 
"provide information on the legal aspects of sexual harassment, typical patterns of sexual 
harassment, and strategies proven to be effective in confronting and ending sexual 
harassment . ..ioo Sexual harassment training is intended to be mandatory, but the Equal 
Opportunity Development Division has no way to enforce attendance. Some of the program 
divisions do enforce attendance by their employees. ADA training is structured in the same 
way, but it is not mandatory. A class on EEO updates is being developed, but whether 
attendance will be required has yet to be determined.101 
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Workforce Diversity Training 

TACB offered no workforce diversity training. TWC had run workshops 
(approximately one per month) for three years, but they ended abruptly when the instructor 
took maternity leave, and the last one was held in March 1993. At TWC the instructor 
trained a group of employees on a voluntary basis to become workforce diversity trainers 
themselves in their respective agency sections. More employees were interested in becoming 
trainers than were needed, however, and only a few actually conducted training sessions.102 

The Equal Opportunity Development Division's Equal Opportunities and 
Recruitment Section is developing workforce diversity training without specific guidelines 
on content or objectives from TNRCC senior management. The new training will take into 
account the agency's workforce demographics and organizational culture. The section plans 
to off er classes first to employees and then to managers. If demand is high, the agency 
hopes to hold two training sessions per mon th.103 

Assessment 

Responses by TNRCC employees to project members' interview questions about 
training and development were positive. Approximately 90 percent of the interviewees 
reported attending one· or more training programs. Training generally fell in to four 
categories: technical, management, legal (e.g., diversity training, EEO guidelines), and 
professional development. No pattern seemed to exist along occupational, gender, 
racial/ethnic, or agency lines regarding employee participation in training sessions. In 
almost every category of respondents, a majority stated that their agency training 
experience had been beneficial and worthwhile. 

Similarly, the NuStats survey indicates that, overall, TNRCC employees rate the 
education and training programs at the agency favorably. Seventy-four percent of the 
employees characterize training as relevant, 70 percent believe it is ample, and 54 percent 
describe it as adequate.104 When asked about training opportunities, however, the survey 
results provide a less than glowing picture. For example, regional staff (67 percent) 
resoundingly felt that training opportunities for regions and headquarters were not equal. 
One-third (33 percent) of African American employees and an equal proportion of regional 
staff felt that they were not given opportunities to attend training sessions.105 Because 
access to training and development, much like a generous vacation and benefits plan, can be 
an asset in attracting and retaining employees, the availability of such programs at TNRCC 
can lower the turnover rate of women and people of color in addition to facilitating their 
advancement to positions of responsibility and authority within the agency. 

Project members were unable to complete an analysis of employee attendance at 
TNRCC, T ACB, and TWC training sessions to corroborate the promising findings from the 
interviews and the survey. First, before the consolidation, consultants conducted much of 
the agencies' training. Only when training was conducted by the predecessor agencies' 
human resources divisions were accurate records kept. Employees were not required to turn 
in forms confirming their attendance at training seminars. Thus, the data for TACB and 
TWC are incomplete and do not permit an accurate analysis. Second, because TNRCC 
training programs and methods of training were being revised during the project, complete 
information for the consolidated agency did not exist. The project members were able to 
obtain only limited information about the types of training offered, the number of times 
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each was offered per year, and the number of attendees at each session. Data were not 
available regarding race/ethnicity, gender, job title, or division, yet this information is 
crucial in determining accurately who is accessing training offered by TNRCC. 

Mentoring and Upward Mobility 

In addition to traditional methods of training and development, agencies and 
companies use other means to promote and assist with the advancement of employees. 
Mentoring, employee associations, and upward mobility programs (e.g., defined career 
tracks, accelerated promotional paths for promising employees, special assignments, and job 
rotation opportunities) play a large role in companies cited as leaders in their commitment 
to female employees and employees of color. Proctor & Gamble, for example, has an "on 
boarding" program to help people of color adjust more quickly to corporate culture and a 
mentoring program that pairs the mentee with the mentor of his or her choice. Corning has 
employee coaches who help women and people of color. Johnson & Johnson, Nynex, and 
Pepsi-Cola also have successful employee mentoring programs. Ten of the 25 companies 
cited as the best places for African Americans to work in 1992 had African American or 
other racial/ethnic minority employee networks or associations, many of which met on a 
periodic basis with senior management. Honeywell's 20-member Diversity Council includes 
representatives from the company's Hispanic Women's Council and Black Employee 
Network, plus associations comprised predominantly of white males.106 

Mentoring 

Mentoring relationships, both informal and formal, can counter the cultural and 
social barriers that prevent women and people of color from succeeding in traditionally 
white, male-dominated organizations by instructing the mentees on unstated workplace 
norms and expectations. Mentoring programs also can help employers achieve their 
affirmative action objectives and workforce diversity goals by identifying and mentoring 
promising women and people of color and training them for positions of leadership.107 

Although TNRCC has not yet implemented a formal mentoring program for women 
and people of color, the creation of such a program for all new employees remains of 
interest to the agency.108 In addition, new TNRCC recruitment programs include 
significant mentoring components. In its administration of the Mickey Leland 
Environmental Internship Program (see Chapter 5), for example, TNRCC designates a 
mentor for each intern; the mentor serves as a role model and oversees the intern's work 
activities. TNRCC's Cooperative Education Program (see Chapter 5), which will be 
implemented in fall 1994 or spring 1995, also involves a mentoring relationship between the 
co-op student placed in TNRCC and his or her agency supervisor. Informal TNRCC 
internships are another means by which informal mentoring already occurs. In anticipation 
of future TNRCC initiatives to expand and formalize the role of mentoring in retaining 
female and racial/ethnic minority employees, this section highlights barriers and strategies 
associated with the implementation of mentoring programs. 

Shirley Wilson, professor of management at Bryant College (Rhode Island), has 
described special barriers facing women and people of color who seek mentors or are in a 
mentoring relationship. For example, cross-gender professional relationships can be plagued 
by gossip and innuendo; men may doubt the career commitment of women; women and 
people of color are considered risky to mentor; giving critical feedback may be 
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uncomfortable for a white (or male) mentor; and women and people of color tend to be 
judged not as individuals but as representatives of their gender and race/ethnicity.109 

A formal employer-sponsored mentoring program can help to overcome many of 
these perceptions and stereotypes by pairing mentors with mentees. Such a program can 
help to clarify expectations, to sanction time away from regular work duties to develop the 
relationship, to counsel both partners on difficulties or misunderstandings that might arise, 
and to establish a finite period for the relationship so there is a graceful way to end the 
mentoring arrangement if it is less than satisfactory. A formal program also can provide 
the opportunity for an employee to be mentored by more than one coworker over time. 

Even without a formal company program that matches, monitors, and evaluates, 
employers can encourage mentoring by letting managers know that it is a highly valued 
activity. Some companies provide mentoring incentives such as performance goals and have 
seen increased promotions for women and people of color.U0 Social opportunities can 
introduce potential mentors and mentees. Companies and agencies can schedule workshops 
on mentoring and can acquire written materials and video resources for employee use. 
Counselors and trainers can be educated on the ingredients of a successful mentoring 
relationship. 

Any employer, including TNRCC, interested in implementing formal or informal 
mentoring programs to achieve workforce diversity goals should be aware of both pitfalls 
and opportunities. Effective strategies for mentoring the nontraditional employee include 
fostering inclusiveness as an organizational attitude; judging women and racial/ethnic 
minorities by the same criteria as others are judged; developing clear parameters for the 
relationship; providing critical feedback; including women and people of color in the 
"business" of socializing; being sensitive to and dealing firmly with slurs, offensive 
comments, and jokes made at the expense of women and people of color; and not allowing 
other employees to "exceptionalize" the female or racial/ethnic minority mentee.111 

Wilson suggests four additional strategies for mentoring African American women, 
which can be generalized to other women and people of color as well: 

1. acknowledge that African American women are underrepresented in professional 
jobs and must overcome unique barriers if that trend is to be reversed; 

2. recognize that African American women may have been socialized differently from 
dominant-culture employees and may not know how to initiate a mentor relationship 
with an employee of a different racial/ethnic group or gender; 

3. seek to discover similarities between mentoring partners rather than focus on 
differences; and 

4. exhibit cultural sensitivity and learn about the cultural background of the mentee.112 

Employers who set out to further workforce diversity goals through mentoring would do 
well to acknowledge that race/ethnicity and gender can influence the success of a 
relationship. While gender issues are frequently, if not easily, discussed in American 
workplaces, the subject of racial/ethnic difference and racism is more often than not taboo. 
However, the employer can play a role in easing the awkwardness. This will be one of the 
challenges facing TNRCC as the agency expands its mentoring activity. 
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Upward Mobility 

Upward mobility programs provide enhanced opportunities for advancement within 
an organization and build upon mentoring programs that help an employee successfully 
adapt to the organization. 

An important upward mobility program is a career ladder system. TNRCC has 
established a formal career ladder system designed to accomplish the following objectives: 
provide logical paths for career progression within a classification or related classification 
groups; clarify the progression from an entry-level position to the highest classified position 
so that employees and supervisors know what to expect; and allow an employee to substitute 
agency experience for any college requirements that aid in meeting minimum qualifications 
(except for professional positions such as attorney, engineer, or accountant that require 
specific coursework or a license).113 

TNRCC career ladders are viewed as an employee benefit and are specified for more 
than 20 classification series, including accounting, word processing, clerical, legal, 
statistical, laboratory, professional/technical, and communications. A TNRCC employee is 
eligible to use career ladders upon attaining permanent status.114 While T ACB had career 
ladders, TWC had none.115 

Conclusion 

This chapter highlights TNRCC efforts to increase the retention rates of female and 
racial/ethnic minority employees. Critical to these efforts is the effective communication 
of human resources policies throughout an employee's tenure, but especially during the 
orientation process. 

Equally important to the success of retention efforts is the establishment of agency 
policies and procedures to guide interactions among employees and between supervisors and 
employees. As a new organization, TNRCC has had a unique opportunity to reevaluate 
human resources policies that existed in TWC and TACB. In most cases. new policies have 
been written, reconciling the policies of the predecessor agencies and updating procedures 
to reflect the changing dynamics of the workplace. 

Policies and practices regarding affirmative action, work and family issues, 
performance appraisals, promotions and merit pay, grievances and complaints, 
discrimination, termination and disciplinary action, training and development, and 
mentoring have proven to be critical to retaining women and people of color. TNRCC has 
implemented new policies for each of these areas, building on the strengths of past 
practices. In virtually every case, the new policy strengthens the old policy and should 
contribute to the retention of all employees, but especially women and people of color. 

However, the project's analysis of TNRCC employee salary information identified 
significant differences in average salaries by gender and race/ethnicity, even when 
controlling for job category. While human resources policies and procedures can contribute 
to a more accommodating organizational culture, compensation is a powerful tool in 
retention efforts and warrants continuing attention by TNRCC. 
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Many of the nation's leading businesses have recognized the importance of human 
resources policies to organizational productivity, employee satisfaction, and decreased 
turnover. The existence of such policies at TNRCC positions the agency to become a leader 
among state agencies with respect to workforce diversity. 

While the best business practices are one measure by which to evaluate the efforts of 
TNRCC to diversify its workforce, it is also important to consider the strategies of other 
governmental bodies. Chapter 7 provides additional insights into recruitment and retention 
policies and procedures by examining the efforts of selected Texas agencies and of 
environmental agencies in six other states. 
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Table 6.1 
Texas Natural Resource Conservation Commission: 

Distribution of Employees across Statewide Salary Categories by Race/Ethnicity and Gender 
SALARY CATEGORY WlflTE IIlSPANIC AFRICAN AMERICAN ASIAN AMERICAN NATIVE AMERICAN 

TOTAL PERCENT TOTAL PERCENT TOTAL PERCENT TOTAL PERCENT TOTAL PERCENT 
LESS THAN $24,999 327 17.24% 108 35.90% 81 40.70% 11 12.00% 1 14.30% 
$25,000 TO $29,999 303 15.97% 63 20.90% 30 15.10% 13 14.10% 0 0% 
$30,000 TO $34,999 392 20.66% 48 15.90% 36 18.10% 29 31.50% 2 28.60% 
$35 000 TO $39 999 417 21.98% 40 13.30% 30 15.10% 22 23.90% 4 57.10% 
$40 000 TO $44,999 196 10.33% 14 4.70% 6 3.00% 9 9.80% 0 0% 
$45,000 TO $49,999 87 4.60% 10 3.30% 1 0.50% 5 5.40% 0 0% 
$50,000 TO $54,999 82 4.32% 6 2.00% 4 2.00% 2 2.20% 0 0% 
$55,000 TO $59,999 55 2.90% 7 2.30% 3 1.50% 1 1.10% 0 0% 
$60.000 TO $64.999 16 0.84% 1 0.30% 5 2.50% 0 0% 0 0% 
$65,000 TO $69,999 14 0.74% 2 0.70% 0 0% 0 0% 0 0% 
$70.000 OR MORE 8 0.42% 2 0.70% 3 1.50% 0 0.00% 0 0% 

TOTAL 1897 100.00% 301 100.00% 199 100.00% 92 100.00% 7 100.00% 

SALARY CATEGORY MALE FEMALE 
TOTAL PERCENT TOTAL PERCENT 

LESS THAN $24,999 96 7.00% 432 38.37% 
$25.000 TO $29,999 211 15.40% 198 17.58% 
$30,000 TO $34,999 317 23.10% 190 16.87% 
$35,000 TO $39,999 353 25.80% 160 14.21% 
$40,000 TO $44,999 169 12.30% 56 4.97% 
$45,000 TO $49.999 82 6.00% 21 1.87% 
$50,000 TO $54.999 68 5.00% 26 2.31% 
$55,000 TO $59,999 46 3.40% 20 1.78% 
$60,000 TO $64,999 10 0.70% 12 1.07% 
$65,000 TO $69.999 12 0.90% 4 0.35% 
$70,000 OR MORE 6 0.40% 7 0.62% 

TOTAL 1370 100.00% 1126 100.00% 

Source: Texas Natural Resource Conservation Commission, Human Resources Information System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 2,496 full-time employees. 



Table 6.2 
Texas Natural Resource Conservation Commission: 

Distribution of and Average Salary for Employees by Gender for Selected Job Titles 

JOB TITLE TOTAL MALE FEMALE 
EMPLOYEES NUMBER PERCENT AVG.SAL. NUMBER PERCENT AVG.SAL. 

ACCOUNTANT I 13 5 38.5 1744 8 61.5 1765 
ACCOUNTANT II 17 3 17.6 1961 14 82.4 2041 
ACCOUNT ANT III 12 7 58.3 2555 5 41.7 2573 
ADMINIS1RA TIVE ASSIST ANT 20 4 20 2664 16 80 2758 
ADMINIS1RA TIVE SECRET ARY 27 0 0 27 100 1562 
ADMINIS1RA TIVE TECHNICIAN I 75 15 20 1453 60 80 1463 
ADMINIS1RATIVE TECHNICIAN II 97 7 7.2 1746 90 92.8 1791 
ADMINIS1RA TIVE TECHNICIAN III 88 8 9.1 2093 80 90.9 2062 
ADMINIS1RA TIVE TECHNICIAN IV 57 6 10.5 2300 51 89.5 2365 
ADP RECORD CONTROL CLERK III 22 2 9 1516 20 91 1605.7 
A TIORNEY III 14 9 64.3 2569 5 35.7 2549 
ATIORNEYIV 12 6 50 2880 6 50 2882 
ATIORNEYV 14 7 50 3067 7 50 3098 
ATIORNEYVI 18 10 55.6 3441 8 44.4 3460 
CHEMIST IV 12 5 41.7 2602 7 58.3 2562 
CHEMISTV 13 10 76.9 3091 . 3 23.1 3180 
DIRECTOR 53 32 60.4 5152 21 39.6 5154 
DIRECTOR OF PROGRAMS I 34 19 55.9 3516 15 44.1 3414 
DIRECTOR OF PROGRAMS II 63 47 74.6 3810 16 25.4 3765 
ENGINEER III 48 43 89.6 3197 5 10.4 3050 
ENGINEER IV 59 51 86.4 3419 8 13.6 3293 
ENGINEER V 51 44 86.3 3799 7 13.7 3605 
ENGINEERING ASSIST ANT III 61 44 72.1 2502 17 27.9 2482 
ENGINEERING SPECIALIST I 38 32 84.2 2662 6 15.8 2730 
ENGINEERING SPECIALIST II 37 31 83.8 2850 6 16.2 2930 
ENGINEERING SPECIALIST III 59 52 88.1 3066 7 11.9 3023 
ENGINEERING SPECIALIST IV 30 27 90 3465 3 10 3285 
ENGINEERING TECHNICIAN IV 20 15 75 2142 5 25 2182 
ENGINEERING TECHNICIAN V 20 17 85 2519 3 15 2563 

Continued on next page 



Table 6.2 (continued) 
Texas Natural Resource Conservation Commission: 

Distribution of and Average Salary for Employees by Gender for Selected Job Titles 

JOB TITLE TOTAL MALE FEMALE 
EMPLOYEES NUMBER PERCENT AVG.SAL. NUMBER PERCENT AVG.SAL. 

ENVIRONMENTAL QUAL. SPEC. II 18 12 66.7 2059 6 33.3 2065 

ENVIRONMENT AL QUAL. SPEC. III 75 55 73.3 2302 20 26.7 2314 

ENVIRONMENTAL QUAL. SPEC. IV 141 95 67.4 2625 46 32.6 2634 

ENVIRONMENTAL QUAL. SPEC. V 121 97 80.2 3140 24 19.8 3076 

ENVIRONMENT AL OUAL. SPEC. VI 29 21 72.4 3668 8 27.6 3731 

GEOLOGIST I 19 13 68.4 2652 6 31.6 2623 

GEOLOGIST II 19 13 68.4 2838 6 31.6 2882 

GEOLOGIST III 27 17 63 3090 10 37 3049 
GEOLOGIST IV 24 20 83.3 3406 4 16.7 3350 
GEOLOGISTV 17 14 82.4 3608 3 17.6 3680 
GEOLOGIST ASSISTANT III 12 9 75 2398 3 25 2416 
HYDROLOGIST II 23 18 78.3 2928 5 21.7 2854 

-IV 
HYDROLOGIST III 11 9 81.8 3122 2 18.2 3050 

-...) HYDROLOGIST IV 14 10 71.4 3501 4 28.6 3475 
PROGRAM ADMINIS1RATOR I 11 2 18.2 2917 9 81.8 2640 
PROGRAM ADMINIS1RA TOR III 21 9 42.9 3306 12 57.l 3228 
PROGRAMMER ANALYST I 11 6 55 2897 5 45 2873.6 
PROGRAM SPECIALIST II 13 3 23.1 3009 10 76.9 3009 
ST APP SERVICES OFF1CER I 16 3 18.8 2531 13 81.3 2495 
STAFF SERVICES OFF1CER III 14 8 57.1 3073 6 42.9 3200 
SYSTEMS ANALYST I 11 5 45.5 2488 6 54.5 2429 
SYSTEMS ANALYST II 35 22 62.9 2934 13 37.1 2883 
SYSTEMS ANALYST III 22 12 54.5 3477 10 45.5 3405 
TWC -MANAGER 88 61 69.3 4588 27 30.7 4633 
TWX-TECHNICAL SPECIALIST 20 17 85 4495.66 3 15 4333 
WORD PROCESSING OPER. II 21 3 14.3 1503 18 85.7 1431 
WORD PROCESSING OPER. III 34 0 0 34 100 1648 

Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November 4, 1994. (Computer printout.) 

Note: Calculations based on 1,951 full-time employees and job titles with more than 10 employees. 



Table 6.3 
Distribution of and Average Salary for TNRCC Employees by Race/Ethnicity for Selected Job Titles 

JOB TITLE TOTAL WHITE HISPANIC AFRICAN AMER. ASIAN AMER. NATIVE AMER. 

EMP. # % AVG.SAL. # % AVG.SAL. # % AVG.SAL. # % AVG.SAL. # % AVG.SAL. 

ACCOUNTANT I 13 5 38.5 1721 2 15.4 1721 3 23.1 1801 3 23.1 1797.67 0 0 

ACCOUNTANT II 17 12 70.6 2025.83 2 11.8 1961 3 17.6 2073.67 0 0 0 0 

ACCOUNTANT m 12 6 50 2483.83 5 41.7 2624.8 1 8.3 2725 0 0 0 0 

ADMINISTRA 11VE ASSISTANT 20 14 70 2710 5 25 2857 1 5 2549 0 0 0 0 
ADMINISTRATIVE SECRETARY 27 18 66.7 1537 5 18.5 1666 4 14.8 1540 0 0 0 0 
ADMINISTRA 11VE TECHNICIAN I 75 44 58.7 1463 18 24 1470 12 16 1445 1 1.3 1421 0 0 
ADMINISTRA 11VE TECHNICIAN II 97 62 63.9 1797 12 12.4 1820 20 20.6 1738 3 3.1 1779 0 0 

ADMINISTRA 11VE TECHNICIAN ill 88 62 70.5 2050 18 20.5 2119 8 9.1 2055 0 0 0 0 
ADMINISTRA 11VE TECHNICIAN IV 57 41 71.9 2363 9 15.8 2351 7 12.3 2349 0 0 0 0 
ADP RECORD CONTROL CLERK ill 22 15 68.2 1592.27 2 9.1 1642.5 5 22.7 1595.4 0 0 0 0 
A'ITORNEYill 14 12 85.7 2564 0 0 2 14.3 2549 0 0 0 0 
A'ITORNEYIV 12 11 91.7 2851 1 8.3 3212 0 0 0 0 0 0 
A'ITORNEYV 14 10 71.4 3060 4 28.6 3139 0 0 0 0 0 0 
A 'ITORNEY VI 18 18 100 3449 0 0 0 0 0 0 0 0 

CHEMIST IV 12 11 91.7 2581 0 0 1 8.3 2549 0 0 0 0 

CHEMISTV 13 8 61.5 3111 1 7.7 3318 3 23.1 3077 1 7.7 3009 0 0 

DIRECTOR 53 41 77.4 5172 6 11.3 5037 6 11.3 5141 0 0 0 0 

DIRECTOR OF PROORAMS I 34 28 82.4 3499 4 6.3 3438 2 5.9 3265 0 0 1 2.9 3212 
DIRECTOR OF PROORAMS II 63 55 87.3 3815 4 6.3 3758 4 6.3 3613 0 0 0 0 

ENGINEER ill 48 ·36 75 3172 5 10.4 3213 1 2.1 3009 6 12.5 3238 0 0 

ENGINEER IV 59 51 86.4 3412 2 3.4 3552 0 0 6 10.2 3266 0 0 

ENGINEERV 51 44 86.3 3780 3 5.9 3718 0 0 4 7.8 3727 0 0 

ENGINEERING ASSIST ANT ill 61 43 70.5 2501 12 19.7 2485 4 6.6 2536 2 3.3 2389 0 0 
ENGINEERING SPECIALIST I 38 27 71.l 2686 6 15.8 2657 3 7.9 2667 2 5.3 2549 0 0 

ENGINEERING SPECIALIST II 37 26 70.3 2872 5 13.5 2835 2 5.4 2816 4 10.8 2864 0 0 

ENGINEERING SPECIALIST ill 59 44 74.6 3069 3 5.1 3009 4 6.8 3084 7 11.9 3023 1 1.7 3009 
ENGINEERING SPECIALIST IV 30 27 90 3449 1 3.3 3430 0 0 2 6.7 3439 0 0 

ENGINEERING TECHNICIAN IV 20 15 75 2142 5 25 2182 0 0 0 0 0 0 
ENGINEERING TECHNICIAN V 20 15 75 2544 4 20 2491 1 5 2389 0 0 0 0 

Continued on next page 
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Table 6.3 (continued) 
Distribution of and Average Salary for TNRCC Employees by Race/Ethnicity for Selected Job Titles 

JOB TITLE TOTAL WHITE HISPANIC AFRICAN AMER. ASIAN AMER. NATIVE AMER. 
EMP. # % AVG.SAL. # % AVG.SAL. # % AVG.SAL. # % AVG.SAL. # % AVG.SAL. 

ENVIRONMENTAL QUAL. SPEC. II 18 14 77.8 2045 2 11.l 2099 1 5.6 1961 1 5.6 2312 0 0 
ENVIRONMENT AL QUAL. SPEC. ill 75 51 76 2297 8 10.7 2352 4 5.3 2332 6 8 2300 0 0 
ENVIRONMENT AL QUAL. SPEC. IV 141 113 80.1 2629 8 5.7 2594 7 5 2625 12 8.5 2646 1 0.7 2549 
ENVIRONMENT AL QUAL. SPEC. V 121 105 86.8 3130 10 8.3 3154 3 2.5 3042 3 2.5 3042 0 0 
ENVIRONMENTALQUAL. SPEC. VI 29 20 69 3642 5 17.2 3747 0 0 4 13.8 3826 0 0 
GEOLOGIST I 19 17 89.5 2638 0 0 0 0 2 10.5 2683 0 0 
GEOLOGIST II 19 18 94.7 2854 0 0 l 5.3 2816 0 0 0 0 
GEOLOGIST ill 27 25 92.6 3076 2 7.4 3059 0 0 0 0 0 0 
GEOWGISTIV 24 21 87.5 3403 0 0 2 8.3 3321 1 4.2 3430 0 0 
GEOWGISTV 17 16 94.l 3626 0 0 0 0 l 5.9 3544 0 0 
GEOWGIST ASSISTANT ill 12 12 100 2402 0 0 0 0 0 0 0 0 
HYDROLOGIST II 23 16 69.6 2884 4 17.4 2888 1 4.3 2816 2 8.7 3228 0 0 
HYDROLOGIST ill 11 11 100 3110 0 0 0 0 0 0 0 0 
HYDROWGIST IV 14 13 92.9 3507 l 7.1 3318 0 0 0 0 0 0 
PROGRAM ADMINISTRATOR I 11 11 100 2690 0 0 0 0 0 0 0 0 
PROGRAM ADMINISTRATOR ill 21 17 81 3272 2 9.5 3378 2 9.5 3059 0 0 0 0 
PROGRAM SPECIALIST II 13 12 92.3 3009 0 0 1 7.7 3009 0 0 0 0 
PRGRAMMER ANALYST I 11 8 72.7 2912.75 1 9.1 2816 0 0 2 18.2 2816 0 0 
STAFF SERVICES OFFICER I 16 14 87.5 2487 2 12.5 2603 0 0 0 0 0 0 
STAFF SERVICES OFFICER ill 14 9 64.3 3148 3 21.4 3042 2 14.3 3164 0 0 0 0 
SYSTEMS ANALYST I 11 9 81.8 2471 1 9.1 2389 0 0 1 9.1 2389 0 0 
SYSTEMS ANALYST II 35 32 91.4 2921 l 2.9 2911 0 0 2 5.1 2816 0 0 
SYSTEMS ANALYST ill 22 21 95.5 3456 0 0 1 4.5 3212 0 0 0 0 
1WC -MANAGER 88 73 83 4620 9 10.2 4418 4 4.5 4599 2 2.3 4762 0 0 
1WC-TECHNICAL SPECIALIST 20 19 95 4469.75 0 0 1 5 4500 0 0 0 0 
WORD PROCESSING OPER. II 21 12 57.1 1453 5 23.8 1431 4 19 1421 0 0 0 0 
WORD PROCESSING OPER. ill 34 27 79.4 1647 4 11.8 1639 3 8.8 1668 0 0 0 0 

Source: Texas Natural Resource Conservation Commission, Human Resources Information System, Austin, Texas, November 4, 1994. (Computer printout.) 

Note: Calculations based on 1,951 full-time employees and job titles with more than 10 employees. 
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Figure 6.1 
Texas Natural Resource Conservation Commission: 

Average Monthly Salary by Race and Gender 
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Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 2,496 full-time employees. 
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Figure 6.2 
Texas Natural Resource Conservation Commission: 

Annual Salary for White Full-Time Employees by Salary Category 
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Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 1,897 white full-time employees. 



Figure 6.3 
Texas Natural Resource Conservation Commission: 

Annual Salary for Hispanic Full-Time Employees by Salary Category 
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Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 
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Figure 6.4 
Texas Natural Resource Conservation Commission: 

Annual Salary for African American Full-Time Employees by Salary Category 
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Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November4, 1993. (Computer printout.) 

Note: Calculations are based on 199 African American full-time employees. 



Figure 6.5 
Texas Natural Resource Conservation Commission: 

Annual Salary for Asian American Full-Time Employees by Salary Category 
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Source: Texas Natural Resource Conservation Commission, Human Resources Information System, Austin, Texas, November 4, 1993. (Computer printout.) 
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Figure6.6 
Texas Natural Resource Conservation Commission: 

Annual Salary for Native American Full-Time Employees by Salary Category 
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Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November4, 1993. (Computer printout.) 

Note: Calculations are based on 7 Native American full-time employees. 
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Figure 6.7 
Texas Natural Resource Conservation Commission: 

Annual Salary for Male and Female Full-Time Employees by Salary Category 
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Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November4, 1993. (Computer printout.) 
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Figure 6.8 
Texas Natural Resource Conservation Commission: 
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Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 528 full-time employees. 
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Figure 6.9 
Texas Natural Resource Conservation Commission: 

Gender by Salary Category 
$25,000 to $29,999 

MALE 
.52% 

Source: Texas Natural Resource Conservation Commission. Human Resources Infonnation System. Austin. Texas. November 4. 1993. (Computer printout.) 

Note: Calculations are based on 409 full-time employees. 
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Figure 6.10 
Texas Natural Resource Conservation Commission: 

Gender by Salary Category 
$30,000 to $34,999 

63% 

Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 507 full-time employees. j 
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Figure 6.11 
Texas Natural Resource Conservation Commission: 

Gender by Salary Category 
$35,000 to $39,999 

69% 

Source: Texas Natural Resource Conservation Commission, Human Resources Information System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on S13 full-time employees. 
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Figure6.12 

Texas Natural Resource Conservation Commission: 
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Source: Texas Natural Resource Conservation Commission, Human Resources lnfonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 225 full-time employees. J 
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Figure 6.13 
Texas Natural Resource Conservation Commission: 

FEMALE 

Gender by Salary Category 
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Source: Texas Natural Resource Conservation Commission. Human Resources Infonnation System. Austin. Texas. November 4. 1993. (Computer printout.) 

Note: Calculations are based on 103 full-time employees. 
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Figure 6.14 
Texas Natural Resource Conservation Commission: 

FEMALE 
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Gender by Salary Category 
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Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 94 full-time employees. 
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Figure 6.15 
Texas Natural Resource Conservation Commission: 

Gender by Salary Category 
$55,000 to $59,999 

70% 

Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 66 full-time employees. 
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Figure 6.16 
Texas Natural Resource Conservation Commission: 

Gender by Salary Category 
$60,000 to $64,999 
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Source: Texas Natural Resource Conservation Commission, Human Resources Information System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 22 full-time employees. 



Figure 6.17 
Texas Natural Resource Conservation Commission: 
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Source: Texas Natural Resource Conservation Commission. Human Resources Infonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 
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Figure 6.18 
Texas Natural Resource Conservation Commission: 

Gender by Salary Category 
$70,000 or More 
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Source: Tex~ Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Tex~. November 4, 1993. (Computer printout.) 

Note: Calculations are b~ed on 13 full-time employees. 
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Figure 6.19 
Texas Natural Resource Conservation Commission: 

African American 
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Source: Texas Natural Resource Conservation Commission, Human Resources Information System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on S28 full-time employees. 
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Figure 6.20 
Texas Natural Resource Conservation Commission: 

Race/Ethnicity by Salary Category 
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Source: Texas Natural Resource Conservation Commission, Human Resources Information System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 409 full-time employees. 
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Texas Natural Resource Conservation Commission: 
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Source: Texas Natural Resource Conservation Commission, Human Resources Information System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 507 full-time employees. 
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Figure 6.22 
Texas Natural Resource Conservation Commission: 

Race/Ethnicity by Salary Category 
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Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 513 full-time employees. 
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Figure 6.23 
Texas Natural Resource Conservation Commission: 

Race/Ethnicity by Salary Category 
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Source: Texas Natllf8} Resource Conservation Commission, Human Resources Information System, Austin, Texas, November4, 1993. (Computer printout.) 

Note: Calculations are based on 225 full-time employees. 
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Figure 6.24 
Texas Natural Resource Conservation Commission: 

Race/Ethnicity by Salary Category 
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Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 103 full-time employees. 
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Figure 6.25 
Texas Natural Resource Conservation Commission: 
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Source: Texas Natural Resource Conservation Commission, Human Resources lnfonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 94 full-time employees. 
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Figure 6.26 
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Source: Texas Natural Resource Conservation Commission, Human Resources lnfonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 66 full-time employees. 
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Texas Natural Resource Conservation Commission: 

Race/Ethnicity by Salary Category 
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Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 
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Figure 6.28 
Texas Natural Resource Conservation Commission: 
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Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are based on 16 full-time employees. 
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Figure 6.29 
Texas Natural Resource Conservation Commission: 

Race/Ethnicity by Salary Category 
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Source: Texas Natural Resource Conservation Commission, Human Resources Infonnation System, Austin, Texas, November 4, 1993. (Computer printout.) 

Note: Calculations are basoo on 13 full-time employees. 



Chapter 7. 

Recruitment and Retention in Other Agencies and States 

Introduction 

This chapter examines recruitment and retention practices of other state agencies, 
both within and outside of Texas. Learning about other agencies gives TNRCC both a state 
and a national context within which to examine its own diversity initiatives. In addition, 
other agencies may provide models or practices that TNRCC could emulate to enhance its 
efforts to recruit and retain women and people of color. 

Methodology 

Project members examined the recruitment and retention practices of other Texas 
regulatory agencies that, like TNRCC, require a number of employees with technical 
backgrounds such as engineering and the physical sciences. Based upon TNRCC's 
suggestions, project members selected three agencies: the Texas Department of 
Transportation, the Texas General Land Office, and the Texas Railroad Commission. Two 
of the three agencies, the Texas Railroad Commission and the Texas General Land Office, 
had been considered for consolidation with the Texas Water Commission and the Texas Air 
Control Board when TNRCC was created. The Texas Department of Transportation was 
selected due to a recent departmental reorganization and consequent new emphasis on 
workforce diversity. Project members gathered agency information through personal and 
telephone interviews with agency staff, including human resources personnel, supervisors, 
and management. Affirmative action plans and other agency documents provided 
additional information. (The questions used as a guide for the agency interviews is 
included in Appendix F.) 

Project members also examined environmental agency recruitment and retention 
practices in six other states: California, Georgia, New York, Ohio, Oregon, and Wisconsin. 
TNRCC provided a list of states from which these were selected based on the quality or 
comprehensiveness of air, water, or wastewater programs, as well as specific diversity 
initiatives. Project members, in teams of two, traveled to these six states to interview 
human resources personnel, supervisors, recruiters, and upper management. In addition, 
project members obtained agency documents, including affirmative action plans, policy 
manuals, and EEO data, and information on state laws, employment systems, and labor 
force characteristics. Some teams also visited university career services off ices in these 
states, soliciting information about student services provided and enrollment and 
graduation rates for engineering and technical fields. 

The first section of this chapter provides a comparative look at the recruitment and 
retention practices of other Texas agencies. The second section discusses the same issues 
relative to other states' environmental agencies. It highlights recruitment and retention 
practices and trends that are relevant to TNRCC and serves as a prelude to the 
recommendations in Chapter 8. 
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Other Texas Agencies 

Project members selected the Texas Department of Transportation, the Texas 
General Land Office, and the Texas Railroad Commission for an examination of agency 
strategies and practices to recruit and retain employees as well as to enhance workforce 
diversity. 

Agency Context 

Texas Department of Transportation 

The Texas Department of Transportation (TxDOT) has traditionally overseen the 
building and maintenance of roads and highways in Texas. In October 1993, with the 
installation of a new board of commissioners, TxDOT officially began a new era. The 
mission of the agency is now "multimodal"; it actively oversees many different modes of 
transportation within the state, including aviation and public transportation, rather than 
highways alone. TxDOT has a $4.2 billion annual budget, employs almost 14,000 people, 
and awards contracts to 9,000 state road-building vendors. 

Although the TxDOT workforce is less diverse than the state's labor force, upper 
management has made a commitment to increase the representation of women and people of 
color throughout the agency. Almost 21 percent of its employees are women, and slightly 
more than 26 percent are people of color. Women comprise almost 12 percent and people of 
color almost 14 percent of the Officials/ Administrators category. Women are almost 34 
percent of the Professionals category, while people of color comprise almost 19 percent. In 
the Paraprofessionals and Administrative Support categories combined, over 81 percent of 
employees are women and 25 percent are people of color. In the Service/Maintenance 
category, women are almost 5 percent, while people of color are 46 percent. Women 
comprise less than 2 percent of Skilled Craft workers; people of color are almost 33 percent 
of this category.1 

Texas General Land Office 

Texas created the General Land Office (GLO) after declaring independence from 
Mexico in 1836. Its original function was to determine, by verifying Spanish and Mexican 
titles, which lands were publicly owned and which were privately owned. When Texas 
became a state in 1846, its constitution charged GLO with authority over all public lands. 
Today GLO is the "repository of all original land grants, patents, and other documents that 
form the basis of land title in the state of Texas." The agency has several other functions as 
well, including managing the Permanent School Fund, taking inventory of state agency 
properties, administering the Texas Natural Heritage Program, and supporting the Veterans 
Land Board and the School Land Board. The GLO commissioner is elected to a four-year 
term.2 

Under current commissioner Garry Mauro, the agency's workforce has become more 
diverse. GLO has more than 600 employees, of whom 49 percent are women and 56 percent 
are people of color. Women comprise 39 percent of the Officials/Administrators category 
and 49 percent of the Professionals category, while people of color comprise 32 percent and 
38 percent of those categories, respectively. Of the employees in the Technicians category, 
almost 28 percent are women and 36 percent are people of color. Almost 46 percent of 
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Paraprofessionals and 68 percent of Administrative Support are women; people of color 
comprise 50 percent and 65 percent, respectively, of these categories.3 

Texas Railroad Commission 

In 1891, the Texas Legislature established the Texas Railroad Commission (TRC) to 
regulate the rates and operation of railroads and associated industries. Today TRC has four 
regulatory divisions that oversee the Texas oil and gas industries, truck and bus service, 
natural gas utilities, surface mining, and many associated industries. Much of the agency's 
traditional role in regulating railroads has been taken over by the federal government, 
especially in the area of rate regulation. However, TRC still plays an important role in 
ensuring rail safety and in regulating the state's energy development. 

TRC is directed by three elected commissioners who serve overlapping six-year 
terms. One commissioner is elected in the state's general election every two years. The 
agency has approximately 900 employees. The data required to assess the composition of 
the TRC workforce were not made available by the agency to project members. 

Recruitment 

Recruiting Responsibility 

Responsibility for recruiting activities varies among Texas state agencies. At TRC 
the director of human resources and the director of equal employment opportunity are 
primarily responsible for all recruiting activities. The agency does not have a staff 
recruiter. At TxDOT, however, a designated recruitment manager is responsible for 
recruitment. The human resources departments at TRC and TxDOT are responsible for 
posting job descriptions and for completing one or two levels of screening, depending on the 
needs of the hiring supervisors. GLO's human resources staff claim that because the state is 
fiscally constrained, the agency has been unable to replace employees who leave or to add 
new employees. The agency does not employ a recruiter and has no recruiting budget. In 
addition, GLO's personnel office only has three people who are responsible for numerous 
human resources tasks. No formal workforce diversity directives have been developed or 
communicated throughout the agency, and hiring supervisors and personnel staff are not 
formally empowered to achieve diversity goals. Commissioner Mauro has actively directed 
the agency's deputy commissioners to recruit and hire the best-qualified people of color, 
however, and GLO's current employee diversity reflects this commitment of executive 
management. 

Formal Practices 

At TRC and TxDOT, the primary and most formal source of applicants is college 
and university recruiting. In both agencies, human resources staff organize and participate 
in college and university job fairs and career days. TRC staff attend college- and 
university-sponsored activities only within Texas; the 16 institutions to which they travel 
include Prairie View A&M University, Texas A&M University at College Station, Texas 
A&M University-Kingsville, and The University of Texas-Pan American. These staff have 
not established close relationships with on-campus career services offices or student 
organizations. Staff from TxDOT's offices recruit at the primary Texas state universities. 
These offices especially recruit candidates specializing in accounting, finance, management 
information systems, and business administration. 
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In the past, when GLO had a position to fill, the personnel office would use any one 
of several practices. If the agency needed a technical person, it would advertise in a trade 
publication. No priority was given to women or to people of color, although the agency 
docs give priority to veterans. At other times, a personnel office employee would call the 
placement office at Huston-Tillotson College in Austin to inform students of job openings 
and to fax a copy of the agency's application form. Word of mouth within hiring divisions 
appears to be a common informal hiring practice. GLO currently receives between 2,000 
and 2,500 applications each year. Thus, although the GLO does not actively solicit 
applicants due to budget constraints, the agency still has a large applicant pool from which 
to draw. 

TxDOT is trying to improve the ability of hiring supervisors to diversify their 
staffs. The agency is developing interviewing and hiring workshops for supervisors. In 
addition, directives explaining agency goals and initiatives are being prepared for 
department managers to encourage their support of diversity initiatives in the hiring 
process. 

Information Management 

Both GLO and TRC have databases that track applicant data information, but 
neither agency currently uses its system for recruitment purposes. All Texas agencies, 
however, will be switching databases to USPS (see Chapter 3). This system has greater 
potential to be a valuable recruitment resource, as it has data fields for an applicant's sex, 
race/ethnicity, and profession; the position for which the applicant is applying; and other 
relevant information. 

Professional Organizations 

Unlike TRC, TxDOT's recruiting staff has contacts with various minority 
professional organizations, including Urban League chapters, African American and 
Hispanic chambers of commerce, the National Association for the Advancement of Colored 
People, and a black accountants' group. These staff members also do outreach to minority 
student organizations on Texas university campuses. 

Conditional Grant Program 

Starting in 1992, TxDOT began a grant program aimed at improving minority 
participation in civil engineering by offering tuition grants, stipends, and summer and 
postcollege employment to high school graduates and college students interested in civil 
engineering. About 40 students are involved annually in the program. Depending on the 
availability of funds, TxDOT distributes up to $2,500 per academic semester per student, 
based on financial need. 

TxDOT promotes the grant program in every public high school in Texas through 
mailings to math and science coordinators and to senior high school counselors. Applicants 
are required to be high school seniors or in college, and they must meet coursework, SAT 
score, and grade point average (GPA) requirements (i.e., a 3.00 GPA, a minimum 850 SAT 
score, and B's or better in laboratory sciences and higher math courses, or letters of 
recommendation showing aptitude). Once in the program, students must major in civil 
engineering, maintain a 2.5 GPA with a full courseload, and agree to work for TxDOT for 
two years after college graduation. During summers, program students are paid a standard 
$5.25 per hour, which remains constant and does not vary by project. Students apply 
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through the agency's human resources department for particular summer positions. Two 
students have graduated from the program and have started the two years of required work 
at TxDOT. 

Retention 

Diversity Committees 

Of the three agencies, only GLO has a team dedicated to fostering diversity. The 
team grew out of the 1992 "GLO 1994" project, in which groups of employees set goals for 
the agency. An employee at the director level serves as the head of the diversity team, and 
12 to 15 employees volunteer to represent their departments on the team. 

One of the first projects of the diversity team was researching diversity initiatives 
in other state agencies and private businesses. GLO was the first state agency to 
incorporate a teaching module on diversity in Quality Progression Program (QPP) training. 
The QPP focus is on team-building, as one obstacle to team effectiveness is a lack of 
communication between or knowledge about different cultures. The diversity module 
addresses the importance of diversity, some of the challenges diversity presents, and 
cultural awareness. The first version of the module presented a general overview of 
diversity; the second version will be a four- to eight-hour "breakout" module that is more 
intensive. 

The GLO diversity team sponsors cultural awareness programs and celebrations. A 
memo signed by the commissioner explaining the significance of certain events or traditions 
often is sent to employees. These "All-American Days" are designed to introduce employees 
to the heritage, traditions, and food of cultural groups represented at the agency, while 
simultaneously encouraging a "We're all different, but we're all Americans" atmosphere. 

GLO has several employee groups based on cultural, gender, or issue identification. 
These groups will soon come under the umbrella of the agency diversity team. The team 
will organize activities and events that address a variety of concerns. One such activity 
will be a monthly speaker series, covering topics from safety issues to single mothers. 

Benefits 

TRC offers staggered work hours in accordance with agency guidelines but does not 
off er employees unrestricted flextime options. Employees may schedule their eight-hour 
workdays between the hours of 7 a.m. and 6 p.m. GLO has lenient but informal policies 
regarding employee schedules; no formal flextime options exist. 

None of the three agencies has a formal mentoring program, although informal 
mentoring occurs at GLO. According to GLO's human resources department, mentoring 
varies across divisions; more women than men appear to have taken on the role of mentor. 

Training and Development 

Training opportunities at TRC are usually related to job needs, such as safety issues 
or regulatory updates. Some computer and management training is offered. All TRC 
supervisors and managers attended Texas Commission on Human Rights diversity training 
in spring 1992. 
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GLO offers a variety of training annually. Four- to five-hour sessions on sexual 
harassment, AIDS, hazardous chemicals, drugs, grievance procedures, and ethics are taped 
and distributed through a video downlink system to 14 sites around the state connected 
through The University of Texas System statewide computing network. The TransTexas 
Video Conference Network also enables the agency to hold training sessions in Austin that 
can be shown to employees at those sites. The GLO training and staff development office 
currently has only three employees, so very little training is done in house. GLO does have 
a mandatory, three-day quality program with a two-hour module on valuing diversity; over 
half of the GLO employees have attended this training. The Employee Assistance Program 
contracts out to provide two-hour training sessions eight to ten times per year on such topics 
as tax returns, stress management, and child development. The agency uses the Governor's 
Center for Management Development to train prospective and new managers and also has 
collaborated with the Comptroller's Office on training programs. 

TxDOT has an Employee Development Program (EDP) that sponsors Administration 
Designated Programs, which authorize employees to attend training activities, and School 
and College Semester Training, which pays expenses for employees who enroll in college
level courses and may allow flexible work hours for employees to take courses relevant to 
agency needs. The EDP also sponsors In-Agency Departmental Training and Out-of-Agency 
Training. The human resources office is designing a diversity awareness course for all 
employees; the course will include a "train the trainer" component. The agency also has 
formed a committee to examine the possibility of formalizing a cross-training program so 
that employees can learn new skills in addition to those required for their current jobs. 
Supervisory personnel are sent to the Governor's Center for Management Development for a 
five-day management training program.'' The automated Human Resources Management 
System allows the agency to match employee Career Planning Profiles with training and 
development needs, as well as to determine personnel requirements, rework classification 
and salary structures, develop a career management program and career paths, and track the 
training and development of each employee.5 

TxDOT offers other development options as well. Employees, selected on a 
competitive basis, attend Texas A&M University or The University of Texas at Austin to 
earn a master's degree in civil engineering while working part time on agency research. 
TxDOT participates in a few programs that target women. The agency sponsors members of 
Executive Women in Texas Government to attend the organization's annual conference; 
female employees also have been sponsored to attend the State Agency Liaison Group's 
Outstanding Women in Texas Government Awards Day. TxDOT provides a scholarship for 
one employee to participate in Leadership Texas each year and has a Women's Information 
Network that offers development and networking opportunities. All employees are 
encouraged to attend conferences and workshops that relate to their agency 
responsibilities.6 

Evaluation and Promotion 

None of the three agencies offers a separate career path for technical employees. 
GLO considered the idea but has not implemented it due to the inflexibility of the state's 
classification system. A TxDOT committee is developing alternative career ladders, 
especially in nontechnical areas. 

GLO uses a management-by-objective system, but there is no numerical diversity 
hiring standard by which managers are evaluated. However, commitment to diversity is an 
indirect, unwritten criterion used to evaluate how well managers integrate all their 
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employees into teams. TxDOT also uses management by objective. Although managers are 
not evaluated on the basis of diversity hiring, the agency's affirmative action plan requires 
managers to include an affirmative action objective.7 

Environmental Agencies in Other States 

Project members traveled to six states to examine recruitment and retention practices 
in other environmental agencies. Interviewees included human resources personnel, senior 
managers, and other staff in the California Environmental Protection Agency, the Georgia 
Department of Natural Resources, the New York State Department of Environmental 
Conservation, the Ohio Environmental Protection Agency, the Oregon Department of 
Environmental Quality, and the Wisconsin Department of Natural Resources. In several 
states, project members also interviewed state employment system personnel and university 
career services staff. (A list of all of the interviewees in other states can be found in 
Appendix G.) 

State and Agency Context 

California 

California first banned employment discrimination in 1945. Legislated affirmative 
action goals and timetables have been in effect since the 1977 passage of the State Civil 
Service Affirmative Action Program. Recent legislation has reinforced these earlier 
workforce diversity initiatives. Although Governor Pete Wilson has not supported 
additional executive orders or legislative action on diversity, he is promoting diversity on 
his staff. Only one of the governor's three top legislative aides is a white male, and the 
governor has appointed a number of women and people of color to his cabinet. 

The State Personnel Board (SPB) has primary responsibility for advocating, 
coordinating, and enforcing affirmative action policies, while individual agencies have 
responsibility for establishing and implementing affirmative action programs. The 
Department of Personnel Administration (DPA) is responsible for salary, benefits, and 
classification issues. California has approximately 4,500 job classifications; DPA is in the 
process of streamlining the system. This "broad-banding" involves increasing the "depth" of 
a classification by adding several levels to each position and the "breadth" by increasing the 
salary range for each position. The streamlined system will allow a promotion without the 
necessity of an examination. 

Because California is a civil service state, exam results determine candidate 
eligibility for state agency employment. Open and promotional exam information is posted, 
and candidates must provide an application and have certain minimum qualifications in 
order to take the exams. To be considered for an agency position, a candidate must have 
one of the top three scores of applicants for the position. SPB tests for general positions 
common to most state agencies, such as support staff, but the individual agencies test for 
more specialized positions, such as waste management engineers. Exams for entry-level 
positions are usually offered twice a year. The only way to obtain a non-entry-level job is 
to be employed by the state already; consequently, new employees must begin at the entry
level positions in their fields. 

The state is adopting a pay-for-performance system that will set performance 
standards across agencies. Currently, merit pay is generally a salary adjustment and is used 
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to move employees up the salary range. Longevity pay is the method most often used to 
increase salary, however; withholding of longevity pay is used as a punitive measure. 
Although the state has not offered pay increases in the past three years, in 1994 
nonmanagerial staff will receive a cost-of-living increase and managers will move to a 
performance-based system that will make them eligible for increases. 

As of June 1992, women comprised over 46 percent and people of color over 40 
percent of the state's labor force. SPB's 1992 affirmative action report does not give a 
breakdown of employees with the same occupational categories used by the other five states 
visited. With respect to the California categories, women comprised over 85 percent and 
people of color 48 percent of the combined Office Services and Office Services Supervisory 
categories. For the combined categories Janitor/Security/Food/Services and 
Janitor/Security/Food/Services Supervisory, women were almost 39 percent and people of 
color almost 63 percent. For the combined categories Subprofessional Supervisory, 
Subprofessional/Technical, and Subprofessional/Technical Supervisory, women were almost 
59 percent and people of color 40 percent. Women comprised slightly more than 24 percent 
of the Career Executive Assignment category, while people of color were about 24 percent 
of the category.8 

The California Environmental Protection Agency (EPA) was formed in 1991 through 
the consolidation of six state environmental agencies. These agencies were brought together 
under a single cabinet-level agency. CAL/EPA has six organizational units: Air Resources 
Board; Office of Environmental Health Hazard Assessment; Integrated Waste Management 
Board; Department of Pesticide Regulation; Department of Toxic Substances Control; and 
Water Resources Control Board. Agency responsibilities include regulation of toxic 
substances and pesticides, assessment of health hazards, maintenance of air and water 
quality, and management of solid waste disposal. Table 7.1 summarizes the gender and 
race/ethnicity of employees in each of CAL/EPA's six organizational units as of June 1992. 

Georgia 

Georgia is "20 years behind in terms of [workforce diversity] initiatives" and does 
not even give the issue "significant lip service," according to one Georgia official 
interviewed by project members. There are no legislative mandates that set goals for hiring 
women and people of color and no legislative initiatives to establish such guidelines. 
Although state government is covered by a Fair Employment Practices Act, the Georgia 
Commission on Equal Opportunity, which was established to enforce the act, primarily 
investigates complaints. Governor Zell Miller, who has shown no particular interest in 
workforce diversity issues, failed to reaffirm the 1984 executive order that required state 
agencies to develop and submit equal opportunity programs. The order expired at the end 
of the previous governor's term. 

Georgia's State Merit System of Personnel Administration governs the application 
and hiring process for classified positions. Vacant classified positions are first posted 
internally and in other state agencies before they are announced publicly. The Merit 
System screens applications for minimum qualifications; some positions require an exam, 
while others are rated on education and experience. All applicants for classified positions 
must go through the Merit System process; at a minimum, this process takes several weeks. 
However, a number of positions are unclassified and are not governed by the Merit System 
process. Agencies have greater flexibility in hiring and setting salaries for these positions.9 
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Table 7.1 
California Environmental Protection Agency 

Employee Profile by Organizational Unit, 
Race/Ethnicity, and Gender: June 1992 

People of 
Total Color as% Women as% 

Organizational Unit Employees of Total of Total 
Air Resources Board 765 35% 35% 
Office of Environmental Health Ha7.ard Assessment 73 30% 54% 
Integrated Waste Management Board 311 27% 53% 
Department of Pesticide Regulation 270 33% 43% 
Department of Toxic Substances Control 857 42% 47% 
Water Resources Control Board 939 30% 42% 

Non-Clerical 
Women as% 

of Women 

29% 

40% 

47% 

35% 

38% 

33% 

Source: California State Personnel Board, Annual Census of State Employees and A/ firmative 
Action Report for the Governor and Legislature, 1991-92 Fiscal Year (Sacramento, California, 
November 1992). 

Women comprise 47 percent of the state's labor force, 56 percent of state government 
employees, and almost 58 percent of Professionals, but only 28 percent of 
Officials/ Administrators. People of color comprise about 26 percent of the state's labor 
force, almost 37 percent of state government employees, and almost 25 percent of 
Professionals, but only 13 percent of Officials/ Administrators.10 The state's employment 
emphasis is not on workforce diversity but on an initiative called "Pay for Performance," 
which seeks to create a uniform system for evaluating and rewarding state employees. 

The Georgia Department of Natural Resources (DNR) was created in 1972 through 
the consolidation of over 30 agencies, commissions, and authorities. DNR has more than 
1,600 employees and a $136.5 million annual budget.11 Of all DNR divisions, the 
Environmental Protection Division (EPD) has expended the most effort to diversify its 
workforce. Until recently, all DNR divisions except EPD were under a U.S. Department of 
Justice consent decree because of discrimination in hiring; the only provision involving 
EPD required the division to increase its affirmative action recruiting efforts. Of EPD's 
624 employees, most (445) are classified as Professionals. White males comprise 62 percent 
of this category, while African American males are 8.5 percent, black females 9.4 percent, 
and white females 15.3 percent. The next largest category is Office/Clerical. White females 
comprise 53.8 percent of the employees in this category, while African American males 
comprise 5.7 percent.12 
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New York 

According to the Division of Affirmative Careers of the New York State 
Department of Civil Service, New York is the only state that develops centralized 
affirmative action goals and timetables for all major state agencies. There are no state 
legislative initiatives regarding workforce diversity, but several executive orders 
collectively promote it. These orders established the Women's Division in the Executive 
Chamber (1983), a Governor's Advisory Committee for Hispanic Affairs (1983), and a 
Governor's Advisory Committee for Black Affairs (1985). Other executive orders prohibit 
sexual harassment in the workplace and discrimination based on sexual orientation. In 
1983, Governor Mario Cuomo issued Executive Order No. 6, the state's affirmative action 
policy. This order assigns responsibility to the Department of Civil Service for enforcement 
of the state's policy for full and equal employment opportunity for people of color, women, 
disabled persons, and Vietnam Era veterans. The goals and timetables produced by the 
Department of Civil Service allow monitoring of agency progress and require all state 
agencies to establish affirmative action plans. The Civil Service Law, Rules, and 
Regulations set up detailed criteria for promotions, with merit increases based on 
performance evaluations and longevity. 

New York's civil service is divided into unclassified and classified positions. 
Unclassified positions include elective offices and governor's appointments. All classified 
positions are competitive unless they are specifically placed in exempt, noncompetitive, or 
labor classes. These latter categories account for almost 2 percent of state employees, 
although slightly more than 1 percent are labor class positions (which are generally 
minimum-wage, manual labor jobs that are not required to be posted). Competitive 
classified positions are posted for two weeks. Candidates are screened for minimum 
qualifications and then interviewed by prospective supervisors. A candidate may be 
offered a position provisionally if the civil service exam is not being offered immediately. 
In order to be selected, the candidate must make one of the three highest eligible scores. If 
there are tie scores, the selection may be made from among those whose final ratings are 
equal to or higher than the third highest ranking on the list. 

Women comprise 49 percent of the state workforce and almost 45 percent of 
Professionals, but only 24.5 percent of Officials/ Administrators. People of color comprise 
23 percent of the state labor force and 18 percent of Professionals, but only 13 percent of 
Officials/ Administra tors.13 

The New York State Department of Environmental Conservation (EnCon), 
established in 1970, united the natural resource protection functions of the Conservation 
Department and the environmental quality tasks performed by the Department of Health. 
As of February 1994, the agency reported 3,900 employees, making it the tenth largest state 
agency in New York, with a budget of $281 million.14 In 1993, 26.6 percent of EnCon 
employees were women and 5.3 percent were people of color. Women comprised 16 percent 
of Officials/ Administrators and 17 percent of Professionals, while people of color 
comprised 4.3 percent and 7.5 percent of those categories, respectively. The largest 
percentages of women were in the Protective Services (80 percent) and Administrative 
Support (87 percent) categories; the smallest was in Skilled Craft (1.3 percent). The largest 
percentage of people of color was in the Paraprofessionals category (9 percent), while the 
smallest percentage was in Skilled Craft (0 percent).15 
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Ohio 

Section 4112 of the Ohio Revised Code, enforced by the Ohio Civil Rights 
Commission, for bids employment discrimination on the basis of race, color, religion, sex 
(including sexual harassment), national origin, handicap, and age (40 years or more). 
Gubernatorial executive orders and the Administrative Rules of the director of the Ohio 
Department of Administrative Services, enforced by the department's State Equal 
Opportunity Center, add sexual orientation and veteran status to the categories in Section 
4112 and specifically affirm the applicability of these provisions to state agencies. The 
workforce diversity goals for state agencies are 13 percent racial/ethnic minorities and 41 
percent women. 

Governor George Voinovich requires from all state agencies a quarterly EEO report 
showing gender and racial/ethnic data for hiring, promotions, and contracting. Workforce 
diversity was a priority for the two governors preceding Voinovich, and he seems to 
encourage such efforts as well. However, the EEO report requirement is the only specific 
initiative that Voinovich has undertaken. 

The Ohio Environmental Protection Agency (EPA) was created in 1972 in response to 
the federal Clean Water Act and the creation of the federal Environmental Protection 
Agency. Ohio's EPA is responsible for regulation of air and water pollution, solid waste 
disposal, water planning and development, sewage treatment, public drinking water supply 
facilities, and hazardous waste. EPA has one central office and five district offices in the 
state. Approximately 40 percent of EPA employees are women, but only about 12 percent 
are people of color. 

Oregon 

Workforce diversity initiatives in Oregon are not driven by legislative mandate. Due 
to the efforts of racial/ethnic minority and female legislators, however, the Legislative 
Assembly recently has shown a more substantive interest in agency progress toward 
workforce diversity. Consistent with gubernatorial directives, executive orders (e.g., E0-79-
22 and E0-88-14), several Oregon Revised Statutes, and other requirements, the Governor's 
Affirmative Action Office has developed one Affirmative Action Plan to be used by all 
state agencies. Each agency in turn must develop biennial affirmative action plans and 
submit them to this office and to the Legislative Assembly. Governor Barbara Roberts has 
increased the numbers of gubernatorial appointees who are women or people of color and 
emphasizes her commitment to diversity through her relationships and cabinet meetings 
with agency heads. 

Oregon is a civil service state. State employees participate voluntarily in a union 
that negotiates their contracts, salaries, benefits, rights, and responsibilities. This structure 
offers some protections to employers and employees that an "at will" employment structure 
(as in Texas) cannot. The Department of Administrative Services (DAS) operates a 24-hour 
telephone listing of available positions, administers examinations, provides application 
materials, and maintains a list of candidates. DAS also is responsible for specifying career 
ladders and job classifications. 

Oregon is a largely rural state, with a population of about three million people, 91 
percent of whom are white. Women comprise almost 45 percent of the state's labor force.16 
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The Department of Environmental Quality (DEQ) was established in 1969, prior to 
which pollution laws and responsibilities were under the jurisdiction of the Board of 
Health. DEQ is headed by a governor-appointed, five-member Environmental Quality 
Commission, and its operations are administered by a director. Prior to October 1993, DEQ 
had eight divisions, one of which was the Regional Operations Division. In order to expand 
DEQ field services, eight administrators now report to the DEQ director: the heads of three 
regional field offices, the heads of three program divisions (air, water, waste), and the 
heads of the Management Services Division and the Laboratory Division. 

As of June 1992, people of color comprised 7 percent and women 39 percent of 
DEQ's workforce. Although people of color made up only 3 percent of 
Officials/ Administrators, women accounted for 28 percent of this category. In the 
Professionals category, 5 percent were people of color and slightly more than 30 percent 
were women.17 

Wisconsin 

Wisconsin does not have a provision in its appropriations bill that requires state 
agencies to improve their workforce diversity. Governor Tommy Thompson has neither 
emphasized greater diversity in the state's workforce nor issued executive orders to this 
effect. 

Wisconsin has a population of almost five million, approximately half of whom are 
in the state's labor force. Women make up 46 percent of the state's workforce, but people of 
color account for only 6.7 percent.18 

In 1967, the Wisconsin Legislature passed the Kellett Commission Act, which created 
the Department of Natural Resources (DNR). The DNR secretary, appointed in February 
1993, reports to the Natural Resources Board and administers DNR. Seven major offices or 
divisions constitute DNR's organizational structure. These units include the Office of 
Planning and Analysis, Office of Governmental Programs, and Bureau of Legal Services, 
plus four divisions: Environmental Quality, Enforcement, Resource Management, and 
Management Services. DNR also maintains six field offices throughout the state. 

According to a December 1993 EEO report, DNR has 4,738 regional and district 
employees. Women comprise just over 32 percent of agency employees, while people of color 
account for almost 8 percent. Of the 240 employees in the Administrators/Officials 
category, 2.4 percent are people of color and 20 percent are female. In the Professionals 
category, 3.9 percent are people of color and 29 percent are women. Eighty-eight percent of 
the employees in DNR's Paraprofessionals and Office/Clerical categories are women, while 
people of color comprise 7.5 percent and 5.8 percent of those categories, respectively. 
Women comprise almost 25 percent of the Service/Maintenance category but 0 percent of 
the Skilled Craft category. People of color are 9 percent and 7 percent of those categories, 
respectively.19 

Recruitment 

Civil Service 

All six states visited by project members are civil service states. Unlike Texas, civil 
service states have centralized employment organizations that control and monitor the 
hiring process, from administering required civil service exams and posting job vacancies to 
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collecting and reporting all EEO data from state agencies. While such organizational 
structures vary, their practices provide important insights for TNRCC. 

Wisconsin's Department of Employment Relations (DER) is perhaps the most 
progressive and proactive civil service agency, despite its regulatory and administrative 
missions. It provides other state agencies with the programs and support to improve 
workforce diversity. In response to growing pressure to improve the representation of 
women and people of color in underrepresented job classifications, for example, DER 
initiated the Critical Recruitment Program. This program seeks to "create a much more 
efficient and flexible hiring process for hard-to-fill job vacancies, while maintaining merit 
system principles."20 A version of the state civil service exam can be taken by agencies to 
career fairs and administered on site to potential applicants. These tests are scored and 
ranked expeditiously, and those who pass are guaranteed at least one interview within a 
year. For example, the Wisconsin DNR recruitment coordinator attempts to conduct an 
interview with such a candidate within 60 days whether or not a position is open. In this 
manner, candidates' information is kept on file, and the agency has an applicant pool from 
which to recruit should a vacancy arise. This new method has been very successful in 
securing an applicant pool of engineers from college and university visits. 

Another program created by Wisconsin's DER is the Entry Professional Program 
(EPP), which is designed to recruit and hire entry-level professional employees. Candidates 
for the EPP are not limited to those with a two-year, four-year, or advanced degree, 
although the degree is encouraged, and do not need substantial work experience. These 
candidates need not take the necessary civil service exam but can substitute an alternative 
exam or assessment. This EPP process, which appears to be unique among the states visited, 
shortens the hiring timeline. 

Most of DER's success in promoting employment in Wisconsin state agencies can be 
attributed to its recruitment coordinator. This person provides assistance and advice to all 
state agencies as they seek to meet their hiring needs and diversity goals. DER's 
recruitment coordinator also compiles and distributes the state's Current Employment 
Opportunities Bulletin. This bulletin lists all state agency job vacancies and is published 34 
times a year. The bulletin is posted in over 1,000 places and mailed free of charge to 360 
"affirmative action-type" places, including professional organizations for women and 
minorities. While most states have a posting list of available jobs, Wisconsin is the first 
state to have a bulletin of this type available for home subscription. There currently are 
5,200 subscribers. DER's recruitment coordinator, unlike employment office recruiters in 
other states, also has innumerable contacts at Wisconsin colleges and universities. Every 
year he surveys the public and private two- and four-year colleges and universities in 
Wisconsin about their career fairs and often attends them to promote employment with the 
state. He publishes a list of career fair dates and costs and distributes the list to all 
personnel and affirmative action officers in the state. 

Although DER's workforce diversity efforts have been successful, due in large part 
to its sole recruiter, the general consensus from other state trips by project members was 
that centralized state personnel organizations often thwart the efforts of individual state 
agencies to improve their workforce diversity. For example, interviewees of New York's 
EnCon and Oregon's DEQ claim that a centralized civil service system generally handicaps 
their respective efforts to recruit more women and people of color. In New York, the civil 
service exam is only administered every three to four years. A candidate who is offered a 
job is given a "provisional offer of work" until the exam is taken and passed. However, 
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most hires are taken from a list of candidates who have already taken and passed the exam. 
Therefore, EnCon's inability to off er a secure position limits the available applicant pool 
and adds to the hiring problems facing state agencies, which are in competition with the 
private sector for qualified candidates. Interviewees from Georgia's DNR also expressed 
concern that the state's centralized merit system hampers recruiting efforts. Plagued with 
financial constraints as well, DNR relies on the applicants whom the merit system provides 
for its agency pool. In short, the agency has neither the means nor the incentive to go 
outside the system to any substantial extent. 

Unlike New York, California administers civil service exams according to the need 
and availability of the specific agency. Exams for entry-level positions are offered on a 
regular basis, approximately twice a year. However, promotional exams, which are required 
in California for advancement, are given more sporadically, sometimes only once every four 
years. Additionally, California's DPA, whose administrator is appointed by the governor, is 
more politically motivated than other states' civil service agencies. This agency is 
responsible for all labor-related issues, such as negotiating with the 21 bargaining units in 
the state. 

Ohio is just beginning to experiment with a centralized recruitment and referral 
program administered by the Ohio Department of Administrative Services (DAS). Created 
in 1991 through an executive order, this program seeks to assist all Ohio state agencies in 
recruiting people in underrepresented job groups, including women, people of color, and the 
disabled. The DAS Department of Personnel accepts applications from individuals and 
enters applicant information into a database by field and qualifications. The database 
currently holds between 4,000 and 5,000 names. When a state agency has an opening in a job 
classification in which one or more of the state's groups are underrepresented, the database 
generates names of potential applicants who match the agency's need. There is no 
systematic coordination between DAS and agency personnel offices, however, and the DAS 
database is used by agencies only when solicited. 

Responsibility for Recruitment 

While the environmental agency in each of the six states has a centralized personnel 
office, not all of these agencies have their own recruitment staff, and those that do tend to 
be more active and successful in diversifying state agency workforces. The Wisconsin, 
Ohio, and California environmental agencies have recruitment coordinators, but in Oregon, 
Georgia, and New York the human resources or personnel office assumes any designated 
recruitment responsibilities. The recruitment coordinators are responsible for locating and 
generating an applicant pool, especially for women and people of color. The Wisconsin and 
California recruitment coordinators work in conjunction with the state's EEO/ AA officer. 
The actual screening and hiring of applicants is completed by hiring supervisors or division 
directors in the agencies with positions to fill. Therefore, the recruiter serves as a vital link 
between state agencies and the state's labor force. 

Interviewees at Georgia's DNR state that because the responsibility for recruiting 
rests primarily with the state's merit system, DNR recruiting efforts depend on the 
initiative of its own hiring supervisors. Similarly, the recruiting efforts of Oregon's DEQ 
are not proactive. Because of the state's civil service requirements, DEQ managers and 
human resources staff rely on DAS for a list ranking applicants according to their test 
scores, but then they are free to determine whom from that list to hire. Human resources 
employees expressed a desire to improve these recruiting tactics, but a lack of funds, a 
diverse applicant pool, and entry-level positions have limited their efforts. 
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Diversity Committees 

Employee diversity committees appointed or nominated by state environmental 
agencies are an important source of initiative and success in improving workforce diversity. 
California, Wisconsin, and Georgia agencies all have employee diversity committees, which 
vary in size, scope, mission, and reported success. 

California's Air Resources Board's Affirmative Action Advisory Committee enables 
employees to participate in the formulation and implementation of EEO/ AA and diversity 
programs within the agency.21 The diversity committee includes employees of various 
occupational backgrounds, ages, and ethnicities and provides a direct communication link 
between employees and agency management. The committee works in close conjunction 
with the agency's affirmative action officer to ensure that the agency's diversity goals are 
being met. 

California's State Water Resources Control Board has various employee advisory 
committees that target underrepresented groups and that assist the agency in the recruiting 
process. These committees include the Hispanic Advisory Council, the Black Advisory 
Committee, the Women's Program Advisory Committee, the Disabled Advisory Committee, 
and the Affirmative Action Advisory Committee. The Hispanic Advisory Council has been 
the most active and progressive in helping the agency cultivate a prospective applicant pool 
among younger students. For example, since 1990 the council has conducted an annual 
Hispanic Student Expo, which provides local Hispanic students the opportunity to tour the 
agency's facilities, find out what the agency does, and consider pursuing a career in 
engineering or science. 

In Wisconsin, the DNR secretary recently created a task force, the Equal 
Employment Opportunity Council (EEO Council), specifically to address the diversity issue. 
This council grew out of a Workforce Diversity Committee that had become ineffective and 
was disbanded upon arrival of the new secretary. New EEO Council members will be 
nominated by DNR employees and then interviewed and selected by the secretary and other 
members of his management staff, including DNR's affirmative action officer. The mission 
of the council, as envisioned by the secretary, is to devise strategic activities to increase 
diversity in the DNR workforce and to create a more inclusive and productive work 
environment. Because the council is not yet active, it is impossible to assess its success. 
However, it has the potential to be a strategic instrument for both policy and organizational 
culture change. 

Created in 1992, the Georgia DNR Diversity Team was an outgrowth of the agency's 
Total Quality Management Program. The team has developed long- and short-term 
strategies to assist the agency in improving employee diversity. Strategies include providing 
internships, participating in university and public school science and job fairs, and 
increasing agency visibility. Perhaps most significant is the team's successful efforts to 
initiate agency participation in the Shadow Program. This middle-school career day offers 
students the opportunity to "shadow" a DNR professional. By familiarizing younger 
students with environmental and state government careers, the agency hopes it will create a 
larger and more diverse applicant pool. 

Co-Op Programs 

Interviewees from the environmental agency in each of the six states said that co-op 
programs are valuable for diversifying personnel and building a future applicant pool. 

173 



Despite this consensus, only Ohio and Wisconsin have formalized co-op programs that are 
sponsored and organized by the environmental agency or the civil service agency. 
California has successful co-op programs, but they are college- and university-based (see the 
"University Relationships" section Ia ter in this chapter). Interviewees in the other three 
states said their agencies either had a co-op program in past years or were planning a co-op 
program, but none was able to provide program details. 

Despite a lack of formal diversity directives within the agency, Ohio's EPA has in 
place a well-established and respected co-op program. Although the program does not 
directly target diverse students, it is an efficient and effective source of new applicants for 
the agency, including women and people of color. A program assignment is arranged 
between an educational institution and either EPA's human resources office or an EPA 
department. In the latter case, the educational institution selects students for part-time 
work at EPA, and they are paid according to regular salary criteria for the positions they 
fill. Several students may fill one position, which is reserved for co-op program 
participants. Almost all students who successfully complete the co-op program are offered 
jobs with EPA upon their graduation. 

On average, EPA has 15 co-op students per year from a variety of universities within 
the state. When a co-op student is requested, the human resources staff directly contacts the 
department that needs a student. Preference is given to a person of color or a woman, but 
there is no race/ethnicity or gender requirement. Students must have at least sophomore 
standing and be majoring in a science-related field. The student also must maintain a 
minimum 2.0 overall GPA with a C or above in all courses in his or her major department. 
The student works on a semester schedule: one semester at school and the next at work. 
During the work periods, contact is maintained with the school through a cooperative 
education coordinator who is also a faculty member in the student's department. Periodic 
supervisory evaluations of the co-op student's work performance are provided by the 
agency to the university. In an effort to encourage students to return to the agency 
throughout their schooling, EPA has an incremental pay scale. A co-op student earns 6 
percent of EPA's entry-level wages for his or her position during the first co-op session, and 
this rate increases by 1 percent of entry-level wages per session to 9 percent during the 
student's fourth co-op session. Co-op students also are provided with normal employee 
benefits, including sick leave, annual leave, and holiday pay. 

While Wisconsin's DNR also has a cooperative education program, it is organized and 
administered by DER, Wisconsin's centralized state employment agency. A goal of the co-op 
program is to bring racial/ethnic minorities and women into occupational categories in 
which they are underrepresented. Juniors and seniors are recruited from four-year 
universities and technical colleges in Wisconsin only. Students work part time for DNR 
during the school year and perhaps full time during the summer. However, a major problem 
with the co-op program is that DNR offices must commit one-quarter of a full-time position 
or divide a project position to hire the co-op student. Many managers are unwilling to give 
up that portion of a salary for two years. Furthermore, although students are guaranteed a 
job with DNR upon graduation, many pursue jobs in the private sector instead. 

Internship Programs 

Environmental agency interviewees in all six states indicated that internship 
programs are effective and beneficial to their agencies, but only the Wisconsin and Ohio 
agencies formally sponsor such programs. 
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Wisconsin's DNR targets racial/ethnic minority groups in underrepresented job 
groups by offering between 100 and 150 internships each summer. Students attend a one
day workshop and orientation session to introduce them to DNR and receive a salary for 
the three summer months. During this time DNR staff members actively engage the interns 
in productive work, allowing them to gain valuable firsthand experience. This program 
provides an excellent opportunity to educate a potential labor pool about the various jobs 
available at DNR. One engineer in the Bureau of Wastewater Management, who is a 
member of the agency's recruiting committee, organizes a field trip for the interns every 
summer to demonstrate all aspects of environmental protection in which DNR staff 
members are involved. 

A unique internship program developed by the DNR Bureau of Air Management 
serves as a model for agency-university relationships. The bureau negotiated a contract (not 
to exceed $300,000) with the University of Wisconsin-Madison under which the university 
assumes responsibility for recruiting the interns, screening them for eligibility, and 
providing the bureau administrator with a list of interns for placement. The individual 
supervisors in the bureau interview the prospective interns. The university uses its DNR 
contract funds to pay the interns ($9 an hour for undergraduates and $11 an hour for 
doctoral candidates, which is less than a DNR part-time employee earns), and DNR staff 
conducts the intern evaluations. Students are encouraged to rotate within the bureau to 
experience a variety of jobs. If the student returns for a second bureau internship, he or 
she receives a $1 per hour pay raise. If an intern's permanent residence is outside of 
Wisconsin, the University of Wisconsin-Madison provides the student with an out-of-state 
tuition waiver. This DNR internship program is in its first year and has not yet been 
evaluated. Nevertheless, it looks promising both as an internship program and as a 
framework for greater agency-university collaboration. 

Ohio's EPA also has a formal internship program, although it is implemented 
differently by various EPA departments. For example, the director of the Water Quality 
Planning and Assessment Section of the Division of Surface Water explained to project 
members that the success of the internship program is due to the fact that participating 
students are seen by agency hiring supervisors as less of a risk than other job candidates. 
An intern who works for the agency for a summer develops a record of achievement, which 
makes that student a more appealing job candidate in the future. 

EPA's Environmental Services Division is especially active in recruiting for its 
summer intern positions and views its internship program as an effective, inexpensive 
recruitment strategy. Each summer, the department employs four to six interns, ranging 
from college sophomores to doctoral students, and continues to employ two or three of these 
students fulltime through the following December, as a result of the agency's seasonal 
employment needs. These internships provide excellent entry into the department, and up 
to 50 percent of the interns who successfully complete their internships later receive 
permanent job offers from the agency. 

Ohio's EPA also was contacted by the Environmental Careers Organization (ECO), a 
nonprofit organization that offered to develop an internship program for the agency. 
However, ECO's proposed fee of $1,800 per student participant was cost-prohibitive. 
Moreover, Ohio's civil service regulations prohibit agencies from hiring consulting and 
headhunter firms for such a purpose. 
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Professional Organizations and Networks 

Environmental agency efforts to network with professional organizations vary 
among the states visited. Agencies that actively participate in or have close relations with 
professional organizations have found that these organizations provide an excellent source 
of applicants and, equally important, provide a means by which to improve public 
perception of the agency. Networking with professional organizations provides invaluable 
and often free sources of information covering a variety of issues, including potential 
applicants, sources of applicants, new recruiting techniques, and opportunities to develop 
relationships with community and educational services. 

For example, faced with limited budgets, CAL/EPA agencies focus on cultivating 
relationships with many racial/ethnic minority organizations rather than on attending 
career fairs and student expos. The Air Resources Board recruitment officer often has 
informal lunches and meetings with employees who also are members of organizations such 
as the Society of Hispanic Professional Engineers. These discussions help the officer gain 
insight into pools of possible employees while providing information about possible Air 
Resources Board job vacancies that employees can share with their respective organizations. 
Over the last five years, the California State Water Resources Control Board and Regional 
Water Quality Control Boards have established effective working relationships with 
numerous key professional and advocate organizations. These organizations include the 
SHPE; the Society of Women Engineers; the National Society of Black Engineers; the 
Filipino Chambers of Commerce; the Personnel Management Association of Aztlan; Black 
Advocates in State Service; the Asian/Pacific State Employees Association; American 
Indians in State Service; the Coalition of Minorities, Women, and Disabled; minority 
engineering programs at various California universities; and math, engineering, and science 
achievement programs statewide. 

A valuable source of information and networking used by Wisconsin's DNR is the 
board of directors of the Wisconsin Career Planning and Placement Association. The DNR 
recruiter is an active participant in this group, which consists of recruiters from the 
technical, private, and public sectors in Wisconsin. DNR's recruiter stated that this 
association provides her with the most innovative and helpful ideas for recruiting. DNR 
also has ties to the Society for Women Engineers, the Society of Hispanic Professional 
Engineers, and the National Society of Black Engineers. The recruiter attends "An Evening 
with Industry" night, representing and promoting DNR, and also advertises in the 
newsletters of the organizations in this association. 

Agency Collaboration 

The unique organizational structure of California's environmental agencies, six 
separate organizations under the umbrella of CAL/EPA, encourages interagency 
collaboration in recruiting. An informal network has evolved in which one organization, 
such as the California Integrated Waste Management Board, which may have limited 
recruiting funds, collaborates with the Air Resources Board. One organization may 
distribute another's recruitment materials at career fairs and expos. The collaborating 
organizations may also agree to split fees and to share tables at various student events and 
career fairs. 

Although Wisconsin does not have the organizational structure that California has, 
its DNR has implemented an interbureau collaboration that is successful in generating 
funds for recruiting and in securing active participation by each bureau. During the first 
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year, the recruitment committee asked each bureau to contribute $3,600 from its own 
budget to assist the committee with its agency-wide efforts. The accumulated $18,000 was 
used to purchase folding exhibits to be used at college and university career fairs. 
Members of the committee also were asked to spend time at career fairs and to step up their 
one-on-one recruitment efforts. As the efforts of the recruitment committee proved 
successful, the committee requested larger contributions from each bureau. This practice 
prevents the complaint of "unequal distribution of recruiting efforts" that often arises 
when, for example, one bureau experiences a significant expansion of staff as a result of 
new federal legislation. Furthermore, it encourages each bureau to become an active 
participant in recruitment efforts. If each bureau is a contributor, it has more incentive to 
reap the benefits of the recruiting efforts. The annual recruitment budget now has 
increased to $58,000. 

In Oregon, the Natural Resources Personnel Forum provides a formal link between 
personnel from 12 state environmental agencies. Participants, who include a human 
resources representative from each agency, meet monthly to share ideas and information. 
Currently, the forum is focusing on recruitment-related retention issues. 

Other Agency-Specific Programs 

CAL/EPA agencies provide tours of their organizations to the general public. 
Individuals are able to see the environmental labs and hear presentations by various 
departments. These tours provide good public relations for anyone who wants to learn 
about the agency. Often individuals attend the tours as prospective employees who wish to 
prepare themselves for the agency-related civil service exams. 

At Georgia's EPA, the videotaping of interviews, an innovative yet simple practice, 
has helped the agency in many ways. It allows various agency employees to review the 
interviews when there are many applicants for a position. Videotaping may aid an agency 
in def ending hiring choices when more than one applicant is qualified; it is also a 
convenience for out-of-town candidates who need to be interviewed by more than one 
supervisor. Finally, it creates a library of potential candidates for future positions. 

University Relationships 

In addition to meeting with environmental agency officials, project members 
interviewed placement officers and other officials at local universities in five of the states 
visited. Because many agency recruitment programs target students at these institutions, it 
is valuable to understand not only what career services are available through placement 
offices but also how agencies can most effectively access and use university resources. 
Although the structure and organization of universities vary among states, the recruitment
related programs and the insights of placement officers and professors in the universities 
visited suggest possible TNRCC initiatives vis-a-vis universities in Texas. 

University Applicant Availability 

Project members visited and obtained engineering and science student enrollment, 
retention, and graduation data from Georgia Institute of Technology (Atlanta), Ohio State 
University (Columbus), and Rensselaer Polytechnic Institute (Troy, New York). The data, 
while not comparable in all respects, provide the environmental agencies in these states with 
useful information regarding potential applicants for agency internships, co-op programs, 
and regular employment, as well as potential targets of recruitment strategies and plans. 

177 



An important consideration for TNRCC and other state environmental agencies 
interested in greater recruitment collaboration with universities is how to obtain useful 
applicant availability data on a timely basis. Particularly significant is the approach used 
by Ohio State University (OSU). The OSU Office of Engineering Career Services & 
Employer Relations annually publishes an Employer's/ Recruiter's Guide that includes such 
office information as recruiting events and schedules, co-op and internship program 
descriptions, and on-campus recruiting checklists; College of Engineering program 
descriptions; and College of Engineering enrollment and graduation data by gender, 
race/ethnicity, academic department, and degree level (i.e., undergraduate and graduate). 
The guide also includes grade distributions of undergraduate students by engineering 
department, as well as average starting salary offers for new bachelor's degree, master's 
degree, and doctoral degree recipients. This guide is very helpful to and appreciated by the 
Ohio EPA hiring supervisors and human resources staff responsible for university 
recruitment and collaboration. Georgia Institute of Technology annually publishes a Fact 
Book containing similar enrollment and graduation data. 

Career Services Offices 

University career services at OSU are administratively decentralized by major 
college unit. Undergraduates, graduate students, and alumni are served through their 
respective college career services off ices; the four primary offices are in the College of 
Agriculture, the College of Arts & Sciences, the College of Business, and the College of 
Engineering. These offices off er a wide range of placement services to students, including 
resume and interview workshops, career fairs, and brown-bag lunches. For example, the 
Placement Office in the College of Engineering sends out 27,000 resumes annually. 

The most active and successful OSU career services programs specifically serving 
women and people of color are administered through the Office of Minority Student 
Services in the College of Business. This office serves racial/ethnic minority business 
students and organizations interested in hiring people of color. The office offers both a 
database and various publications. Although Ohio's EPA does not recruit through this 
office, other agency recruiters use it to connect with members of the Council of Black 
Students in Administration, the Organization of African American MB.A. Students, and the 
Black Public Administrators. Each year, 400 students at the College of Business use the 
services of this off ice. 

Georgia Tech's Career Services Office likewise provides varied kinds of assistance 
for students, including resume and job search workshops, a computerized guidance system, 
and placement services. Four career fairs are held each year; the largest occurs each 
October, with more than 3,000 students participating. Although the office has no programs 
targeted specifically at women and people of color, it makes an effort to track the 
university's alumni. Office staff members conduct surveys of graduating students at each 
of the four annual commencements. These surveys reveal that 60-65 percent of graduating 
students are headed for graduate school, have enlisted in the armed forces, or already have 
accepted a job off er. This office does not longitudinally track alumni; however, 
information on alumni who voluntarily keep the university informed of their addresses and 
employment status is available. 

The Career Development Center at Rensselaer Polytechnic Institute (RPI) offers a 
variety of services for its more than 6,600 students. These services include career 
counseling, workshops on resume writing and interviewing, a summer employment service, 
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on-campus recruiting, and a career resource room with information on more than 1,500 
companies and agencies. Approximately 350 employers recruit on campus at sponsored 
career fairs. An additional 1,000 firms seek potential candidates in some other manner (e.g., 
by posting a job announcement). . 

RPI's Office of Alumni Relations makes an effort to track alumni and maintains an 
active alumni database. In 1988, the office, in conjunction with the School of Engineering, 
conducted a study tracking racial/ethnic minority alumni from the classes of 1977 to 1986. 
The study found that the majority of respondents expressed dissatisfaction with their 
undergraduate experiences at RPI. As a result of the study, an alumni organization 
advancing racial/ethnic minority student life was established and has held three reunions. 
These reunions have been primarily business-based, giving alumni the opportunity to 
network. In addition, the group developed a mentoring program for racial/ethnic minority 
students at RPI and raised minority scholarship funds for current students. 

The Placement Services Office of the College of Engineering at the University of 
Wisconsin-Madison links engineering students with potential employers through a database 
of interested organizations and contacts. Each year, employers are mailed registration and 
other information on upcoming events. The recruitment coordinator from Wisconsin's DNR 
participates in this service, which facilitates the agency's relationship both with the 
institution and with the students. The university also provides an on-line computer 
information system through which students who are registered with the Placement Services 
Office access information about employers. Likewise, students can enter personal 
information that the participating organizations can access. This two-way system of 
communication allows students and employers to establish direct relationships rather than 
relying only on an intermediary placement office. 

Programs and Organizations 

The director of OSU's College of Engineering Placement Off ice underscored a 
distinction between career services offices and minority affairs offices that may be very 
useful to agency recruiters: given that her responsibility is to serve the whole student body, 
the Ohio Civil Rights Commission does not allow her to identify students to recruiters by 
race or ethnicity. If agency recruiters are interested primarily in women and students of 
color, career services offices may not be the most useful recruitment contact. She pointed 
out that the Society of Women Engineers and the Minority Engineering Program, both 
college-supported organizations, must serve their constituencies somewhat differently. Both 
organizations publish resume books of their members; interested agencies or firms can 
purchase these books at relatively low cost (e.g., $25). Both organizations also hold annual 
banquets to honor their best students. Two to three hundred students attend the Society of 
Women Engineers banquet. All students participate, regardless of race/ethnicity or gender. 
These banquets are excellent opportunities for recruiters to be matched with students 
interested in their fields and to get to know student leaders in organizations for female 
students and students of color. 

In addition, the OSU College of Engineering Placement Office coordinates 
PREFACE (Pre-Freshman and Cooperative Education Program), a program designed to give 
racial/ethnic minority students workplace experience in technical and engineering 
environments before their freshman year. Currently, 30 students participate in the 
program. They were recruited from the approximately 100 students who apply for 
admission to OSU's civil engineering program. Started in 1973, PREF ACE consists of 
academic and work components. Prior to enrolling as freshman, students participate in a 
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twelve-week summer session, with the first six weeks comprised of study in mathematics, 
physics, engineering graphics, and English to ease the transition from high school to college. 
For the last six weeks of the summer, the students are placed in engineering-related jobs 
with local and national companies (e.g., Amoco). Employers determine work assignments 
and pay salaries, but OSU charges PREFACE participants no other program fee. This 
summer work experience can, at the discretion of the company, generate formal co-op or 
internship employment during the rest of the student's college career. For the students, the 
program has consistently resulted in higher math placement levels, enhanced academic 
performance, higher student retention rates, and stronger campus leadership.22 For the 
employers, it offers early identification and preliminary training of a cohort of talented 
racial/ethnic minority engineers. Until now, public agency participation has not been 
significant. Only a county engineering office and the Ohio Department of Transportation 
have employed students. 

At Georgia Tech, the Office of Minority Student Services offers programs to develop 
links between hiring organizations and students. For example, this office holds quarterly 
meetings, attended by 75 to 100 interested students from the entire student body, at which a 
representative from one agency or company speaks and hosts a reception. (The total cost to 
the company is $500: $250 goes to a Georgia Tech minority student organization and the 
balance is for catering the reception.) This office also provides tutoring and mentoring. 
Like OSU, Georgia Tech offers a program for precollege students of color each summer. 
The university's Career Services Office has the largest nonmandatory university co-op 
program in the country, with over 3,000 undergraduates and more than 500 employers 
participating. Some of the biggest employers are IBM, Georgia Power, and Tennessee Valley 
Authority. 

Among the most dynamic programs for building future applicant pools for 
environmental agencies are those administered by the California State University System 
(CSUS). The system has created programs to foster the development of the state's diverse 
populations. CSUS programs are distinctive in that they target high school and elementary 
school students as well as college-level students. The recognition that students need skill 
development at an early age is crucial to successfully creating a diverse applicant pool, 
particularly in technical areas. 

MESA (Mathematics, Engineering, Science Achievement) is a particularly successful 
nonprofit organization in California. The mission of MESA is "to develop academic 
leadership skills, raise educational expectations, and instill confidence in California's 
African American, American Indian, Mexican American and other Latino American 
students historically underrepresented in engineering, physical science or other math-based 
fields, in order to increase the number who graduate from a four-year university." 28 MESA 
offers two programs: the MESA Secondary Program and the MESA Minority Engineering 
Program. 

The MESA Secondary Program serves grades 7 through 12. This program stimulates 
student interest in math and science and helps students succeed in college preparatory 
classes. Advising and academic assistance is provided weekly through a program advisor, 
usually a math or science teacher. Components of the program include organized group 
study, academic advising, enrichment programs, scholarship incentive awards, career 
exploration opportunities, and family involvement. The MESA Minority Engineering 
Program helps college students graduate with degrees in engineering or science from four
year institutions. The program provides recruitment, freshman orientation, financial aid 

180 



counseling, scholarships, academic advising, personal counseling, tutoring, math and science 
workshops, professional development, summer jobs/internships/co-ops, and a study center. 

Project Success is another effective CSUS program. Begun in 1991 by the California 
State University at Sacramento School of Engineering and Computer Science, Project 
Success gives financial assistance to Minority Engineer Program students to help defray 
most college expenses. The program was created as a result of the startling statistic that it 
took an average of eight years for a racial/ethnic minority student to earn a bachelor's 
degree in engineering or computer science. Investigation revealed that it was not a lack of 
skill that made earning a degree in four or five years difficult, but the financial burden of 
college tuition. University resident student tuition has risen approximately 23 percent at 
CSUS institutions and 9 percent at University of California System schools during a time 
when student financial aid has increased only 4 percent.24 Project Success places students 
in jobs with engineering-related companies during school breaks (summers and winters). 
Ideally, students remain with the company until graduation, doing progressively more 
professional work. Students within the program can expect to receive $40,000 over the six
year period.25 This program has the potential to be a great success in California and should 
be considered for replication in other state university systems. 

RPI's elective co-op program began in 1945 and has remained one of RPI's most 
successful programs. While elective co-op programs generally average a 7 to 12 percent 
participation rate, approximately 18 to 20 percent of the student body takes part in the RPI 
program. Among the school's engineering disciplines, participation varies from 10 to 30 
percent. Students participating in the program are placed in paid positions throughout the 
United States for one semester and one summer. In each co-op assignment, the student is 
matched with a staff member of the participating agency or firm. This employee serves as 
both an advocate and a resource for the student. The student must attend a "Success on Co
Op" workshop that prepares students for their work experience. It addresses such topics as 
troubleshooting, developing interpersonal skills, and establishing positive relationships 
with managers and coworkers. RPI co-op program administrators monitor each work 
assignment and frequently visit students. They also meet with employers to discuss their 
responsibilities to the students. An evaluation of the co-op experience is conducted by the 
student and the mentor. The two also meet after the co-op's conclusion to evaluate the 
student's experience. Therefore, the structure of the program facilitates constant 
communication between the employer and the student, a factor that promotes a successful 
work experience. 

Graduate Programs 

Although undergraduate programs were the focus of project members' visits to 
universities in other states, OSU's graduate program activity is worth noting. OSU is 
unusual in having an annual graduate and professional school visitation day that attracts 
outstanding undergraduates of color from around the country. State agencies should be 
aware of such programs. 

OSU technical programs, including engineering, renewable natural resources, life 
sciences, and physical sciences, use recruitment-related practices that underscore the 
importance of personal connections between agency recruiting officers and department
level career services staff in universities. The OSU public administration program has a 
weekly newsletter that contains new job postings; the College of Business encourages 
companies to contact faculty directly and send speakers to student organizations or even to 
relevant classes; and the director of the College of Business Minority Student Services 
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distributes racial/ethnic minority student resume books produced by the Council of Black 
Students in Administration. Agency recruiters without personal contacts with staff in each 
of these offices miss opportunities to reach students, especially students of color. 

Career Services Office Suggestions to State Agencies to Improve Campus Recruiting 

All university officials interviewed by project members offered suggestions for 
increasing state agency visibility and recruiting success on campus. These comments suggest 
that government agencies can more aggressively take advantage of the resources and 
services that many institutions offer. According to these interviewees, agencies should 

I. reach student organizations, especially those for women and people of color, because 
they or their faculty advisors may be the agency's best contacts; 

2. cultivate relationships with faculty in relevant departments to establish a recruiting 
network and raise awareness of agency needs and opportunities; 

3. approach faculty and career advisors about having agency officials speak to 
students; arrange agency speakers for classes or for student organizations; 

4. take advantage of all the various career days, information sessions, and brown-bag 
lunches for on-campus recruiting; 

5. send alumni back to their former universities to recruit, because alumni 
presentations strongly influence students; 

6. develop and market internship and co-op programs that give students (the younger, 
the better) exposure to the agency's work environment before they graduate; 

7. computerize agency job opportunities so that universities can access information as 
it becomes available; 

8. develop and encourage mentor programs that link students to a professional and 
initiate feelings of loyalty to an organization; 

9. develop partnerships with other state agencies to enhance. overall workforce 
diversity, to pool resources, and to begin programs that reach into community and 
educational institutions; 

10. sponsor a one-day symposium for college placement staff from throughout the state 
to explain the agency's application process and types of positions available; and 

11. conduct collaborative research with various university departments to link the 
agency more closely with faculty and students. 

Retention 

Diversity Committees 

Environmental agencies in four of the six states visited have employee committees or 
teams that promote agency diversity. Such groups serve dual purposes. On one level, they 
aid the agency in identifying strategies to enhance recruitment and retention of a diverse 
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workforce. On another level, they enhance retention of a diverse workforce by 
communicating the agency's commitment to diversity and by involving a range of employees 
in policy decisions or in cultural education efforts. 

In one CAL/EPA agency, all employees are given the opportunity to apply for a 
position on an Affirmative Action Advisory Committee. Committee members represent 
different genders, racial/ethnic groups, ages, staff levels, and departments and elect their 
own leader. The committee works with the agency's affirmative action officer on 
reviewing and administering agency diversity policy and promotes a unified agency culture 
by sponsoring seminars and cultural events. 

In Georgia, DNR has created a pilot Diversity Team within its Coastal Fisheries 
Division. This team is identifying both short- and long-term strategies to improve the 
diversity of its workforce. Short-term goals include more effective recruitment of a diverse 
applicant pool; long-term goals include getting precollege and college youth interested in 
science and natural resources. Team members have met with community leaders to discuss 
goals, and team efforts will be integral in formulating division (and DNR) policy. 

New York's EnCon established an Affirmative Action Advisory Committee in the 
early 1980s, but it had not been active in recent years due to lack of interest. In 1993, 
however, the Affirmative Action Committee of the Office of Natural Resources was 
founded by three women who realized that they were the only women or people of color in 
upper management in that office. This committee has representation from each division of 
the Office of Natural Resources and has met to discuss solutions to underrepresentation of 
women and people of color. The committee expects to submit a report on this subject to the 
EnCon deputy commissioner. · 

The Wisconsin DNR secretary has created an employee group to address diversity 
issues. Equal Employment Opportunity Council members will be nominated by employees, 
then interviewed and selected by the secretary and other members of management, 
including the director of the Affirmative Action Office. The council will identify 
strategies to increase diversity and to create a more productive and inclusive work 
environment. 

Benefits 

All state environmental agencies visited by project members off er flextime or 
alternative work schedule's to employees. Among the divisions of Wisconsin's DNR, the 
flextime policy appears to be inconsistent and little used, but at the Georgia DNR 
Environmental Protection Division (DNR/EPD) and at New York's EnCon a significant 
number of employees use this benefit. 

Environmental agency interviewees gave project members mixed reviews of 
mentoring as a benefit that influences employee retention. EnCon, CAL/EPA, Ohio's EPA, 
and Wisconsin's DNR do not offer mentoring programs, but Georgia's DNR/EPD and 
Oregon's DEQ do. In DNR/EPD, volunteer employees are assigned to mentor new hires in 
work- and nonwork-related areas. In the division's Air Protection Branch, informal 
mentoring occurs within small workgroups of four to five people who are encouraged to ask 
questions of one another and work together. In the Hazardous Waste Branch, supervisors 
are encouraged to mentor the employees they directly supervise, and EPD is beginning this 
type of mentoring for the whole division. Oregon's DEQ has an informal mentoring 
program in which employees and managers are paired by interest. The major complaint of 

183 



those who have participated is that the mentoring program does not last long enough. 
Additionally, the agency has had problems finding enough volunteers for the program. 

Wisconsin's Employee Assistance Program (EAP) is typical of agency programs 
designed to help employees with personal problems. EAP consists of a network of local 
resource coordinators who serve as "helpful ears" and information resources. While these 
services, which include drug and alcohol counseling and out-patient programs, often are 
free of charge, costs for services provided by outside agencies generally are covered by 
health plans. 

CAL/EPA's Air Resources Board offers employees the option of telecommuting, 
which was emphasized in a recent state executive order. This option reflects the board's 
commitment to reducing auto emissions, which cause pollution. The Integrated Waste 
Management Board is developing an on-site child care facility, a benefit not offered by any 
of the other state agencies visited. 

Training and Development 

All six state environmental agencies visited off er professional and personal 
development options to employees. The combined range of training opportunities provided 
by these agencies includes seminars and workshops on computer software, business and 
technical writing, quality group participation, sexual harassment, workforce diversity, 
stress management, interpersonal skills, management skills, and negotiating tactics. While 
Georgia's DNR/EPD, Wisconsin's DNR, and New York's EnCon do not offer training 
opportunities substantially different than those offered at TNRCC, several aspects of the 
programs in the six state environmental agencies are noteworthy. 

In Oregon, any DEQ employee who has been on the job for more than six months 
may request funds for continuing education. If the course is relevant to the employee's job 
and is taken on the employee's own time, DEQ will pay half (up to $450) of the cost. DEQ 
also provides cross-training to facilitate lateral transfers and prevent burnout. Employees 
who receive approval may transfer to a different job for six months, provided an opening is 
available. At the end of the six months, employees return to their original positions. These 
job rotations give employees an opportunity to learn new skills, preparing them for 
promotions and lateral transfers. 

Ohio's EPA recently allocated funds for a full-time position for developing and 
implementing a training program. The program, which has an $80,000 budget for fiscal 
year 1994, is still being developed. It will cover three basic areas: professional 
development, communications, and cross-training. Managers will create professional 
development plans for each position under their supervision and attend a short course 
entitled "How to Develop People." An introductory management course will be required for 
all employees hired or promoted into supervisory positions. Cross-training will familiarize 
staff with other jobs with which they come into contact on a regular basis, which should 
facilitate communication between employees. Professional development courses will be 
required, while the other two types of training will be optional. The courses are taught by 
an outside contractor and funded by the agency. 

CAL/EPA offers a program called Upward Mobility, which allows employees in 
lower-paying occupations to move into higher-paying ones. The program is primarily 
geared toward moving clerical workers into technical positions. Employees who are 
interested in the program prepare, with their supervisor, an Individual Development Plan to 
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determine career goals and to develop strategies to achieve those goals. The employee must 
submit his or her Individual Development Plan to attend training courses within the agency 
or at a college or university. The employee also participates in promotional examinations as 
well as bridging classes, which are developmental courses at mid-salary levels designed to 
facilitate transition from clerical or technical jobs to professional jobs. Entry-level 
positions are restructured to include only the most basic responsibilities, which essentially 
renders the job a training position. Once the more advanced responsibilities are removed 
from the position, it is given a lower classification. Upward Mobility candidates fill such 
positions until they are able to pass the position exam. The original responsibilities, along 
with the original classification, are then returned to the position, and the employee is 
promoted. 

Evaluation and Promotion 

Three of the six environmental agencies visited include diversity in hiring as a 
criterion for supervisor evaluations. Diversity is a part of manager evaluations at Ohio's 
EPA, but only a small part. EPA also evaluates its departments in terms of its success in 
hiring a diverse workforce. Each year the agency gives an award to the department that 
has been most successful, but this award does not appear to provide significant motivation, 
especially for departments that traditionally hire a large number of white males. Georgia's 
DNR/EPD has no written criteria by which managers are assessed; however, more than one 
interviewee stated that there are definite unwritten diversity criteria about which hiring 
supervisors are aware. CAL/EPA's Water Resources Control Board evaluates managers and 
supervisors for cash bonuses; affirmative action efforts are a factor in evaluation. Over the 
past five years, all managers who have received a bonus have had good affirmative action 
records. 

Technical career paths appear to be desirable in some of the environmental agencies 
visited. At Ohio's EPA, the idea was explored and recommended, but the state employees' 
union opposed it, prompting an agency steering committee to vote it down as 
nonimplementable. Despite the centralized state personnel system, CAL/EPA has looked for 
ways to promote technical staff without moving them into management positions. 
Technical employees can hold "specialist" positions for two years, which may become 
permanent; the salaries are comparable to senior-level salaries, but no management 
responsibility is involved. However, these positions do not truly constitute a technical 
career ladder. The Advisory Committee on Diversity is currently studying nonsupervisory 
career ladders for outstanding technical and engineering staff. 

The Georgia DNR/EPD has been interested in establishing a technical career track 
for 10 to 15 years, but the state merit system has not been cooperative. Instead, career paths 
called "specialist series" are built into professional technical positions. An employee enters 
a position at the level of I. During the first year, duties are expanded to fill the next
higher job description. If the annual evaluation finds that the employee successfully meets 
the new description, he or she is promoted to the next level. However, there are only three 
levels to each series; an employee at the top of the series must go into management in order 
to receive subsequent raises or promotions. 

California's Department of Personnel Administration is in the process of 
streamlining its classification system to reduce layers. The state is exploring the possibility 
of "broad-banding" to allow movement within a classification without the need for an exam. 
The state also has adopted a pay-for-performance policy, which allows each department 
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more latitude in awarding salary increases. These two measures provide California state 
agencies more flexibility in promoting employees. 

Georgia also is moving to a pay-for-performance standard. This initiative aims to 
create a uniform system for evaluating and rewarding state employees. Previously 
employees who received satisfactory evaluations were given a merit increase. Under the 
new system, employees will receive numerical ratings for specific skills and must receive a 
minimum combined rating in order to get pay raises. The State Merit System of Personnel 
Administration is currently identifying the sets of skills specific to each merit system 
position. 

Oregon's DEQ gives its employees regular raises as a reward for length of service 
rather than for merit. In order to stop an employee who receives an unsatisfactory 
evaluation from receiving the regular raise, a manager must file an official justification 
with the human resources office far in advance of the effective date for the scheduled 
raise. 

At Ohio's EPA, departmental reorganizations have been used to reward staff who 
might not otherwise have opportunities for promotion. A rigid organizational hierarchy 
and an emphasis on promotion by seniority have hindered the progress of some qualified 
employees. Reorganization of divisions has been successful in achieving promotion of 
women who were not in line for advancement despite excellent work. 

Conclusion 

This chapter presents recruitment and retention policies and practices in other Texas 
agencies and in other states' environmental agencies. Identifying these policies and 
practices provides a comparative base against which TNRCC can examine its own diversity 
initiatives. Although other Texas state agencies face the same challenges as TNRCC, 
including legislative mandates for workforce diversity and Texas labor force numbers, the 
experiences of other states' environmental agencies offer examples and lessons for TNRCC 
that are more useful than those provided by Texas state agencies. 

Recruitment policies and practices in other states' environmental agencies vary 
widely. Unlike Texas, all states visited are civil service states. A centralized personnel 
agency controls and monitors the hiring process. This affects the discretion and ability of 
agencies to recruit. While some of the centralized personnel agencies proactively recruit to 
bring women and people of color into the civil service system, others merely perform 
administrative functions such as posting, administering exams, and collecting and reporting 
EEO data. 

Agencies that employ a staff recruiter are clearly more successful in attracting a 
diverse workforce. Agencies in which recruitment responsibility is shared among personnel 
staff who have additional duties are at a disadvantage. Agencies that have recruiters also 
have recruiting budgets; those without recruiters tend not to have resources dedicated solely 
to recruiting activities. There appears to be a strong correlation between having a recruiter 
with a budget and successfully recruiting women and people of color. 

Co-op and internship programs are valuable mechanisms by which to diversify 
personnel and to create a future applicant pool. Such programs also cultivate close relations 
between the agency and institutions of higher education. This relationship aids the agency 
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in identifying applicants and further facilitates its ability to instill loyalty in a 
participating co-op or internship program student. 

An agency's efforts to network often take two forms. First, professional 
organizations are valuable sources of potential applicants. Likewise, this type of 
networking enhances the agency's public image. The second type of outreach is agency 
collaboration, whereby an agency pools resources or personnel with another agency in 
recruitment efforts. 

The relationships that an agency establishes with universities are another indicator 
of its success in recruiting women and people of color. By analyzing an institution's 
graduation rates and enrollment by major, race/ethnicity, and gender, an agency is able to 
identify potential sources of applicants and then design its recruitment practices and 
programs to target specific groups of students. University career services offices off er an 
array of services for both students and potential employers. It is essential, however, that an 
agency solicit these services in order to establish crucial links to the students. In addition, 
specific programs emphasizing the employment of women and people of color in technical 
areas are available through universities. While most programs are aimed at college-age 
students, an increasing number target secondary students. An agency's awareness of and 
participation in such programs promotes the development a diverse applicant pool. 

The recruitment practices and policies of other states' environmental agencies and 
other Texas agencies provide valuable lessons for TNRCC in its effort to diversify its 
workforce. Although none of the other agencies examined appears to have a comprehensive 
retention plan or strategy, each of these agencies has policies and practices that affect 
employee job satisfaction or perceptions of the agency work environment. Employee 
diversity committees are a popular way to include employees in policy decisions regarding 
diversity. Committee activities range from sponsoring cultural awareness events and 
implementing diversity training to helping the agency determine recruitment and retention 
strategies. By giving employees a voice in the policy process and by promoting acceptance 
of diversity, the committees themselves enhance retention of a diverse workforce. 

Almost all agencies examined off er employees the option of alternative work 
schedules. Specific agency flextime policies vary, but this option seems quite popular with 
employees. Mentoring programs tend to be informal, and ideas about what exactly 
constitutes mentoring differ among agencies. There was no consensus among the agencies as 
to whether mentoring programs are effective. Other interesting benefits offered by some of 
the agencies are telecommuting and on-site child care. 

Training and development opportunities are offered in all agencies, but the quality 
and quantity of programs vary from agency to agency. Training programs cover a wide 
range of topics, from computer skills and personal development to industry regulations. 
Although not widespread, the use of technology to disseminate training information appears 
to be an effective way to reach a large number of employees. Cross-training is not a 
common practice, but it appears to have important implications for promotional 
opportunities and burnout prevention. Training clerical and nontechnical staff in other 
areas may facilitate mobility out of low-paying, dead-end jobs. Some of the agencies 
examined provide funds for employees to attend college courses or otherwise reimburse the 
costs of additional, outside training. Other notable programs are those that are specific to 
diversity. Many agencies provide management training, which often includes information 
on affirmative action and diversity awareness; some provide diversity awareness training to 
all employees, although assessing the effectiveness of such training is difficult. Agencies 
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may sponsor employees to attend conferences or workshops aimed at women or people of 
color. 

Chapter 8 presents recommendations for TNRCC to enhance the gender and 
racial/ethnic diversity of its workforce. 
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Chapter 8. 
Recommendations for TNRCC 

The recommendations in this chapter are based on analyses of TNRCC human 
resources policies and practices, on information gathered from other states' environmental 
agencies and other Texas agencies, and on national and state workforce diversity 
developments. The first section includes recommendations that apply both to recruitment 
and to retention. The second and third sections specify recommendations for recruitment 
and retention, respectively. 

These recommendations reflect an underlying assumption that greater attention to 
workforce diversity is a good management strategy. Recruitment strategies that seek to 
increase the size and diversity of TNRCC's applicant pool enhance the likelihood that 
TNRCC will be able to identify and hire well-qualified women and people of color. By 
providing training, development, promotion opportunities, and an organizational culture 
that welcomes diversity, TNRCC will improve the retention of all employees. 
Implementation of these recommendations should enable TNRCC to realize more fully its 
commitment to diversity and to create a tolerant, welcoming workplace environment that 
promotes teamwork, productivity, and employee loyalty to serve all the people of Texas. 

General Recommendations 

1. The commissioners and executive director should maintain a focus on and 
commitment to diversity throughout the agency by actively and visibly demonstrating 
leadership for diversity and by ensuring that their commitment is communicated with and 
shared by supervisors and staff throughout the organization. 

Commitment to diversity must start at the top of an organization but must also be 
communicated effectively to all levels of management and staff. TNRCC commissioners 
already have taken the first steps toward promoting diversity by communicating their 
commitment to diversity to the agency's executive director, deputy executive directors, and 
division directors. The crucial next step for the commissioners is to ensure that all division 
directors personally commit to the importance of workforce diversity for the agency and 
the state and then unequivocally convey this commitment to thefr managers, supervisors, 
and staff. 

TNRCC should give special attention to using effective means of communication 
and to specifying diversity expectations at each level. Unless these steps are taken, the 
recommendations in this report likely will have little impact on TNRCC. When project 
members observed similar strategies in other states' environmental agencies, the success of 
those strategies depended upon the leadership of upper management and a commitment to 
diversity at all levels of the agency. 

2. The commissioners and executive director should establish an Employee Council to 
foster and support workforce diversity across the agency. 

The Employee Council should have both a long-range and a short-term focus. It 
should develop a strategic plan for workforce diversity that includes benchmarks of success 
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and performance measures, involves broad employee participation, and is consistent with 
overall agency missions and plans. Ongoing council responsibilities might include (I) 
assisting agency recruiters in identifying and accessing sources of potential female and 
racial/ethnic minority employees; (2) participating actively in agency-sponsored 
recruitment activities at Texas universities and in local labor markets; (3) contributing to 
the analysis of the agency's human resources policies from a diversity viewpoint; and (4) 
organizing" All-American" events for employees to foster improved understanding of 
diverse cultures and traditions while emphasizing that "everyone is an American." 

Council service should be voluntary, open to all full-time agency employees. 
Members should reflect the gender and racial/ethnic diversity of TNRCC and should 
include representatives of diff e.rent agency divisions and occupational categories. For 
example, the council could consist of one technical/professional employee and one 
nontechnical/nonprofessional employee from each TNRCC division, including the field 
of fices. Periodic meetings between council members and TNRCC senior management are 
essential. 

3. The commissioners and executive director should make effective and timely intra
agency communication a top priority and ensure that the agency takes advantage of 
available and cost-effective technologies to facilitate information exchange at all agency 
levels. , 

Effective communication should include mechanisms for transmitting managerial 
decisions throughout the agency as well as for channeling employee feedback through 
front-line supervisors to senior management and the commissioners when appropriate. 
Communication is critical to the success of an organization, assisting in the development of 
a unified organizational culture by ensuring that members are not "left out of the loop." 
Effective communication is the foundation for all retention efforts, contributing to 
employee satisfaction and successful administration of human resources policies. 

TNRCC should increase its use of communications and information technology to 
respond more efficiently to the needs of employees and to inform employees in a timely 
manner about TNRCC programs and activities. The agency should provide e-mail access to 
all employees and expand the agency e-mail network to link all regional offices. Such a 
network would speed the exchange of information and save duplication and mailing costs. 
The agency should explore the possibility of using the TransTexas Video Conference 
Network to transmit information to employees around the state. TNRCC should make an 
ongoing effort to remain informed about cost-effective technological advances and build 
technology into long-range agency planning and budgeting. 

· At the same time, the commissioners, executive director, and senior management 
team should expand informal communication opportunities (e.g., brown-bag luncheons and 
"open door" afternoons) to encourage employees to communicate with them. On occasion, 
random (but diverse) groups of employees could be invited to talk with TNRCC 
administrators over coffee. Greater informal, but planned, communication opportunities 
would enable agency officials to shape the organizational culture by listening to and 
directly sharing their ideas with front-line staff without the filter of layers of management. 
Such communication should enhance employee retention. 
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4. The commissioners and executive director should ensure that the agency implement 
and maintain state agency data management systems and software to track recruiting, 
applications, hiring, promotions, pay increases, terminations, training, and participation in 
agency programs. 

Effective tracking of applicants and employees is essential to monitoring the overall 
success of TNRCC's diversity initiatives. The tracking process for potential employees 
should include job-matching, which is an effective method of coordinating TNRCC's 
workforce needs with the skills of the applicant pool. For new hires, the process begins by 
identifying the employee's degree institution, entry position, and career path within 
TNRCC. The database also should include each employee's work history with TNRCC, 
including promotions, and must interface with existing management and reporting systems. 

The TNRCC system, implemented with full collaboration between the Human 
Resources (HR) Division and the Equal Opportunity Development (EOD) Division, should 
track all personnel actions of all employees and maintain these records for at least three 
years. The initial record should contain name, race, gender, employment date, group, step, 
salary, hours, job title, division, individual development plan, and other relevant 
information. The record should be updated each time an employee is promoted, given a pay 
increase, passed over for a promotion or pay increase, trained, and disciplined. When an 
employee separates from the agency, the record should note the reason for leaving. All 
information should be cross-referenced to facilitate the generation of both internal and 
external reports. 

The system also should include an applicant pool. Through university and other 
recruitment activities, the agency can create an applicant pool by targeted areas (e.g., 
engineering, hydrology). This can be accomplished by recording how many applicants were 
hired, in what position, and in what field. These data should be consistent (and in a 
compatible format) with gender and racial/ethnic enrollment and graduation data in 
environment-related fields of study that TNRCC obtains from the Texas Higher Education 
Coordinating Board. Employment-related information on qualified applicants who were 
interviewed but not offered positions with TNRCC could be maintained to meet future 
employee needs. Job postings also could be forwarded regularly to all individuals in the 
applicant pool to notify them of upcoming employment opportunities with TNRCC. The 
HR Division should consider making applications and resumes from the applicant pool 
available to hiring supervisors. 

S. The commissioners and executive director should ensure that staff diversity is one 
element by which all supervisors are measured in their performance appraisals. 

A manager who is rated on his or her ability to increase staff diversity is more likely 
to take the initiative to hire and retain greater numbers of women and people of color. 
Supervisors should be rewarded for taking personnel risks that make a difference, even 
when those risks might fail. Although quotas are not desirable, supervisors must seriously 
attempt to increase workforce diversity. Recognizing that a manager who supervises 
primarily technical staff may have more difficulty in diversifying his or her staff, 
performance measures should take into consideration the difficulty of identifying women 
and people of color for technical positions. Performance appraisals also should include 
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evaluations of managers by their staff to provide feedback on how supervisors' diversity 
efforts are perceived by employees and to highlight the need for additional efforts. 

The appraisal of supervisors' effectiveness in hiring and retaining women and 
people of color is increasingly being incorporated into human resources policies of agencies 
and private-sector firms. This demonstrates unequivocally the commitment of top 
management to workforce diversity and has been successful in achieving employer goals. 

Recruitment Recommendations 

6. The Equal Opportunity Development Division should establish, maintain, and 
coordinate ongoing agency relationships with Texas universities in order to improve TNRCC 
recruitment of women and people of color in environment-related fields of study. 

To achieve greater diversity, TNRCC recruitment and outreach programs with 
universities require improved coordination between the EOD Division, the HR Division, 
and hiring supervisors in all program areas to establish high-quality, ongoing rapport with 
university career services offices. minority student organizations. and other campus 
contacts. TNRCC registration with career services offices could significantly shorten job 
searches and provide convenient labor pools for women and people of color at minimal cost 
to the agency. Registration should occur early in the fall semester. 

Essential to successful recruitment and outreach programs is consistent, positive, and 
ongoing interaction. Agency representatives who work with universities need to be explicit 
in describing what TNRCC does. what its workforce profile is. what internship and 
employment opportunities are realistically available, and what application processes (and 
schedules) need to be followed. Ad hoc and inconsistent university contacts by TNRCC 
staff in the past have led some Texas universities to question TNRCC's commitment to 
hiring new university graduates. This perception must be changed if TNRCC is to achieve 
the level of workforce diversity to which it is committed. 

In particular. TNRCC should strengthen its presence and participation at university 
career fairs. especially those targeted toward technical fields and people of color. The EOD 
Division and HR Division should collaborate to identify which agency employees received 
degrees from each Texas university and enlist the assistance of these employees in 
recruitment efforts at their former universities. This approach usually leads to long-term, 
productive relationships between the agency and universities. TNRCC also should explore 
alternative avenues to accessing greater numbers of female students and students of color 
through agency support of and participation in campus-based student organizations such as 
the Society of Women Engineers. the Society of Hispanic Professional Engineers. and the 
National Association of Black Engineers. 

The EOD Division should create a process for evaluating TNRCC's recruitment 
efforts both within and outside the agency. For example, the division could send a 
questionnaire to university contacts requesting feedback on TNRCC's efforts. In addition. 
agency representatives at career fairs should file an "after action" report immediately upon 
their return to the agency that indicates how many potential applicants were identified, 
how many applications were received, how much interest was generated in the agency, and 
what follow-up would be desirable and with whom. These representatives also could 
encourage potential applicants to visit with agency program staff in Austin. 
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7. The Equal Opportunity Development Division and the Human Resources Division 
should establish an effective monitoring and evaluation system for the Mickey Leland 
Environmental Internship Program and the Cooperative Education Program to enhance their 
effectiveness as future applicant pools. 

As administrator of the Mickey Leland Environmental Internship Program, TNRCC 
is in a unique position to influence the future employment interests of program interns. 
This can be accomplished by encouraging the interns to evaluate their experiences, by 
following up with the students after completion of the internships, and by continuing to 
inform the interns about TNRCC program activities and available employment 
opportunities. 

TNRCC's monitoring system for the Mickey Leland Environmental Internship 
Program and the Cooperative Education Program should be designed and implemented in 
collaboration with Texas universities whose students participate in these agency programs. 
Based on project findings in other states, one or more Texas universities likely would be 
pleased to take a leadership role in implementing the monitoring system. Steps should be 
taken immediately to explore such collaboration. 

8. The Equal Opportunity Development Division and TNRCC program areas should 
explore the organization of and participation in programs throughout Texas that enroll 
precollege female students and students of color who are interested in the environment and 
are potential future applicants for TNRCC employment. 

TNRCC should contribute to the long-term development of a diverse workforce in 
environment-related technical fields. Possible precollege youth programs that TNRCC 
could organize or participate in include mentoring, job-shadowing, presentations in primary 
and secondary schools, on-site tours of technical areas of the agency, and field trips to 
agency labs. Particular attention should be given to developing meaningful linkages with 
Austin programs for precollege youth, including those administrated by the Austin Housing 
Authority's Family Learning Centers and by The University of Texas at Austin's Office of 
University Outreach and its East Austin-based Minority Outreach Center. Models of 
successful programs in other states include the PREFACE program in Ohio and the MESA 
program in California. 

In working with precollege female and racial/ethnic minority youth, TNRCC should 
maintain sufficient basic information on participants in agency programs to ensure that 
agency contacts with these youth continue. 

9. The Equal Opportunity Development Division should prepare a recruitment resource 
manual for distribution to agency program supervisors. 

The effectiveness of a program supervisor's attempts to recruit and retain diverse 
staff is affected by the quality of accessible resources. A TNRCC recruitment resource 
manual would encourage a supervisor to better tailor his or her recruitment efforts to the 
schools and activities that best meet his or her staffing needs. Furthermore, this resource 
should improve the overall hiring process, because supervisors would be less likely to rely 
solely on TNRCC recruiting staff to answer questions and to promote employment in the 
agency. By providing a resource manual that informs and advises, a supervisor is more 
likely to be a proactive and successful recruiter. 
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This manual should be updated annually by the EOD Division and should include 
such information as the following: (1) Texas university data trends on graduates in fields 
of study relevant to TNRCC recruitment needs; (2) contacts at university placement offices; 
(3) dates and costs of career fairs that are relevant to TNRCC program areas; (4) contacts in 
university student organizations that serve female students and students of color; (5) 
information on professional association publications used by students as placement 
references and in which TNRCC could place recruitment announcements or otherwise be 
featured; and (6) information needed by TNRCC on potential applicants contacted by 
supervisors in order to maintain the agency applicant data system. The EOD Division could 
supplement the manual by providing agency supervisors with visual aids for career fair 
booths and, on a loan basis, laptop computers to facilitate the collection of applicant data 
during campus visits. 

10. The Equal Opportunity Development Division should use TNRCC employees' 
affiliations with professional organizations as resources for improving the agency's 
workforce diversity. 

TNRCC should distribute a voluntary questionnaire to all employees to solicit 
recruitment and retention assistance from staff who are members of professional 
organizations for women and people of color, including the Society of Hispanic Professional 
Engineers, the National Association of Black Engineers, and the Society of Women 
Engineers. All new employees could be surveyed immediately upon joining TNRCC by 
including this questionnaire in the information materials they receive. The EOD Division 
should follow up with all employees who volunteer their time and professional contacts. 

Employees who are willing to assist TNRCC in its recruitment and outreach 
programs can serve as valuable advocates of the agency by (1) giving presentations on the 
agency's mission and needs to university student organizations; (2) attending career fairs to 
share with students the professional benefits from working at TNRCC; (3) soliciting 
potential applicants through professional organization networks; and (4) participating in 
student mentoring programs by telephone or in person. 

11. The Equal Opportunity Development Division, in cooperation with the Human 
Resources Division, should develop a broad-based marketing strategy both within the agency 
and with other state agencies for TNRCC recruitment of women and people of color. 

TNRCC should identify and actively send out press releases to appropriate journals, 
newspapers, and electronic and print bulletin boards announcing not only job vacancies, 
anticipated hiring needs, and all agency outreach programs but also innovative 
environmental programs administered by the agency. Nontraditional publications are 
especially important contacts; these include Black Collegian, Hispanic Engineer, and Black 
Engineer. TNRCC must give special attention to meeting these publications' deadlines for 
articles and announcements. All university contacts should be surveyed to identify 
publications that students of color and women in technical fields read. 

The EOD and HR divisions should design, implement, and monitor the effectiveness 
of a broad-based marketing strategy through a comprehensive coding system that identifies 
sources of applicants (e.g., journal advertisements, career fair participation, or phone 
inquiries. The strategy could include the use of questionnaires similar to those proposed in 
Recommendations 6 and l 0. 
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Effective recruitment can be enhanced by pooling data, resources, and materials 
among TNRCC program areas and with other state agencies. By becoming more active in 
state agency recruiters' organizations, TNRCC could improve communication with other 
agencies about potential female applicants and applicants of color. Agency resources for 
university-based career fairs also would be better coordinated. 

Retention Recommendations 

12. The Human Resources Division should ensure that the welcome packets for new 
TNRCC employees include statements of the commissioners' commitment to workforce 
diversity and updated summaries of personnel policies and procedures, specifically sexual 
harassment, antidiscrimination, and grievance policies and procedures. 

Welcome packets inform employees of their rights and responsibilities as well as 
agency services and benefits of employment. In addition, they communicate the 
organizational commitment to diversity and fair employment. Together with the 
orientation session, these packets are a foundation for all future employee retention efforts. 

It is important that information about flextime and other human resources policies 
be included in these packets. Emplo'yees must be aware of both agency expectations and 
agency services. The packet also should include a questionnaire about professional group 
affiliations to be used by EOD Division staff for their recruitment efforts: 

Policy statements in the packets should be written to foster better understanding by 
employees, with alternative formats (e.g., large print) available upon request. The agency 
should ensure that the employee handbook is available to all employees, is updated 
regularly, and is consistent with the welcome packet materials. 

13. The Human Resources Division should require all new hires to attend an employee 
orientation that fully meets the needs of new staff, with notification of the employee's 
administrative service coordinator and supervisor in the case of nonattendance. 

Orientation is one time when HR Division staff directly interact with employees. It 
begins an employee's membership in the organization and sets the tone for the rest of the 
employee's tenure. Thus, it is critical that all employees attend orientation. Because it is 
important for employees to be fully aware of their rights and responsibilities as well as the 
organization's commitment to diversity, completion of an orientation session should be used 
as a factor in the new employee's six-month evaluation. Should an employee "slip through 
the cracks," this evaluation process provides an additional means of ensuring attendance at 
an orientation session. 

Requiring attendance at an orientation session affirms very strongly for new 
employees the importance placed by TNRCC management on agency human resources 
policies, including those related to hiring and retention. Such attendance also provides HR 
Division staff an opportunity to convey the key elements of TNRCC's organizational 
culture and to begin to build an understanding of and commitment to the agency as a whole. 

The HR Division should continue to reexamine the content and length of its 
orientation sessions, seeking feedback from new employees as well as from program 
supervisors and top agency management. Perhaps TNRCC orientation should consist of 
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several sessions spread over the course of a year rather than simply a brief period when an 
employee joins TNRCC. Often new employees do not recognize potential human resources 
problems until they experience them personally several weeks or months after starting work 
in the agency. A multisession approach would enable the HR Division to reinforce 
TNRCC's philosophy, culture, and policies. This approach also would instill a camaraderie 
among new employees that likely would grow in importance over the years and would build 
bridges across agency divisions. 

14. The executive director should designate a TNRCC employee or an external firm as 
training coordinator to facilitate the planning and delivery of all agency training in order to 
enhance employee development and to improve the tracking of employees' development 
activities. 

At least five TNRCC divisions administer training programs for agency employees. 
Given this decentralization, the agency should designate an agency employee or an external 
firm to coordinate these training activities. The training coordinator would ensure that 
training program data are consistent among agency divisions, that training is appropriate to 
agency and employee training needs, and that training reinforces the agency's commitment 
to employee equity and workforce diversity. The training coordinator should conduct an 
annual assessment of the types of training necessary to meet the needs of TNRCC and its 
employees. 

The training coordinator should serve as a resource person to employees and 
supervisors in the identification of appropriate training. While types of training may vary, 
every employee should have the opportunity to receive an equitable amount of training. 
Types of training may include leadership training, university coursework, and introductory 
management classes (e.g., conflict resolution training) for employees hired or promoted into 
supervisory positions. Diversity training that addresses a range of workplace issues, 
including disabilities, sexual orientation, and age, would be useful for all employees. Such 
training also could address employee backlash to attempts to instill an agency-wide 
commitment to diversity. 

The training coordinator could encourage the development of TNRCC cross-training 
and job rotation programs and promote employee participation in them. An agency program 
modeled on the federal Presidential Management Intern Program could provide rotational 
assignments throughout not only TNRCC but also one or more other state agencies with 
missions related to that of TNRCC. Another possible model is the program sponsored by the 
Texas Department of Transportation that enables technical employees to rotate among 
agency jobs and obtain certification in various technical areas. Such options would allow 
TNRCC employees to develop skills that enhance their promotion opportunities and should 
be made known to employees when they are hired. The agency would benefit by having 
employees who understand the nature of various TNRCC jobs and who could rotate into 
divisions experiencing periods of exceptional activity. 

15. The Human Resources Division, in collaboration with agency supervisors and the 
training coordinator, should ensure that every TNRCC employee annually completes an 
individual development plan that outlines the minimum training the employee will receive 
and that could serve as a guide for participation in an Upward Mobility program. 

Supervisors should discuss career plans with each employee during annual 
evaluations and should work with each employee to decide upon the types and amounts of 
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annual training. Each employee should complete at least 20 flexible hours of approved 
agency training per year, with programs selected on the basis of their relevance to the 
employee's responsibilities. An employee's career plans and training needs should be 
ou.tlined in his or her individual development plan (IDP). 

IDPs should be thorough, yet realistic, plans for career advancement in TNRCC. 
The adoption and use of IDPs also could empower TNRCC employees to assume greater 
responsibility for their own personal growth and professional advancement. To ensure that 
an IDP is more than a written exercise, however, supervisors should be held accountable 
through annual performance appraisals for helping each employee complete the elements of 
his or her plan. Employees could be tracked by the HR Division, the training coordinator, 
and agency managers to ensure they are given advancement opportunities that reflect the 
training they have completed. 

An IDP could be especially helpful for advancing clerical and administrative staff 
into technical positions through an Upward Mobility program. Such mobility could increase 
the participation and retention of women and people of color in technical jobs at TNRCC. 
While external recruitment efforts can supply a diverse group of applicants, the agency 
should not overlook the diverse group of internal applicants that could be eligible for 
advancement training and career development opportunities. An IDP Upward Mobility 
program would assist the agency in identifying and assisting these individuals. 

16. The Human Resources Dhision, the Equal Opportunity Development Division, and 
the training coordinator should explore collaboratively the design and implementation of 
formal agency mentoring programs. 

Initially, TNRCC should take low-cost steps to encourage informal agency 
mentoring, especially for recently hired women and people of color. These steps could 
include (I) providing opportunities for potential mentors and mentees to meet and socialize; 
(2) offering mentoring workshops through one or more of the agency's training programs; 
(3) incorporating in performance evaluations the mentoring of female and racial/ethnic 
minority employees to assess supervisor commitment to affirmative action and workforce 
diversity goals; and (4) making printed and video resources on mentoring available to 
employees. TNRCC should encourage openness and sensitivity among employees in dealing 
with the complexities of cross-gender and interracial mentoring relationships. Each 
division director should designate a mentoring coordinator to counsel mentoring partners in 
the division about these and other issues that arise in mentoring relationships. 

All informal TNRCC mentoring programs should be monitored and assessed 
annually as the agency explores the creation of formal mentoring programs. This 
exploration should include an examination of technical/professional mentoring programs in 
universities and other state agencies and of ways in which TNRCC employees' IDPs might 
be linked with agency mentoring programs. 

17. The executive director should use the findings of TNRCC's 1994 classification study 
as the basis for an agency pilot program to increase advancement opportunities for women 
and people of color. 

TNRCC's current classification system is viewed by many female and racial/ethnic 
minority employees as a possible obstacle to their advancement. The agency is creating 
technical and professional career ladders, but other remedies consistent with the findings of 
the agency's classification study also should be pursued. Possible responses might be the use 
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of comparable worth in pay scales or the implementation of a "broad-banding" system like 
that used in California. Such a system streamlines classification, increasing the number of 
levels for each position and the salary range for each position. 

Changing the classification system for all state agencies in Texas would be difficult, 
however. A more feasible approach might be for TNRCC to begin with a pilot program 
based on the findings of its internal classification study. TNRCC could serve as a model 
for other state agencies of the benefits that a transformation of the classification system 
could provide. The agency should report its efforts to create systemic reform in state 
employee classification practices to the Texas Legislature and the Office of the Governor. 

18. The Human Resources Division should investigate and implement telecommuting and 
job-sharing options and should prepare written policies that detail the rights and 
obligations of participating employees and supervisors. 

Policies that address the basic human needs of employees and their families are 
critical to successful retention efforts. Telecommuting and job-sharing may be necessary to 
enable some employees to balance work and family obligations. By providing these 
alternative work arrangements as viable options, TNRCC can remain competitive with 
private-sector employers that off er employees flexible work schedules. 

An HR Division staff member should be identified as an agency-wide coordinator 
and facilitator for alternative work arrangements. This employee should specify and 
communicate clearly agency policies and procedures for use of these options in order to 
avoid future supervisor-staff problems. An appeals process should be established for use by 
employees who are denied the use of alternative work schedules. 

19. The Human Resources Divisio.n director should designate a full-time employee to 
respond to human resources and diversity-related concerns and questions within the agency. 

Personnel policies can be confusing to employees and supervisors alike. However, a 
thorough understanding of human resources policies such as those discussed in this report 
(e.g., flextime, job-sharing, child care, leave, complaint resolution) is central to the retention 
of all employees. 

In contrast to the TNRCC ombudsman in the Office of the Commissioners, who 
responds to assistance requests from parties external to the agency, the employee whose 
designation is proposed in this recommendation would act as a resource for agency 
supervisors and staff on hiring, firing, complaint, and diversity questions. Sharing accurate 
information about human resources policies on a timely basis is important if the policies are 
to be successfully administered; a good written policy does little to retain a diverse group of 
employees unless supervisors clearly understand the policy's rationale and application. This 
individual also could serve as the liaison between the HR Division, the EOD Division, and 
the ASCs in each program area. 

20. The Human Resources Division director should designate a staff member to 
coordinate and facilitate local community involvement projects by employee organizations 
and informally organized groups of employees. 

Community involvement projects help to unify employees and to develop 
organizational culture and understanding. Targets for TNRCC community projects can be 
varied, including environmental cleanup, disadvantaged communities, and schools with 
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large numbers of women and people of color. TNRCC sponsorship of employee teams in 
local athletics leagues also fosters an agency spirit and promotes a positive image of the 
agency among all youth in the community, including young women and people of color. 

The designation of a staff member to coordinate such projects would ensure regular 
communication about local community involvement opportunities throughout the agency. 
This coordinator could help match employee interests with community needs and 
opportunities. The coordinator also should work closely with the broad range of existing 
TNRCC outreach activities to avoid conflict and confusion both among employees and 
among community, local government, and business leaders. 

Conclusion 

Employees in public or private organizations cannot achieve employment equity and 
diversity on their own. The development and maintenance of a diverse workforce requires 
the unequivocal commitment of an organization's top management. It also requires the 
formulation, implementation, and communication of human resources policies and 
procedures that enhance the recruitment, hiring, and retention of women and people of 
color. 

TNRCC commissioners and staff have aggressively accepted the challenge of 
achieving an agency workforce representative of the Texas labor force. Since its creation 
in September 1993, the agency has demonstrated clear progress toward this goal. At the 
same time, the commissioners recognize that the agency needs to continue and to expand its 
diversity efforts. 

The report's recommendations constitute a framework for enhancing TNRCC 
recruitment and retention of women and people of color. A key premise underlying these 
recommendations is that they must be taken collectively, because they are mutually 
dependent and reinforcing. Implementing only one or two recommendations is likely to 
have little long-term impact on the diversity of TNRCC's workforce. What is needed now is 
an agency-wide effort to refine this framework and its recommendations and, most of all, a 
sustained commitment to their implementation. 
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Appendix A. 
Texas Commission on Human Rights 
Work Force Diversity Point System 

COMPUTING WORK FORCE DMRSITY POINTS 

To compute work force divenity points u a "plus" factor, the followin1 formula 
should be utilized. . 

WFD Points = MDP • (CNEC)<MDP}) (Te bt rounded otr 10 1carar lnrcccr) 
TOP 

WHERE 

WFD POINTS = Number or work force diversity points assigned to each applicant b)' 
class as a "plus" factor. 

MDP = Maximum work force diversity points assigned to applicants as 
determined by the employer. The maximum work force divenity 
points assigned to each protected class (race, gender, or national 
origin) of which an applicant is a member should be 10% of the 
highest score (subtotal) a "finalist receives for objective, job-relited 
selection criteria. In no event should this factor be so large as to 
become the "motil'ating" job selection criteria or so small as to have 
a negligible impact in achieving work force divenity. Set CRA 1991, 
§ lO(a), 42 U.S.C. § 2000e-2(m). 

NEC= The number of employees occupying positions within the job 
classification by class (i.e., White/Black; male/female; national 
origin/all others). No more than three classifications should be created 
(i.e., race, gender, and national origin). Age is not utilized as a 
classification because it is incorporated in the objective "experience" 
category. 

TOP = Total number or occupied positions by specific job classification 1''ithin 
the employer's work force. 

EXAMPLE: The employer has ten (10) positions within the job classification of Electrical 
Engineers, of which nine C9) positions are occupied by current employees. 
Three (3) of the nine (9) positions are occupied by Black employees and five 
{fil of the nine (9) positions are occupied by White employees. Three (3} of 
the nine (9) positions are occupied by females. Six C6) of the nine (9) positions 
are occupied by males. One (1) of the positions is_ occupied by a Hispanic. 
The employer has assigned a maximum of nine (9) work force diversity points 
per class . (i.e., race, gender, and national origin). According to the 
Commission's recommendation, the maximum diversity points should be 10°/e 
or the points received by the finalist with the highest subtotal on objectin 
job-related selection criteria. The employer intends to fill the one (1) vacancy. 
There are four finalists who were inteniewcd for the position out of a total 
of fifty (SO} applicants. One (1) White male, one (1) Black male, one (1) Black 
female, and one (1) Hispanic male were selected as finalists. Using the above· 
ref ercnced formula, the following number of work force diversity points 
should be assigned Co each finalist by class. 
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Applicant A: White Mile Applicant 

(Race/White) 9 • [(SX9l) II 

' (Gender/Male) 9 • [(6)(9lJ = 3 

' TOTAL WFD POINTS 7 -
Applicant B: Black Mate Applicant 

(Race./Black) 9. ((3)(9)) = 
9 

(Gender/Male) ' - ((6)(9}] = 3 

' 
TOT AL WFD POINTS 9 -

Applicant C: Black Female Applicant 

(Race/Black) 9. ((3)(9}) = 6 
9 

(Gender/Female) 9 - ((3)(9}) = 6 
9 

TOT AL WFD POINTS 12 ..... 

Applicant D: Hispanic Male Applicant 

(Race/Hispanic) 9 - {(1)(9}) 
9 

= 8 

(Gender/Male) 9 - {(6)(9}) = 3 

' 
TOTAL \VFD POINTS 11 ..... 



Based on this formula, when work force diversity points are combined with points 
received for objective, job-related selection criteria, the ranal applicants are ranked u 
follows according to their total scores. 

Applicant A: WhiCe Male Applicant C: Black Female 

Selection Criteria SCORE Selection Criteria SCORE 

Education 20 Education 20 

Experience 30 Experience 20 

Interview 40 Interview 42 

References ~ References _j 

Subtotal 94 Subtotal 86 

Work Force Diversity Points 
(White 4 + Male 3) 

-1 Work Force Dinrsity Points _ll 
(Black 6 + Female 6) 

Total JOI Total 98 -==-

Applicant B: Black Male Appliunt D: Hispanic Male 

Selection Criteria SCORE Selection Criteria SCORE 

Education 20 Education 20 

Experience 2S Experience 25 

Interview 43 Interview 44 

References ~ References _! 

Subtotal 92 Subtotal 93 

Work Force Diversity Points -1 Work Force Diversity Points -11 
(Black 6 + Male 3) (National Origin 8 + Male 3) 

Total 101 Total 104 
==-

~ 
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Salary 
Group 1 

02 11,976 
03 12,708 
04 13,464 
05 14,256 
06 15, 132 
07 16,044 
08 17,052 
09 18,192 
IO 19,344 
11 20,652 
12 22,032 
13 23,532 
14 25,140 
15 26,832 
16 28,668 
17 30,588 
18 33,792 
19 36,108 
20 38,544 
21 41,160 

Appendix B 
Classification Salary Schedule 

for Texas State Agencies: Fiscal Year 1994 

2 3 4 5 6 
12,336 12,708 13,092 13,464 13,860 
13,092 13,464 13,860 14,256 14,676 
13,860 14,256 14,676 15, 132 15,576 
14,676 15,132 15,576 16,044 16,524 
15,576 16,044 16,524 17,052 17,640 
16,524 17,052 17,640 18,192 18,768 
17,640 18,192 18,768 19,344 19,992 
18,768 19,344 19,992 20,652 21,348 
19,992 20,652 21,348 22,032 22,776 
21,348 22,032 22,776 23,532 24,324 
22,776 23,532 24,324· 25,140 25,980 
24,324 25,140 25,980 26,832 27,744 
25,980 26,832 27,744 28,668 29,628 
27,744 28,668 29,628 30,588 31,656 
29,628 30,588 31 ,656 32,700 33,792 
31,656 32,700 33,792 34,932 36,108 
34,932 36,108 37,308 38,544 39,816 
37,308 38,544 39,816 41,160 42,528 
39,816 41,160 42,528 43,992 45,420 
42,528 . 43,992 45,420 46,968 48,552 

7 8 
14,256 14,676 
15, 132 15,576 
16,044 16,524 
17,052 17,640 
I 8,192 18,768 
19,344 19,992 
20,652 21 ,348 
22,032 22,776 
23,532 24,324 
25,140 25,980 
26,832 27,744 
28,668 29,628 
30,588 31,656 
32,700 33,792 
34,932 36,108 . 
37,308 38,544 
41,160 42,528 
43,992 45,420 
46,968 48,552 
50,160 . 51,864 

Source: Texas Legislature, General Appropriations Act (Senate Bill 5), 73rd Legislature, Regular Session (1993), p. V-25. 
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Appendix C. 
Texas Higher Education Coordinating Board 

Sample Printouts of University Enrollment 

UNOEAGRADUATE HEADCOt:hT . ENAOll.MEflT SY ETHNICITY •NO GEN.DER · 
<INClUDING rosT-8ACCAlAUREATE) 

__ . . ..... . ... ~ ~g ~!.~~ . .!.~X-~-~-· ~U-~LJ ~ ... UNJ_~~ R_~ IJI c ~ ....... _ ...• .. 

F_A_Ll. 1.993 

WHITE ~LACK HISPANIC ASIA~ INOIAN INTERNAT'L 
l"ALE FEl'.A~£ ... ~ALE . . f.J~~q . -- ·- ~-~l::E ... f_~ii:~q . . . M~L. E .... . HM~L.E . ..... ~~L~ .. . J{MAl.,L .. _MALE FEMALE 

------------- ------------- -------------
11 5 144 z,zu 2, 372 '.H 30 31 18 1 "···-··· . . . 0 d9 H 
736 681 111 5~ 1,781 ... -l~ -883 . .. . .. 21) . .. · -- 6 

6 ·4 87 25 
44 42 z,s49 5 ,04C n 1'30 9S 62 (J 1 391 275 

PAGE 

TOTAL 
l'ALE Hfl'AL 

z, :;01 .! ,c;n 
2,741 2,65 
3,H1 5,55 

1 2 1 '! o s 11!36 ~- _ _ -· ~J~.- _ ..... _J H ·---?. ~ .. HL-1.!.HL_ 1.! J .E. .... _J_~_t_~_L ___ __ 5 9. _______ H -· __ Q4_~---- · __ l,Oi 18, 509 16,611 

1'!,20'1 12123'.i 5,323 81281 4,523 4,468 2,'!83 1, 707 66 72 11507 7311 27120~ 21,sn 



3/18/94--MAJ-(THSfX HEADCOUNT ENROLLMENT BY SELECTED MAJOR, BY ETHNICITY ANO GENDER PAGE 
---- SENIOR STUDENTS ----

SELECTED PUBLIC UNIVERSITIES 

u. Of TEXAS AT AUSTIN 
. · ·· ·· . ................. 

FALL 1993 

..... ....... . .. _. -· ··- ·-- - -·- - · .... - ··-
WHITE BLACK HISPANIC ASIAN INDIAN JNTERNAT'L. TOTAL 

MALE f EM ALE MALE FEMALE MALE FEMALE MALE FEMALE MALE FEMALE MALE FEMALE MALE FEMAL 

------------- ------------- ------------- ------------- ------------- ------------- ------------.... . . .. 

CO~PUTER ~ INF~ sc1s, GENERA 203 36 10 5 34 6 46 27 1 0 86 23 380 9 

~UuTOTAL 203 36 11') 5 34 6 46 27 1 0 86 23 38) 9 

CriE~ICAL lNGINE~RlNG 97 58 6 4 27 1;) 36 17 0 0 25 9 191 9 
CIVIL ENGlNEERl~G,GENERAL 137 26 3 2 23 6 14 4 1 0 24 2 202 4 
~ECHA~lCAL t~~lhEERl~G 275 32 7 I 4 69 9 41 10 3 0 37 1 432 5 

.. . . . ' • • · - ·· ,,, ___ o · - · - · -•O • O••M _ _ ,. _ _ _ ·---· - -- ..--- ---·- ·· -
~UilTl)Ti.l 509 116 16 10 119 27 91 31 4 0 86 1 2 825 19 

f!lOt HlMlSTRY 29 13 1 1 8 6 14 11) 0 0 1 5 53 3 .. 

SUilTOTAL 29 13 1 1 8 6 14 10 0 0 1 5 53 3 
.... ·· -- ·· -··- -·--·--·- ····---------······· .. . -· ·· -. . ..... 

CHEMISTRY, GE~~RAL 31 19 2 3 12 6 9 2 0 0 0 1 54 J 
GEOLO\.V 50 19 0 0 5 1 3 1 0 0 2 0 60 2 

... . 
SUuTOTAL 81 38 2 3 17 7 12 3 0 0 2 1 114 5; 

ECONOMICS, GE~ZRAL 182 30 13 9 38 21 24 10 3 0 . U . ·-·. 10 ... - .... Z73 .. ...... 81 

SUijTOTAL 18Z 30 13 9 38 21 24 10 3 0 13 10 273 81 

~G~T lNfO SYST ~ BUS 0 p, GN 70 31 6 5 12 6 22 13 0 a 14 8 124 6 ~ 

SlJoT:>TAL 71.) 31 6 5 12 6 22 13 0 0 14 . ' . .. , , . a 124 63 

TO Tri L 1074 264 48 33 228 73 209 94 8 0 202 59 1769 523 

. - .... . . . - -····· .. . -- · ··- ··· 



Appendix D. 
Interview Questions: 

TNRCC Managers and Human Resources Staff 

Interviewee's Namc:·--------=--~------------
Tide: Supervisor: 
Section or Division: -----------
Length of tenure at TNRCC:~~::--:~~~----,,.-----------
Previous Work with TWctr ACB (Including length of tenure): ______ _ 

Date/rime of lnterview: _________ Jinterviewers: 

Further background on pers0n' s participation in the evolution of the employee policy: 

GENERAL QUESTIONS 

• Our group is considering many viewpoints of Workforce Diversity. How do you define 
WFD? , . 

• Do you have specific issues you would like to see addressed in a workforce diversity 
plan? . 

• What form did the TACB P&P manual exist in? Was it policy to introduce new 
employees during orientation? How were updates distributed? 

• How available are HR staff to counsel staff on· their rights and benefits (one measure 
being, how long does it take to get an appointment)? 

ALTERNATIVE WORK HOURS 
(flex . time and compressed work days) 

• Can these policies be expanded? Does TNRCC offer anything that goes beyond what 
the law requires? 

PARENTAL LEAVE 

• Please provide more infonnation on the on-site childcare initiative. Where did the idea 
originate? What research was done to test the viability of on-site childcare? Who is 
looking into childcare options now? Is this work governed by any deadline? What 
suppon docs it have from management? 

• What progress has been made to contract with a firm to offer childcare referral? How 
long has it been on the table, and is there any deadline to tie it up? · 

PROMOTION/MERIT PAY/BONUS 

• (Get more clarification on how these rewards were distributed.) What elements of the 
old systems arc being eliminated? What elements are being kept? When will the draft 
from the consultant be circulated and when is the deadline for a plan to be approved and 
implemented? 

• Aie transfers ever used as a disciplinary device, promotion. or escape from an 
unpleasant work situation? How frequently? If so, are new policies being developed to 
stem these inappropriate uses? Can an employee appeal a transfer recommendation? If 
so, what is the P&P'? 

TRAINING AND DEVELOPMENT 

GENERAL T/D -

• Do TNRCC's P&P on T/D differ from lWC and TACB's? How so? 
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• IS J/U avauao1e to everyone·! What kind? How is it advertised? Do employees 
have to initiate~ or arc seminars and courses offered? · 

• Can in-house training be used to substitute for experience when an employee is 
applying for a promotion or vertical transfer? 

• Can an employee be refused T/D? Is there an appeal process, and if so, what is 
it? 

• What mentoring programs existed at 1WC and TACB? What is in place at 
'JNRCC? Arc there guidelines for the pairing of mentor and mentec when it 
comes to gender and race - fonnal or infonnal? 

DIVERSilY TRAINING -

• What were the objectives of1WC's and TACB's? Was attendance voluntary, 
mandatory or disciplinary? 

• When was the last one? Why did they stop? What will the new one be like? 
Will attendance be mandatory, etc.? 

CAREER LADDERS 

• Is 'JNRCC working on a plan to develop one? What arc its feamrcs? How will it take 
the stated goals of the AA plan into account? 

HIRING /POSTING/SELECTION 

POsTING 

• What arc TECs requirements? Please explain the TEC/INRCC relationship. 
• Have internal posting requirements been changed to broaden the applicant pool? 

HS RF.sPoNSmIUTY 

• In addition to the new freedom of HS's to choose to do their own screening of 
applicants, arc there other elements of the hiring process that will shonen the 
turnaround time between interview and hiring? 

• Given the decentralization in place, how will TNRCC ensure that HS's are 
understanding and meeting their EEO and WFD obligations? 

• Will the decentralization have a negative impact on WFD? 

EEO TRAINING AND CONSTIWNTS 

• How have they effected the revision of hiring processes (e.g., interviewing 
guidelines, hiring)? (Arc there other areas that they interfere with?) 

• Is diversity weighted at all during the screening, interviewing and selection 
process? If not, how is diversity accounted for? How should it be taken into 
account? 

• Can HS's and HR's look at resumes? How do they have to limit their questions? 

COMPLAINI/GRIEVANCE/UNLA WFUL 
DISCRIMINATION 

• What arc the strengths/weaknesses of prior T ACBIIWC policies regarding 
complaint/grievance/ discrimination processes? 

• What are the strengths and weaknesses of the TNRCC policies? 
• Did T ACB{IWC have an explicit policy statement on Sexual and Racial Harassment? 

DoesTNRCC? 
• Arc any inherent biases against women and minorities in the 

complaint/grievance/discrimination procedures? 



.... .., ... "'uwu u1c; \;wrem poncy go runner to promote wonaorce wversuy ! 
• W. as there a clearly defined Discrimination Procedure for T ACB and 1WC. or was the 
gnev~ce/complaint procedure the only available remedy? 

• Why is there a Discrimination Procedure apan from the Grievance/Complaint 
procedure in the new TNRCC policies? 

DISCIPLINE/TERM !NATION 

• What are the strengths/weaknesses of prior policies? 
• What are the strenghts/weaknesses of the current policies? 
• How could the current policy go funher to promote workforce diversity? 

PERFORMANCE EVALUATION 

• What are the strengths/weaknesses of prior policies? 
• What are the strenghts/weaknesses of the current policies? . 
• How could the current policy go further to promote workforce diversity? 

AFFIRMATIVE ACTION PLAN CAAP) 

• What FederaVState/agency requirements are fulfilled by writing the A.AP? 
• Who are the different persons who wrote and approved of the A.AP for T ACB and 

1WC for 1990-Present? Who has input into what goes into the plans? 
• What were the policies for implementing AAPs in T ACB and 1WC? What impact did 

the plans have on the agencies? How important is the A.AP to workforce diversity? 
• What are the strengths and weaknesses of prior AAPs of TACB and 1WC? How have 

they improved. both in policies of implementation and focuses on workforce diversity? 
• What will the strengths and weaknesses be in the new TNRCC AAP? 
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AppendixE. 
Interview Questions: 
TNRCC Employees 

Name 

Race/Ethnicity 

Gender 

Job Title 

Hire Date 

My name is I am a student at the LBJ School of 
Public Affairs. As you may have gathered from Commissioner Reed's 
memo or from Peggy's phone call, we are studying workforce 
diversity at TNRCC. The qu~stions I will be asking deal with your 
perspective on agency policies and procedures. Please be as 
concise as possible since we have only 30 minutes, but feel free to 
elaborate when necessary, or ask me to clarify if something is 
unclear. Your- responses will be kept confidential; if we quote you 
at all, you will be identified only by your race, gender, job 
category and whether you are a former TWC/TACB employee. Thank you 
in advance for taking the time to participate in this survey. Your 
honest answers will be helpful when we submit our recommendations 
for improving work_force diversity to TNRCC. 

INTERVIEWING/POSTING/APPLICATIONS/SELECTION 

1) How did you originally find out about your job? 

2) Do you feel that all applicants/interviewees are/were given 
equal consideration? 

3) What was the turnaround time for your position? In other 
words, how much time passed between your filling out the 
application and starting the job? 

4) Does your written job description require you to do more or less 
than you actually do? Explain. 

TRAINING & DEVELOPMENT 

5) Have you ever attended a training session of any kind? If so, 
did you ask to go or did your supervisor send you? What kind of 
training was it (e.g. technical, skills-oriented, personal 
development, etc.)? 



6) What did you get out of it? (Was it beneficial and/or 
worthwhile?) 

7) Does there exist a formal or informal mentoring network? If so, 
do you take part? 

8) How are people selected for training or mentoring? 

PROMOTION/MERIT PAY/LUMP SUM INCENTIVE PAY 

9) Have you ever been reviewed/evaluated by a supervisor? If so, 
when did your most recent evaluation take place? What was the 
format? How long did it take? Do they occur on a regular basis? 

10) Have you ever received a promotion/merit pay, etc.? If so, did 
you feel it was appropriate in terms of your performance? 

11) Do you feel you've ever been passed over for a promotion or 
merit pay increase? 

12) What do you think about the system for evaluating and rewarding 
employees? 

LEAVE/FLEX TIME 

13) Are you aware of your leave and flex time options? If so, how 
did you find out about them? 

14) Do you feel that any informal penalties exist for those who 
take advantage of leave and flex time benefits? Do you have any 
personal experiences with this? 

COMPLAINTS/GRIEVANCES/UNLAWFUL DISCRIMINATION 

15) Are you aware of complaint and grievance procedures? Do you 
know what's available? How do you feel about the process? 

16) Have you ever filed a complaint or grievance? If so, at what 
level was it resolved? 

17) Do you feel that any informal penalties exist for those 
employees who file complaints or grievances? 

DISCIPLINE/TERMINATION 

18) Have you ever been disciplined? If so, for what? What form 
did it take- verbal, written, etc.? 

19) What do you. t?in~ about the implementation of discipline and 
termination policies in general? 
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Appendix F. 
Interview Questions: 

Other States 

PRP lnterviewer(s) __________________ _ 

Agency Person Interviewed ________________ _ 

Title. ________________________ _ 

Agency _______________________ _ 

Address _______________________ _ 

Phone Number / __ 

Fax Number / __ 

Date_· __ / __ / __ 

Interview Number of ---



A. Current legislative mandat~. 
! . what is lhe mo~t current legislaU\'C action pertaining 10 wr'<l in s1ace agencies! 
:· Does lhe Slate indicate percentage quotas or goals for agency hiring of women and people of color'! 
.• . Have there been any olher lel.!islative inniatives re: wfd'! 
~.What are lhc legislative rcqu~emcms re: affirmative action plans·! 
5. What reporting requirements mus1 agencies meet in 1enns or wfd'! 

B. Governor's leadership. 
l. What commitanent bas the 1.?ov soown to wfd in stale al.!encies ! 
! . Has the gov issued any exec-utive orders pertaining 10 ~l<l '! 
3. Has lhe gov pushed for any legislative acuon! 

C. Employment system logistics. 
1. How does lhe stste classification system world 
:?. What guidelines exist for promotions and merit increases·! 
3. What are tbe stste salary categories. groups. steps"! 

. AGENCY BACKGROU1'1D 

A. General set-up. FOCUS: when organized. mission. how structured 

B. Employee breakdown. FOCUS: EEO categories by race and gender <SEE TABLE 1 ). in the context of total state labor po< 
numbers and race/gender breakdown. 

C. General commitment. FOCt:S: briei !'Um.mary of agency altitude 1oward workforce diversity, which may 1oucb on sp«ial 
taskforces, notable commianent of commissioner1directortetc 

1. Has agency recognized a need for diversity in its workforce'! 
:?. Has agency undertaken specific wfd ini1iativesiprograms'! If so. what how. was it successful? 

L RECRUITING 

A. Recruiting responsibility 
1. who has primal)' responsibility for hiring? for recruiting·! 
2. who actually reauits'! do technicalJregular staff recruit travel to job fairs. etc·! 
3. what is the reauiting budget! 

B. Formal practices 
1. what are your formal recruiting practices! Do you post. especially for exempt and technical positions'! 
:?. do you go to colleges/univ's? work with campus placement offices! co-op1internsbip programs·? 
3. any special practices to recruit wome111people or color. such as consulting tinnsl 
4. does agency have technical track ,.s. a mgmt track which you specifically recruit for·? 
5. how are most entry-level position." tilled! non-entry-leYel positions·! exempt position." tif slate allows)'? 

C. Informal practices 
l . what informal recruiting rracticcs exist ! 
~- cJo you tap into professionai organizations or the personal networks of hiring supervisors! 
3. do hiring supervisors commumcate with l'ne <mother ahout promising 1..·andi<lates'! 
~-<lo you collaborate with otner !'tah! :i~enc1es who hire s11nilar tiackgroumJs 1science. etc,.! 

D. Info management 
I. do vou maintain info on qualified. non-hired applicants as resource for rmure job vacancies'! 
:?. cJo ~ou track applicants wno are hired. ie their c:m.-er wnh agency! 
3. do ~ou mainl:lin a Jalaba.<;c: of i;ucil info! how does ii work·! how <lo you use! ir! sample repon·! 
4. <Jo ~ou accept reswnes! Jo you k~p them on tile if person not hired.! 

E. Succe~challenees 
1. f fOW SUCCCSSfUl is agency :ll recruitin!? Wotnelllf'COflle! l'I Color. CSpc!l"taJly for technical positions'! 
.:?. What smuegies have been mos11le:L..;1 helr1ur! 
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IV. RETENTION 

A. Hiring 
l. Does state allow hiring into exempt posuiuns! Does age~-y use exempt positions to increase diversity"! 
~- Is job posting required. espeoaJly for e:u:mpt and technical positions"! 
3. How are state l:lwSJEEOC reqwremcncs incorporated into hiring process·? is !here an affinnative action policy·? 
.i. How is agency attitude toward wtd communicated 10 new hires"! Do new employees get rolicy manual oc orientation! 
5. Does agency have an aHirmauve ac1ion plan or polic.-y ! 

B. Benefits and development 
l. What training/development b available! \\no is trained·! How is this decided"! 
1. Is there a mentoring program! Who lakes part! fonnaJ or infonnaJ"! 
3. does agency provide flextime. parental leave or onsite childcare! How many employees croughly) use these·! do these beneri1 
an impact on retention·! IC agency doesn·t provide. are there plans to do so? 

C. Evaluation and rewards 
I. How often are employees evaluated/promoted"? What is lhc procedure"! 
:?. How are supervisors evaluaied vis-a-vis- diversity"! (ie. rositive eval. for hiring women/people of colo1 .. ?etc.) 
3. Is there a separate career trade for 1echnical workers. or are good rechnical people promoted into management positions·? 

D. Grievance. discipline and termination 
I. Is there a specific sexual harassment policy? A specific unlawful discrimination policy·? 
1. How often do employees file complaints/grievances·! 
3. How often are employees disciplined"! terminated"! What is the process if the employee feels unfairly trearC(i°? 

E. Successes/challenges: general evaluation of success. specific evaluation of programs that 
have/have not been panicularly helpful 
I. How successful is agency at retaining women/people of color. especially in technical positions·? 
:?. What stra1egies have been mosuleast helpful! 

V. COLLEGFJUNIVERSITY CAREER SERVICES/PLACEMENT OFFICES 
1. What is the breakdown of studencs tby gender and race> in technical programs·? How many graduate? 
2. What services do you offer to students! Are any of these services cargened ro women and people of color .. ? 
3. Do you trade alumni (ie. when hired. what pay. where employed) in order to serve as "headhtmrer" for prospective 
employers·? 
.i. Does the state environmenlal agency work with this office <esp. for tech positions)"? What is the relationship"! 
5. Do other state agencies or pri,·a1e companies that hire technical people work with this office"! What is tbe relationship"! 
6. Has TNRCC ever worked v.ith this office! · 
7. What might state agencies do. in con.iunction with this office. to enhance recruianent oi women and people of color into 
technical positions"! 
8. What role might state agencies play in encouraging women and people of color to enrer and graduate from 
tecbnical/sciencc programs'! 
9. How could TNRCC tap into the resources oi this oilice·! 



Appendix G. 

Interviewees in Other States: January 1994 - March 1994 

California 

Ralph Chandler, Executive Director, Integrated Waste Management Board. Interview 
by Janet Himler and Stephanie Roh, January 10, 1994. 

Pamela Chao, Manager, Career Recruiting Program, University of California, Davis. 
Interview by Janet Himler and Stephanie Roh, January 12, 1994. 

F. Theodore Edwards, Manager, Affirmative Action Programs Unit, State Personnel 
Board. Interview by Janet Himler, January 12, 1994. 

Cindy Gage, Recruiter, Integrated Waste Management Board. Interview by Janet 
Himler and Stephanie Roh, January 11, 1994. 

Glenn K. Goddard, Legislative Coordinator, State Personnel Board. Interview by 
Janet Himler, January 12, 1994. 

Donna K. Hansen, Associate Personnel Analyst, Integrated Waste Management Board. 
Interview by Janet Himler and Stephanie Roh, January 10, 1994. 

Stephanie A. Hernandez, Recruiter, Air Resources Board. Interview by Janet Himler 
and Stephanie Roh, January 11, 1994. 

Kenneth Hughes, Associate Waste Management Specialist, Integrated Waste 
Management Board. Interview by Janet Himler and Stephanie Roh, January 10, 1994. 

Terry Jordan, Personnel Officer, Integrated Waste Management Board. Interview by 
Janet Himler and Stephanie Roh, January 10, 1994. 

Karen L. Neuwald, Legislative Coordinator, Department of Personnel 
Administration. Interview by Janet Himler, January 12, 1994. 

Richard Novoa, Assistant Affirmative Action Officer, State Water Resources 
Control Board. Interview by Janet Himler, January 12, 1994. 

Marilyn Olsen, Integrated Waste Management Board. Interview by Janet Himler and 
Stephanie Roh, January 10, 1994. 

Nancy Tibbitts, Coordinator, Agricultural and Environmental Sciences, University 
of California, Davis. Interview by Janet Himler and Stephanie Roh, January 12, 1994. 

Jaime White, Director, Minority Engineering Program, California State University 
Sacramento. Interview by Janet Himler, January 12, 1994. ' 

Gayle Yost, Affirmative Action Officer, Air Resources Board. Interview by Janet 
Himler and Stephanie Roh, January 11, 1994. 
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Georgia 

Mustafa Aziz, Administrator, Georgia Commission on Equal Opportunity. Interview 
by Hope Morrison and Lorraine Friedman, January 10, 1994. 

David Brown, Acting Director of Personnel/Deputy Director of Personnel, Georgia 
Department of Natural Resources. Interview by Hope Morrison and Lorraine Friedman, 
January 10, 1994. 

John Hannabach, Director, Career Services, Georgia Institute of Technology. 
Interview by Hope Morrison and Lorraine Friedman, January 10, 1994. 

Jennifer Kaduck, Chief, Hazardous Waste Branch, Environmental Protection 
Division, Georgia Department of Natural Resources. Interview by Hope Morrison and 
Lorraine Friedman, January 11, 1994. 

Ron Methier, Program Manager, Stationary Source Compliance Program, Air 
Protection Branch, Environmental Protection Division, Georgia Department of Natural 
Resources. Interview by Hope Morrison and Lorraine Friedman, January IO, 1994. 

Margaret Nixon, Employee Relations Coordinator/Recruitment Director, Georgia 
Department of Natural Resources. Interview by Hope Morrison and Lorraine Friedman, 
January 11, 1994. 

Bruce Osborn, Coordinator, Environmental Protection Division, Georgia Department 
of Natural Resources. Interview by Hope Morrison and Lorraine Friedman, January 11, 
1994. 

Betty Pritchett, EEO Liaison Officer/Program Manager, Georgia Merit System of 
Personnel Administration. Interview by Hope Morrison and Lorraine Friedman, January 
IO, 1994. 

New York 

Patricia Doyle, Associate Director, Co-operative Education Office, Rensselaer 
Polytechnic Institute. Telephone interview by Frank Genco, February 21, 1994. 

Sharon Kunkel, Registrar, Rensselaer Polytechnic Institute. Telephone interview by 
Frank Genco, March 17, 1994 

Carole Lavigna, Assistant Director of Personnel, Department of Environmental 
Conservation. Interview by Frank Genco, January 25, 1994. -

Patricia Lesniewski, Senior Personnel Administrator, Department of Environmental 
Conservation. Interview by Frank Genco, January 25, 1994, and telephone interviews by 
Frank Genco on February 22, 1994, and March 14, 1994. 

John Rucker, Affirmative Action Administrator, Department of Environmental 
Conservation. Interview by Frank Genco, January 25, 1994. 

Merton Simpson, Associate Careers Program Specialist, Division of Affirmative 
Careers, Department of Civil Service. Interview by Frank Genco on January 24, 1994, and 
telephone interview by Frank Genco on February 14, 1994, and March 14, 1994. 



Scot T. Spenser, Assistant Director, Office of Alumni Relations, Rensselaer 
Polytechnic Institute. Telephone interview by Frank Genco, March 17, 1994. 

Tomas Tarantelli, Acting Director Career Development Center, Rensselaer 
Polytechnic Institute. Interview by Frank Genco, January 24, 1994. 

Joanne Tobiessen, Director, Career Development Center, Union College. Interview 
by Frank Genco, January 24, 1994. 

Ohio 

Margie Bogenschutz, Director of Undergraduate Career Services, College of Business, 
Ohio State University. Interview by Edie Ervin, January 20, 1994. 

Jan Carlson, Acting Director, Emergency and Remedial Response, Air and Waste 
Program, Ohio Environmental Protection Agency. Interview by Carey O'Connor, January 
21, 1994. . 

John E. Dickhaut, Statistical Information Specialist, Office of the University 
Registrar, Ohio State University. Interview by Edie Ervin, January 20, 1994. 

Linda Friedman, Acting Chief, Division of Environmental Services, Ohio 
Environmental Protection Agency. Interview by Edie Ervin, January 21, 1994. 

David Harrison, Director of Minority Student Services, College of Business, Ohio 
State University. Interview by Edie Ervin, January 21, 1994. 

Cindy Holodnak, Director of Career Services, College of Public Policy, Ohio State 
University. Interview by Edie Ervin, January 20, 1994. 

Ava Hottman, Assistant Chief, Division of Water Quality Planning and Assessment, 
Ohio Environmental Protection Agency. Interview by Carey O'Connor and Edie Ervin, 
January 20, 1994. 

Marianne Mueller, Assistant Dean of the College of Engineering and Director of 
Engineering Career Services, Ohio State University. Interview by Edie Ervin, January 21, 
1994. 

Thomas Olander, Director of Human Resources, Ohio Environmental Protection 
Agency. Interview by Carey O'Connor and Edie Ervin, January 21, 1994. 

Louise Parsley, Recruiting Coordinator, Department of Human Resources, Ohio 
Environmental Protection Agency. Interview by Carey O'Connor and Edie Ervin, January 
20, 1994. 

Bob Rothwell, Supervisor, Division of Surface Water, Ohio Environmental Protection 
Agency. Interview by Edie Ervin, January 21, 1994. 

Donald R. Schregardus, Director, Ohio Environmental Protection Agency. Interview 
by Carey O'Connor, January 21, 1994. 

Steven Scoles, Deputy Directory of Adminisfration, Ohio Environmental Protection 
Agency. Interview by Carey O'Connor, January 20, 1994. 
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Rod Spain, Training Specialist, Department of Administration, Ohio Environmental 
Protection Agency. Interview by Carey O'Connor, January 20, 1994. 

Michelle Thompson, Fiscal Officer for Environmental Services, and former EEO 
officer, Ohio Environmental Protection Agency. Interview by Edie Ervin, January 21, 1994. 

Danielle Weems, Environmental Specialist, Division of Emergency and Remedial 
Response, Ohio Environmental Protection Agency. Interview by Carey O'Connor, January 
21, 1994. 

Oregon 

Roy Brower, Manager, Hazardous Waste, Waste Management and Cleanup, 
Department of Environmental Quality. Interview by Emily DeMaria and Stephanie McGee, 
January 12, 1994. 

Barbara Burton, Manager, Water Quality, Western Region Department of 
Environmental Quality. Interview by Emily DeMaria and Stephanie McGee, January 12, 
1994. 

Michael Fernandez, Senior Policy Analyst, Department of Environmental Quality. 
Interview by Emily DeMaria, January 13, 1994. 

Elaine Glendering, Hazardous Waster Specialist, Waste Management and Cleanup, 
Department of Environmental Quality. Interview by Emily DeMaria and Stephanie McGee, 
January 12, 1994. 

Robert Guerra, Environmental Specialist, Department of Environmental Quality. 
Interview by Emily DeMaria and Stephanie McGee, January 12, 1994. 

Fred Hansen, Director, Department of Environmental Quality. Interview by Emily 
DeMaria and Stephanie McGee, January 12, 1994. 

Carol Harris, Regional Liaison, Department of Environmental Quality. Interview by 
Emily DeMaria, January 13, 1994. 

Ron Householder, Manager, Vehicle Inspection Program, Department of 
Environmental Quality. Interview by Emily DeMaria and Stephanie McGee, January 12, 
1994. 

Stan Okamoto, Chemist, Department of Environmental Quality. Interview by Emily 
DeMaria, January 13, 1994. 

Mary Wahl, Manager, Waste Management and Cleanup, Department of 
Environmental Quality. Interview by Stephenie McGee, January 13, 1994. 

Leila Wrathall, Training Specialist/ Affirmative Action Officer, Department of 
Environmental Quality. Interview by Emily DeMaria and Stephanie McGee, January 12, 
1994. 

Sylvia Zelnys, Human Resources Manager, Department of Environmental Quality. 
Interview by Emily DeMaria and Stephanie McGee, January 12, 1994. 



Wisconsin 

Robert Belongia, Chief, Administrative Section, Bureau of Air Management, 
Department of Natural Resources. Interview by Julie Shadd and Alicia Quinn, January 13, 
1994 . . 

Karen Blodgett, DNR Recruiter, Bureau of Personnel and Human Resources, 
Department of Natural Resources. Interview by Julie Shadd and Alicia Quinn, January 13, 
1994 

Joseph L. Cissell, Coordinator of State Recruitment, Division of Merit Recruitment 
and Selection, Department of Employment Relations. Interview by Julie Shadd and Alicia 
Quinn, January 13, 1994. 

Franc Fennessey, Administrator, Department of Management Services, Department 
of Natural Resources. Interview by Julie Shadd and Alicia Quinn, January 12, 1994. 

Julie Ann Graziano, Director, Affirmative Action/Equal Employment Opportunity 
Programs, Department of Natural Resources. Interview by Julie Shadd and Alicia Quinn, 
January 12, 1994. 

Ronald L. Semmann, Deputy Secretary, Department of Natural Resources. Interview 
by Julie Shadd and Alicia Quinn, January 13, 1994. 

Mark Stanek, Engineer, Division of Wastewater, Department of Natural Resources. 
Interview by Julie Shadd and Alicia Quinn, January 12, 1994. 

Maryann Sumi, Executive Assistant to Deputy Secretary, Department of Natural 
Resources. Interview by Julie Shadd and Alicia Quinn, January 13, 1994. 

Paul Willihnganz, Personnel Administrative Officer, Bureau of Personnel and 
Human Resources, Department of Natural Resources. Interview by Julie Shadd and Alicia 
Quinn, January 12, 1994. 

221 







ISBN: 0-89940-718-8 


	Contents
	ehtgbvesrafs
	List of Tables
	List of Figures
	Foreword
	Acknowledgments
	Executive Summary
	Chapter 1. Introduction
	Chapter 2. Workforce Diversity: A National Perspective
	Chapter 3. Workforce Diversity: The Texas Context
	Chapter 4. Texas Natural Resource Conservation Commission (TNRCC): An Overview
	Chapter 5. Recruiting and Hiring Women and People of Color in TNRCC
	Chapter 6. Retaining Women and People of Color in TNRCC
	Chapter 7. Recruitment and Retention in Other Agencies and States
	Chapter 8. Recommendations for TNRCC
	Appendix A. Texas Commission on Human Rights Workforce Diversity Point System
	Appendix B. Classification Salary Schedule for Texas State Agencies: Fiscal Year 1994
	Appendix C. Texas Higher Education Coordinating Board Sample Printouts of University Enrollment
	Appendix D. Interview Questions: TNRCC Managers and Human Resources Staff
	Appendix E. Interview Questions: TNRCC Employees
	Appendix F. Interview Questions: Other States
	Appendix G. Interviewees in Other States: January 1994-March 1994

