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Confidentiality Notice to the OFCCP

This Affirmative Action Program contains substantial confidential information that is
subject to the provisions of 18 USC Section 1905. Chrysler Corp. v. Brown, 441 U.S.
281 (1979).

This Affirmative Action Program is the property of Omnitrans and it is loaned to the
Office of Federal Contract Compliance Programs (OFCCP), along with certain other
materials requested by the OFCCP, on the condition that the government holds them
totally confidential and not release copies to any person.

Pursuant to 5 U.S.C. Sec. 552 Omnitrans asserts that at least certain sections, exhibits,
and compliance investigation files are exempt from the Freedom of Information Act
(FOIA) disclosure provisions. Disclosure of AAP Part | Sections 1V, V, VI, VII, and X,
and Exhibits [9, 10, 11 and 13], and the compliance investigation files would injure the
business and financial position of the Agency, and would constitute an unwarranted
invasion of the privacy of its employees. Disclosure of the above information would also
reveal valuable trade secrets and confidential commercial and financial information.

Notice is hereby given of a request pursuant to the regulations of the OFCCP that this
AAP be kept confidential.

Omnitrans does not consent to the release of any information whatsoever contained in
this Affirmative Action Program under the Freedom of Information Act. If the OFCCP
or any other Federal agency is considering a request to release any portion of this AAP
under the Freedom of Information Act, Omnitrans asks that the government immediately
notify the CEO/General Manager of any and all Freedom of Information Act requests
received by the government or any other contemplated release of this AAP or any other
information obtained by the government from Omnitrans.

NOTE: The term “Affirmative Action Program” or “AAP” includes its supporting
appendixes, exhibits, documents, data, and all materials provided by Omnitrans to the
OFCCP or other governmental agency.
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SECTION |

COMMITMENT TO EQUAL EMPLOYMENT OPPORTUNITY

No citation; voluntarily included in this AAP

OMNITRANS reaffirms its policy that it is and shall be an equal opportunity employer
and will do its utmost to further these principles. Successful achievement of the Agency’s
Affirmative Action goals will provide benefits to OMNITRANS through broader
utilization and development of previously underutilized human resources.

So that the implementation of this policy is assured, the Agency is committed to recruit,
hire and promote for all job classifications without regard to race, color, ancestry,
religion, national origin, sex, age, mental or physical disability, sexual orientation or
marital status. Affirmative action will be taken, including goals and timetables, in order
to address under-utilization of any affected class.

Employment and promotional decisions will center around valid job requirements
developed before applicants are interviewed. Such decisions will be based solely on an
individual’s job-related qualifications.

We will ensure that all other employment practices, such as transfers, compensation,
benefits, layoffs, terminations, Agency-sponsored training and other terms and conditions
of employment will also be administered without regard to race, color, ancestry, religion,
national origin, sex, age, mental or physical disability, sexual orientation, or marital
status. We will initiate and promulgate these policies to all department heads to assure
that they are adopted and adhered to. Managerial and supervisory performance will be
evaluated on the success of the Affirmative Action Program in the same way as their
performance on other Agency goals and objectives.

The CEO/General Manager has been designated as the Agency’s Affirmative Action
Officer, and has assigned as his alternate the Director of Human Resources who has the
primary responsibility for the implementation of the Affirmative Action Program.
However, all management personnel share in this responsibility and will be assigned
specific tasks to assure compliance is achieved.

Applicants and employees have the right to file complaints alleging discrimination with
the CEO/General Manager or to the Director of Human Resources. Investigation may be
assigned to persons outside of the Agency if deemed appropriate.

Omnitrans’ full Affirmative Action Program is available for inspection by any applicant
or employee upon request from the Human Resources Department from 8:00 a.m. — 5:00
p.m.

Milo Victoria
CEO/General Manager
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SECTION I

DISSEMINATION OF POLICY
No citation; voluntarily included in this AAP

A. Internal Dissemination

Omnitrans will continue to make its equal employment opportunity policy known

internally by:

1.

The Affirmative Action Program is part of our Agency policy and the
CEO/General Manager’s Policy Statement is posted on the Agency’s
bulletin boards.

The policy is explained in new employee orientation.

Conducting periodic meetings with senior management, managers, and
supervisory personnel to explain the intent of the policy, the CEO/General
Manager’s commitment, and individual responsibilities for effective
implementation.

Picturing both minority and non-minority men and women in publications
in which employees are featured.

Conducting periodic meetings with non-supervisory employees to discuss
the policy.

B. External Dissemination

Omnitrans will make its policy known externally by:

1.

Incorporating the equal employment opportunity clause in all purchase
orders, leases, and contracts covered by Executive Order 11246, as
amended. (See Exhibit 17)

The Policy Statement is posted on the Employment Opportunities Board in
the Human Resources Department Lobby. (See Exhibit 16)

In all advertising for job openings in newspaper or other advertising
media, the statement, “Equal Opportunity Employer”, is inserted. Also,
assistance from minority employees in the recruitment of qualified
applicants will always be encouraged. (See Exhibit 20)
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“Equal Opportunity Employment” posters and company policy notices are
displayed on bulletin boards at conspicuous places so that all employees,
visitors, customers and applicants may be informed on the Agency’s Equal
Opportunity Employment responsibilities and policy.

Informing all recruiting sources in writing of Omnitrans’ policy,
stipulating that the sources actively recruit and refer women and minorities
for all positions for which they refer applicants.

We have sought out and notified minority and women’s organizations,
community agencies, junior colleges and universities of our Affirmative
Action Program.

Showing both minority and non-minority men and women when
employees are pictured in help-wanted or other advertising. (See Exhibit
20)

Sending written notification of Omnitrans’ policy to all subcontractors,
vendors, and suppliers.
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SECTION I
DESIGNATION OF RESPONSIBILITY
41 CFR §60-2.17(a)

Program Responsibility

The CEO/General Manager will assume overall responsibility for the
implementation and evaluation of the Agency Affirmative Action Program, which
shall be administered by the Director of Human Resources. The CEO/General
Manager has the authority and the resources to ensure effective implementation.
The CEO/ General Manager is also accountable for compliance with all equal
employment opportunity laws and polices, and all company policies and practices
with respect to affirmative recruitment, non-discriminatory selection, record
keeping, and reporting on compliance activities.

Agency Affirmative Action Officer

The CEO/General Manager will serve as the Agency’s Affirmative Action
Officer. The CEO/General Manager shall have the responsibility for the
achievement of the goals approved by the Board of Directors, and provide for
effective communication and enforcement of the spirit and requirements of this
plan, and shall ensure that each Department Head/Supervisor takes such
Affirmative Action as is necessary to achieve the Plan’s goal.

The Director of Human Resources shall support the CEO/General Manager by:

1. Keeping the AAP updated annually.

2. Compliance with the equal opportunity clause, which is incorporated in
the Purchase Order and all covered contracts entered into by the Agency.

3. Posting of employment opportunities in accordance with the Agency’s
policy.

4, Recruitment, including affirmative outreach as appropriate, of potential

applicants without regard to race, color, ancestry, religion, national origin,
sex, age, mental or physical disability, sexual orientation, or marital status.

5. The Agency uses only job related criteria for selection for hire, promotion,
transfer, training, compensation and all other employment opportunities.

6. The establishment and/or review of organizational goals and objectives.

7. Technical compliance; for example, the proper display of EEO posters and
company EEO policy statements.

8. That all employees, including minority and female employees, are

encouraged to participate in all company-sponsored educational, training,
recreational, and social activities.

9. Prohibits and prevents harassment of employees on account of race, color,
ancestry, religion, national origin, sex, age, mental or physical disability,
sexual orientation, or marital status.
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10.

11.

12.
13.

14.
15.

Working with the Department Heads and Supervisors in the preparation

and implementation of the Affirmative Action Program at the operating

departmental level on an as-needed basis.

Directing internal audits and reporting to measure status, visibility, and

effectiveness of the Affirmative Action Program to include the following:

a. Prepare monthly reports that show workforce utilization

b. Distribute reports and analyze progress towards goals; look for
deficiencies which need reporting

c. Perform recruitment audits and analyze applicant flow data.

Maintaining community contacts and public relations.

Investigating complaints of discrimination and maintaining a record-

keeping system, forms and procedures for handling complaints from

citizens and employees.

Drafting policies and rules. (Exhibits 3 — 8, 18)

Providing training for department managers/supervisors on the laws and

requirements of EEO. (Exhibit 22)

Responsibilities of the Company’s Management to Ensure Implementation of

the AAP

In implementing the written Affirmative Action Plan, the responsibilities of the
company’s supervisors and managers working with the Affirmative Action
Officer include, but are not limited to, the following:

1.

2.

Assisting in the identification of problem areas, formulating solutions, and
establishing departmental goals and objectives when appropriate
Reviewing the qualifications of applicants and employees to ensure
qualified individuals are treated in a nondiscriminatory manner when
hiring, promotion, transfer, and termination actions occur

Reviewing the job performance of each employee to assess whether
personnel actions are justified based on the employee’s performance of his
or her duties and responsibilities.
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SECTION IV
IDENTIFICATION OF PROBLEM AREAS
BY JOB GROUP AND ORGANIZATIONAL UNIT

41 CFR 860-2.17(b) (1)

Omnitrans has conducted an in-depth analysis of its total employment process to
determine whether and where any barriers to equal employment opportunity exist by
organizational unit or job group.

Problems of minority or female utilization by Job Group:

Omnitrans has compared the incumbency of minorities and women in each Job Group
pursuant to 41 CFR 860-2.15 to determine if the availability for a Job Group is greater
than incumbency in an effort to determine if there are any Job Groups in which the
percentage of minorities or women employed in the Job Group is less than would
reasonably be expected given their availability percentage for that particular Job Group.
If such a situation exists, Omnitrans has established a placement goal in accordance with
41 CFR 860-2.16. The methodology employed in this analysis is discussed in detail in
Section X of this AAP. In Section X there are identified Job Groups in which responsive
goals are established.

Problems of minority or female distribution/placement by Job Group:

We have identified no barriers to equal employment opportunity in the placement of
women or minorities in the different jobs in any Job Group. To the extent a goal has
been established for minorities or women in any Job Group, any problem areas will be
addressed by our good faith efforts to meet such goal. See also the discussion of action-
oriented programs in Section VIII of the AAP and internal monitoring in Section IX of
the AAP.

Problems of minority or female distribution/placement by Organizational Unit:
We have identified no barriers to equal employment opportunity in the placement of
women or minorities in the different jobs in the organizational unit. Our internal

monitoring and reporting activities permit the analysis of placements by organizational
unit and we have identified no problem areas.
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SECTION V
IDENTIFICATION OF PROBLEM AREAS
PERSONNEL ACTIVITY

41 CFR §60-2.17(b)(2)

Omnitrans has conducted an in-depth analysis of its total employment process to
determine whether and where any barriers to equal employment opportunity exist based
on its evaluation of personnel activity.

These analyses are done periodically and statistical compilations are performed at least
annually for selection decisions made in the prior AAP Year.

Applicant Flow:

We do not accept unsolicited applications or résumés. Such job seekers are not
applicants. We maintain data on all applicants. Applicants of identifiable race, ethnicity,
and sex are those that either 1) voluntarily completes a self-identification form; or 2) are
current employees. Records are kept for each selection decision, if any, for which the
applicant was considered. This allows us to complete required analysis, by job title, of
the selection rates of persons of identifiable race, sex, and ethnic group. These data and
these analyses are not a part of the written Affirmative Action Program, but they are
collected and performed at least annually and will be submitted to the OFCCP in
response to a request during the course of a compliance review.

Further, we regularly compare the percentage of minorities and women who apply, by
Job Group, with our estimate of availability for each Job Group. We hope that such a
comparison will give us additional information about both the accuracy of our availability
estimate and the results of our good faith efforts to invite minorities and women to apply
for equal opportunities at Omnitrans.

Hires, promotions and other personnel actions:

In order to be considered for any opportunity, a job seeker (whether internal or external)
must make a timely submission expressing interest in the stated opportunity by
submitting an Agency application. Résumés are accepted only as an attachment to an
application, but not in lieu of a completed application. The application must be signed
and completely filled out or it will be automatically disqualified.

Pursuant to The Uniform Guidelines on Employee Selection Procedures and Title VII
case law, Omnitrans performs analysis of employment decisions (whether hire,
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promotion, lateral or even demotion) on the basis of all persons who sought or were
considered for a specific job title or who were “tested” using the same selection device.

These analyses are performed periodically, but at least annually, for all opportunities
filled in the AAP Year.

Similarly, Omnitrans records but does not include in an analysis of selections, personnel
activity such as reinstatement to the prior job upon return from medical leave (long term
or short term). Reinstatement or placement as a result of settlement of a grievance, or
those transactions that do not involve the selection of one job seeker and the rejection of
another or others are not considered “opportunities” under this plan.

Terminations:
Voluntary Terminations:

There is no “pool” of persons who might choose to terminate employment voluntarily.
By definition, such terminations do not involve an employer decision or “selection.”
These are, therefore, not susceptible to any statistical analysis of “selection disparities.”

Involuntary Terminations:

There are a variety of reasons for which a person might leave the employment of
Omnitrans other than by choice. There is no single “pool” of all persons who are
involuntarily terminated. However, Omnitrans does record them and reports them to the
OFCCP upon request.

While some involuntary terminations involve employer choice, some do not. For
example, some employees die or do not return from long term disability leave. While
such terminations may not be “voluntary,” they do not involve a decision by this
employer. There is no “selection decision” involved in such circumstances. It would be
erroneous to include such terminations in any statistical computation of *“selection
disparities.” However, Omnitrans does record them and reports them to the OFCCP upon
request.

Terminations for cause do involve an employer decision. However, there is no “pool” of
persons who are considered for termination for drinking on the job, for poor performance,
or for any of the other reasons a person might be discharged. The only persons who are
“considered” for termination for drinking on the job are those who drink on the job. The
only persons who are considered for termination for poor performance are those who
perform poorly.  (The situation is similar for violations of attendance policy,
insubordination, and the vast array of lawful reasons for which an employee might be
involuntarily terminated.) A disparate treatment analysis or “selection rate” cannot be
computed except with similarly situated people. However, Omnitrans does record these
events by type, and reports them to the OFCCP upon request.
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There is only one kind of involuntary termination for which this employer can do an
analysis of “selection disparities” as required by this section of the regulations: a
reduction in force. Where an employer abolishes jobs and must make selection decisions
about which incumbents will be retained in the remaining jobs, the employer must make
such selection decisions without regard to race, color, ancestry, religion, national origin,
sex, age, mental or physical disability, sexual orientation, or marital status. In such
circumstances we can measure any differences in selection rates to determine if there are
statistical indicators of disparate treatment and/or measure the impact of any neutral
selection criteria to determine if there is any adverse impact of those criteria.

Analyses of personnel activity are required to be accomplished as a part of the
Omnitrans’ equal employment opportunity and affirmative action program obligations.
However, the regulations do not require Omnitrans incorporate such analysis into its
written Affirmative Action Programs and we do not. These analyses are, however,
submitted to the OFCCP in response to a scheduled compliance evaluation or complaint
investigation as an attachment to the transmittal letter. Omnitrans considers the analyses
to be highly confidential and not subject to disclosure under the Freedom of Information
Act.
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SECTION VI
IDENTIFICATION OF PROBLEM AREAS
COMPENSATION SYSTEMS

41 CFR 860-2.17(b)(3)

Omnitrans has performed an in-depth analysis of its total employment process to
determine whether barriers to equal employment opportunity exist. Specifically, to
determine if there are gender-, race-, or ethnicity-based disparities we have reviewed our
compensation systems.

Summary analysis of the compensation portion of the total employment process:

Omnitrans has written pay policies and standardized pay practices. These policies and
procedures are outlined in the ATU Memorandum of Understanding, the Teamsters
Memorandum of Understanding, and Omnitrans’ Personnel Policy Manual of which are
attached as Exhibits 1-5 of the AAP.

Omnitrans has a collective bargaining agreement with ATU, Local 1704 and with the
Teamsters, Local 166. ATU Local 1704 covers working conditions for all Coach
Operators and Coach Operator Trainees, including pay practices and rates of pay.
Teamsters Local 166 covers working conditions and pay practices for Maintenance and
Administrative/Support employees. There is no race-, gender- or ethnicity-based
disparities in these practices or rates of pay. The collective bargaining agreement pay
schedules are attached as Exhibit 1 and Exhibit 2. The jobs for ATU Local 1704 are
addressed in the statistical portion of the AAP as Job Groups 07B Operators. The jobs for
Teamsters Local 166 are addressed in the statistical portion of the AAP as Job Groups
05B Clerical Support (Union), 07A Skilled Maintenance, and 080 Service Workers.

For other non-bargaining unit jobs, Omnitrans has a formalized grade and salary
structure, with a salary range established for each exempt and non-exempt grade. Salary
ranges are reviewed every two years in July and may be adjusted on the basis of a
number of market surveys. The current salary structure has been effective since March
2012 (See Exhibits 3, 4 and 5). There are seven levels for exempt positions and two for
non-exempt positions. These pay structures and salary ranges are market driven. For jobs
within each pay structure, there are no race-, gender- or ethnicity-based disparities.

Each level has an established minimum, mid-point and maximum. There is overlap
between level ranges in the pay structure. That is, higher-level non-exempt positions
have a higher available salary maximum than lower level exempt positions and the
identical annual salary is available to persons in positions with as much as 3 grade levels
of separation. It is thus possible for a person at the high end of the range in Level VIII,
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for example, to earn as much as a person in the low end of the range in Level V. This
does not mean that the jobs in Level VIII are equivalent to the jobs in Grade Level V.

The establishment of salary levels and the establishment of salary ranges of various
breadths provide tools to Omnitrans to manage compensation in such a way as to attract
and retain highly qualified employees. While it is typically more expensive for an
employer to attract a new hire than to retain a current employee, these ranges provide
sufficient flexibility to meet both these essential needs and produce no disparities based
on unlawful considerations.

The relative position of each employee within the salary range is based on considerations
such as level of performance, degree of responsibility; starting salary (which is
influenced by considerations such as relevant education and experience at time of hire);
contributions made or increased skills and proficiencies acquired since the last
adjustment and the amount of previous salary increases. Such differences do not produce
race, color, ancestry, religion, national origin, sex, age, mental or physical disability,
sexual orientation, or marital status disparities among similarly situated employees.

Many decisions affecting compensation are made by employees (e.g., whether to compete
for a posted opportunity, relative qualifications for such opportunities, performance, and
a decision to acquire additional education or training, etc.). Some decisions affecting
compensation are made by the employer, always without regard to race, color, ancestry,
religion, national origin, sex, age, mental or physical disability, sexual orientation, or
marital status.

Starting Pay:

The following variables affect the setting of starting salary for any (non-bargaining unit)
position:

= Position into which hired

= Department into which hired

= Education at time of hire (both amount of education and discipline in which
courses were taken or degrees earned; of particular significance to starting pay if
education directly related to the job at the time of hire.)

= Experience at time of hire (including prior experience, if any, with Omnitrans)
(both the nature and extent of prior experience impact starting pay; of particular
significance to starting pay is experience directly related to the job at the time of
hire.)

= Market rates of compensation for comparable positions in the area

= Expected salary (this may be directly expressed in salary negotiations with the
person who we wish to hire; initial offer is influenced by the individual’s current
salary and salary history.)
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= Budgeted dollars for the position (this relates not only to the salary range
available for the job but the current financial circumstances of Omnitrans and the
departmental budget.)

NOTE: This list includes variables that, acting collectively and simultaneously, typically
determine pay. Of course, this does not mean that there is any “formula” with, for
example, relevant education accounting for x% of current compensation or prior
experience accounting for 2x% of current compensation. These variables do not operate
independently, nor do they operate in the same fashion for each and every job. However,
typically each will play a role in determining the level of pay for most, if not all jobs. In
addition, there may be other job-related variables affecting compensation depending on
the specific position.

At promotion:

Promotion is “competitive,” where an employee moves into a vacant job or a new
position occasioned by a vacancy. All jobs are posted in accordance with our posting
policy. The new salary of the individual is impacted by the same variables as those
described above in the case of a new hire

Reorganizations may occur within the organizational structure; staffing changes pursuant
to such reorganization may be either competitive or non-competitive.

See also the discussion above of factors influencing relative position in salary level and
adjustments to ranges based on external factors including market.

Merit increases:

Performance reviews and salary adjustments are typically made only once each year,
effective on the employees hire date in the position. The performance of new employees
is reviewed after six months and at normal salary review time thereafter. Merit increases
range from 0% to 5% and are performance based. (See Exhibit 5)

Omnitrans has carefully reviewed all elements of its compensation system; none produce
disparities among similarly situated employees on account of race, color, ancestry,
religion, national origin, sex, age, mental or physical disability, sexual orientation, or
marital status.
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SECTION VII
PROBLEM IDENTIFICATION
PERSONNEL PROCEDURES

41 CFR §60-2.17(b)(4)

As part of Omnitrans’ on-going self-audit to identify problems or potential problems, we
have conducted an in-depth analysis of the personnel procedures component of the total
employment process.

1. Requisitions, Position Descriptions and Job Specifications

a. A requisition must be completed and approved prior to the commencement of
recruitment for any new position or for any replacement. A Human Resources
Specialist is assigned and is responsible for contacting the selecting department to
carefully review the job specifications before posting, to ensure that they are
congruent with the written position description on file and are otherwise job-
related.

b. All position descriptions have been reviewed, with changes made where
necessary, to accurately reflect current job duties. Position descriptions establish
job-related and non-discriminatory requirements.

c. There are no job titles that could be perceived as evidencing a preference for one
gender or another.

2. Selection Procedures (Exhibits 6, 7, 8)

a. Applicants for posted opportunities may be either internal employees or job
seekers not currently employed by the Agency. Both are treated the same in the
selection process. Both internal and external applicants are asked to submit a
completed application form.

b.  The Human Resources Specialist assigned to fill the job reviews and screens all
applications. All must be received by the deadline in order to be evaluated. In
determining which applications to refer to the selecting official, the recruiter
refers all applicants possessing the minimum qualifications.
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From the recruitment process an employment decision is made and an eligibility
list may be established for a particular position. The eligibility list remains in
effect for one year. If a vacancy should occur within the year then a job offer
would be made to the person on the eligibility list.

Neither the recruiter nor the selecting official has access to information on the
race, sex or ethnicity of the applicant.

3. Promotion procedures

a.

Positions open for recruitment are posted in accordance with Omnitrans’ posting
policy. (See Exhibit 6) These positions may involve lateral transfer, promotion
with a change in work location, promotion without a change in work location, or
even demotion if this is the desire of the internal applicant. Employees are not
transferred involuntarily. If an employee is interested in a lateral move, she or
he must apply for and be selected for a posted position, in competition with all
other applicants for the opportunity. All employees, including women and
minorities, are encouraged to take advantage of the opportunity to apply.
Selections are made on the basis of knowledge, skills, and abilities without
regard to race, color, ancestry, religion, national origin, sex, age, mental or
physical disability, sexual orientation, or marital status. We have determined
that there are no barriers to equal opportunity in these practices.
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SECTION VIl
ACTION-ORIENTED PROGRAMS

41 CFR §60-2.17(c)

By Job Group and Organizational Unit:

Omnitrans has identified those Job Groups in which the incumbency of minorities and/or
women is less than that which would reasonably be expected based on their availabilities.
Responsive goals, equal to availability, have been set. The methodology for this
computation and the identification of Job Groups with goals is set out in Section X of this
AAP.

We have identified some differences in the participation of females in the Sr.
Management, Management, Operator and Service Worker job groups. We will carefully
monitor openings, recruitments and selections for Coach Operators in this AAP Year.
Further, we will require that Coach Operator openings in this department be posted
Agency wide as well as externally. For openings in these job groups, we will advertise on
the Women’s Job List (www.womensjoblist.com). We have identified some differences
in participation of minorities in the Supervisors job group; for openings in this group, we
will advertise with the Conference of Minority Transportation Officials
(www.comto.org). We have also identified differences in the participation of American
Indians in the Operators job group; for openings in this group, we will advertise with the
Tribal Employment Newsletter (www.nativejobs.com ).
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Personnel Activity
Applicant Flow, Hires, Promotions, Terminations and
Other Personnel Transactions:

Omnitrans has identified the following recruiting sources that might refer qualified
female and minority applicants:

Diversityinc.com

La Opinion

La Prensa

Women’s Job List (www.womensjoblist.com)

Women’s Transportation Seminar (Inland Empire Chapter)
Tribal Employment Newsletter (www.nativejobs.com)
Conference of Minority Transportation Officials (www.comto.org)
El Mundo Latino

Black Media News

Black Enterprise

Black Executives

The Progressive Woman

Omnitrans will continue to mail listings of our openings to the following agencies as
openings occur and we have explained our application process and deadline
requirements:

Lee Hecht Harrison
1650 lowa Ave.
Riverside, CA 92507

Executive Career Services, LLC
5055 Canyon Crest Dr.
Riverside, CA 92506

In addition to the agencies listed above, Omnitrans will continue to mail listings of our
opening to the organizations, schools, other transit agencies, and cities listed in Exhibit
23.

These actions are not directed toward any barriers to equal employment opportunity in
our existing recruiting practices but, rather, are additional good faith efforts intended to
favorably impact goal accomplishment.

In this AAP Year we will closely monitor applicant flow by Job Group and compare it
with our estimate of availability. It is our objective to determine if applicant flow is
significantly less than expectations with respect to estimates of availability and, if so, to
make a good faith effort to increase applicant flow. We will also re-evaluate our
methodology for estimating availability to ensure that it is as likely as possible to result in
reasonably accurate estimates.
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Omnitrans has a website in which all employment opportunities are posted. Job
applications, directions and self-identification forms are available to be downloaded.

Although it is our policy to accept applications only when we have vacancies, we provide
interest cards. Once complete, these will be mailed to potential applicants as job openings
occur.

Personnel Procedures:

Our recruiters will continue to give the selecting officials the applications of every
applicant that met the minimum qualifications. To ensure greater consistency among
departments, and to ensure that all similarly qualified applicants receive the same
treatment in the selection process, if there are both minimally qualified applicants and
those possessing the preferred qualifications, our recruiters will record this second
screening and refer to the selecting official only and all of those applicants possessing the
preferred qualifications.

We will make every effort to interview at least five applicants for each opening, provided
there are five qualified candidates. These responses are not directed toward any
identified impediment to equal employment opportunity or to any disparities based on
race, sex, or ethnicity. Rather, we hope the greater attention to qualifications which can
be given by the selecting official will enhance review of all competitively qualified
women and minorities. Insisting on at least a minimum number of interviews is also
intended to permit qualified women and minorities an opportunity to present themselves
in person.
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SECTION IX
INTERNAL AUDITING AND REPORTING SYSTEM
41 CFR 860-2.17(d)
Marjorie Ewing, Director of Human Resources is responsible for the design and
implementation of the auditing and reporting system. She audits personnel activity on at
least a quarterly basis in order to measure the effectiveness of the Affirmative Action
Program. The following actions are key to the auditing and reporting system:
(1) Monitoring of all personnel activity, including referrals, placements,
transfers, promotions, terminations, and compensation, at all levels to

ensure the nondiscriminatory policy is carried out.

(2) Requiring internal reporting on a scheduled basis as to the degree to
which equal opportunity and organizational objectives are attained.

(3) Reviewing report results with all levels of management; and

(4) Advising top management of program effectiveness and submitting
recommendations to improve unsatisfactory performance.
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SECTION X

METHODOLOGY FOR AAP NUMERICAL ANALYSIS AND
ESTABLISHMENT OF GOALS

41 CFR. §8860-2.11 through 2.16

Omnitrans herein describes the methodology employed with respect to all analysis and
actions required by 41 CFR 8860-2.11, -2.12, -2.13, -2.14, -2.15 and -2.16. In addition,
we have annotated the AAP herein as required by 41 CFR 8§60-2.1(d).

Organizational Profile See Exhibit 9.

Omnitrans has elected to prepare a Workforce Analysis in accordance with 41 CFR 860-
2.11 (c). Specifically, the Analysis lists each job title as it appears in payroll records
ranked from lowest to highest paid, by department, including departmental supervision.
For each job title the total number of incumbents by gender and minority subgroup is
given. This Workforce Analysis includes 637 incumbents employed as of May 7, 2012.

“Lines of Progression”

There are no formal "Lines of Progression” for positions in this Affirmative Action
Program. To the extent that there is a usual “"promotional sequence,” it is taken into
account in establishing feeder Job Groups or feeder titles in the Availability Analysis.

Job Group Analysis See Exhibit 11.

In accordance with 41 CFR 860-2.12 (b), Omnitrans has combined all job titles into Job
Groups (see Exhibit 10), grouping them by similarity of wages, content and opportunity.
There are 637 employees in this analysis and there are nine Job Groups.

We are aware that contractors have both the right and the obligation to design Job Groups
in accordance with these flexible regulatory criteria. We are also aware that size of
incumbency is an appropriate factor to consider in design of Job Groups, since Job
Groups should be sufficient in size to permit meaningful analysis of utilization.

We carefully considered several different means of grouping job titles. We took into
account usual career paths so as to set up meaningful feeder Job Groups. We strove for
the greatest practicable similarity in content and wages, tempered by resulting size of
incumbency. In some cases the Job Group is smaller than would be preferred but to
combine those jobs with any others would depart from “similarity” more than we
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considered reasonable; as a consequence of this careful analysis, the Job Groups in this
AAP are faithful to both the regulatory design criteria and to common sense.

As required, the Job Group Analysis includes a list of the job titles that comprise each
Job Group. In addition, the Job Group Analysis voluntarily displays the pay grade and the
number of total, female, and minority employees in each job title in the Job Group.

Following is a list of the Job Groups for this AAP:

Job Group 01A — Sr. Management

Job Group 01B — Management

Job Group 01C - Supervisors

Job Group 020 — Professionals

Job Group 05A - Clerical Support

Job Group 05B — Clerical Support (Union)
Job Group 07A — Skilled Maintenance
Job Group 07B — Operators

Job Group 080 - Service Workers

Availability Analysis See Exhibit 12.

Consistent with regulatory requirements, Omnitrans has separately determined the
availability of minorities and women for each Job Group. [41 CFR 860-2.14(b)]

Omnitrans has considered three factors for minorities and three factors for women: the
percentage of minorities or women with requisite skills in the reasonable recruitment
areas and the percentage of minorities or women among those promotable, transferable
and trainable at this location in this AAP Year. [41 CFR 860-2.14(c)]

Omnitrans has used the most current and discrete statistical information available to
derive external availability data. In an effort to estimate availability as accurately as
possible, Omnitrans has purchased 2000 census data (the most current available) for 512
occupational classifications for its reasonable recruiting areas. Omnitrans plans to use the
2010 census data as soon as it is available. In determining “requisite skills,” Omnitrans
identified those Standard Occupational Classifications (SOCs) reported in the
Census that were most representative of the skills required for the positions being
analyzed. [41 CFR 860-2.14(d)]

The following are reasonable recruiting areas for all Job Groups included in this AAP
Year [41 CFR §60-2.14(e)]:

1) Riverside County, California
2) San Bernardino County, California

Page 20



These reasonable recruitment areas have not been drawn in such a way to effectively
exclude minorities or women. For example, standardized census areas such as a
Metropolitan Statistical Area are quite broadly drawn and are inclusive of minorities in
what might be an unlikely commuting distance, particularly for lower paying jobs.
Nevertheless, we have used such census areas so as not to exclude potentially recruitable
minorities and women from our availability estimate. In each case the reasonable
recruiting area was drawn based on the actual experience of Omnitrans in attracting
applicants. [41 CFR 860-2.14(e)]

Omnitrans is committed to a policy of upward mobility for all employees in accordance
with company need and employee interest. Internal availability is a significant source of
workers for various Job Groups. (NOTE: While, of course, promotions can and do occur
within any Job Group, the estimated frequency of movement into the Job Group
determined the value weight for Internal Availability in our computations.) Naturally, at
any given time the population of a “feeder” job group might include those individuals
newly hired/promoted or otherwise not necessarily “promotable” for every vacancy.
However, for purposes of AAP availability estimates only, all individuals in the feeder
job groups were counted as “promotable, transferable and trainable” as discussed above.
[41 CFR 860-2.14(f)]

For each Job Group, we considered which factor or factors represented a genuine source
of available workers for the Job Group during the AAP year, and with what frequency the
factor(s) could be expected to represent availability, that is, how often we expect to fill
vacancies externally or from within. The feeder Job Group titles that were used are
identified in Exhibit 12. We then weighted each factor in accordance with these
judgments and computed our final estimate of availability using any factor(s) having a
weight other than *“zero” (i.e., considered, but determined to be not relevant so not
computed).

Census data, which serve as a proxy for “requisite skills,” were “weighted” in accordance
with the significance of each to the Job Group based on the number of positions in the
Job Group requiring such skills. [41 CFR 860-2.14(g)]

Comparing Incumbency to Availability See Exhibit 14.

Comparing incumbency to availability, pursuant to 41 CFR 860-2.15(b), Omnitrans is
required to establish a Goal in any Job Group having fewer women or minorities than
might reasonably be expected given their availability. An appropriate measure of
“reasonably expected” is statistical probability: that is, if the difference between
availability and actual participation is statistically significant, the current incumbency is
not “reasonably expected.” We have used the appropriate tests of statistical significance,
relying on the standard for measuring “reasonably expected” approved by the court in
Firestone Tire & Rubber Co., Inc. v. Marshall, 507 F. Supp. 1330, 24 FEP 1699 (Eastern
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District of Texas, 1981, upholding the decision of the Administrative Law Judge) as well
as many other federal courts.

Since statistical significance is the interpretation of “reasonably expected” made by the
court in Firestone Tire & Rubber Co., Inc. v. Marshall, we have adopted such standard in
the comparison of incumbency to availability in our AAP. The measure of statistical
significance approved by the Firestone court, as well as many other federal courts, is
standard deviation analysis.

We have determined statistical probability using standard deviation analysis and have set
a goal wherever the difference between availability and incumbency was 2.0 standard
deviations or more. Statistical probability for small Job Groups with less than 20
incumbents was determined by ‘The Any Difference with Whole Person Rule’; a goal for
small Job Groups was set wherever a difference rounded to the nearest whole number
occurred.

Placement Goals by Job Group See Exhibit 15

In the July 1, 2012 Affirmative Action Program for Omnitrans, there are four Job Groups
in which a placement goal for women exists. There are four Job Groups where there is a
placement goal for minorities. These placement goals are established and good faith
efforts will be made to accomplish them, all in accordance with 41 CFR 860-2.16.

Omnitrans will make a good faith effort to fill any vacancies in the following Job Groups
at the rates indicated:

Job Group 1A - Sr. Management: 33.84%; 1 Female

Job Group 1B — Management: 30.66% ; 2 Females
Job Group 1C — Supervisors: 63.22% ; 11 Minorities
Job Group 1C - Supervisors: 28.76% ; 5 Black

Job Group 20 - Professionals: 23.25%; 6 Hispanics
Job Group 5A - Clerical Support: 53.76% = 1 Minority
Job Group 5A - Clerical Support: 11.12% = 1 Black

Job Group 7B - Operators: 53.70% = 48 Females
Job Group 7B — Operators: 1.87% =6 Am Indians
Job Group 80 — Service Workers: 17. 17% = 2 Females

Our goal for every Job Group, whether there is a placement goal or not, is to continue to
take affirmative action to ensure that our employment policies and practices are, in fact,
non-discriminatory.
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Exhibits

ATU Local 1704 Pay Schedule (unchanged as of May 2012)
Teamsters Local 166 Pay Schedule (unchanged as of May 2012)

Personnel Policy 402
Personnel Policy 403
Personnel Policy 404
Personnel Policy 201
Personnel Policy 202
Personnel Policy 210
Work Force Analysis (Organizational Profile)

. Job Groups, EEO Codes, Census Titles

. Job Group Analysis

. Availability Analysis

. Factor Availabilities/ Factor Components

. Incumbency vs. Availability

. Annual Placement Goals

. Equal Employment Opportunity Policy Statements
. Purchase Order Information

. Personnel Policy 221

. Board Resolution—Affirmative Action and EOE
. Agency posters/ flyers

. Minority Publication Advertising

. Management Training Slides

. Mailing List for Job Postings
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Exhibit 1

MEMORANDUM OF UNDERSTANDING
for the
COACH OPERATORS UNIT
between
OMNITRANS
and the

AMALGAMATED TRANSIT UNION
LOCAL 1704

Effective April 1, 2010 through March 31, 2013
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Exhibit 1

may be applied toward the employee retirement contributions
(PERS) or dental insurance premiums.

Article 59
PROBATIONARY PERIOD

Upon their commencement as a trainee, Coach Operators will serve
a probationary period of 940 hours actually worked as an at will
employee.

Article 60

WAGES
Progression Rates:

Step A: rate will be paid upon certification as a Coach Operator
classification by the Training Department.

Step B: rate will be paid upon completion of 1,040 hours actively
worked as defined in Article 27 in Step A.

Step C: rate will be paid upon completion of 1,040 hours actively
worked as defined in Article 27 in Step B.

Steps D,E.F: will be paid upon completion of 2,080 hours actively
worked as defined in Article 27 in each respective movement from
one step to the other.

STUDENT COACH OPERATOR RATE OF PAY

All student Coach Operators will be paid at the training rate of 75% of
current Step A rounded to the nearest quarter dollar per hour for all
hours worked.

A B C D E F
Year 1 $15.46 | $16.41 | $17.39 | $18.44 | $19.53 | $20.72
(+0.00%)
Year 2 $15.46 | $16.41 | $17.39 | $18.44 | $19.53 | $20.72
(+0.00%)
Year 3

Re-open wage negotiations in January 2012 for contract year 3;
effective 1 April 2012.
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Exhibit 2

MEMORANDUM OF UNDERSTANDING
For the
MAINTENANCE AND
ADMINISTRATIVE/SUPPORT UNIT

Between

OMNITRANS

TEAMSTERS UNION
LOCAL 166

Effective July 1, 2009 through June 30 2012

Page 28



Effective July 1, 2008 (remains as current contract year 2009 — 2010)
Effective Julyl, 2008

Exhibit 2

A B C D E

7/1/2008 7/1/2008 7/1/2008 7/1/2008 7/1/2008

3% 3% 3% 3% 3%
Accounting Clerk $ 13.73 $ 1438 $ 15.04 $ 1576 $ 16.51
Admin Clerk $ 13.73 $ 14.38 $ 15.04 $ 15.76 $ 16.51
Bldg Maint. Mechanic $ 18.93 $ 2035 $ 21.89 $ 2351 $ 25.30
Body / Paint Worker $ 18.93 $ 2035 $ 21.89 $ 2351 $ 25.30
Body /Paint Helper $ 15.33 $ 16.52 $ 17.78 $ 1912 $ 2058
Clerical Helper $ 10.67 $ 1117 $ 11.70 $ 1226 $ 12.83
Count Room Clerk $ 1295 |$ 1357 |$ 1420 |$ 1487 $ 1557
Custodian $ 11.76 $ 1264 $ 1357 $ 1457 $ 15.70
Dept. Secretary $ 1455 $ 1524 $ 1594 $ 1670 $ 1752
Equipment Mechanic $ 18093 $ 2035 $ 21.89 $ 2351 $ 2530
Information Clerk $ 1295 $ 1357 $ 1420 $ 1487 $ 1557
Maintenance Clerk $ 1295 $ 1357 $ 1420 $ 1487 $ 1557
Maintenance Worker $ 1299 $ 14.00 $ 1501 $ 1614 $ 1736
Marketing Clerk $ 1373 $ 14.38 $ 15.04 $ 1576 $ 16.51
Mechanic Helper $ 1536 $ 16.52 $ 17.78 $ 1912 $ 2058
Mktg Delivery Clerk $ 10.67 $ 1117 $ 11.69 $ 1226 $ 12.83
Parat?ggﬂltn%igsbi”ty $ 1373 |$ 1438 |$ 1504 |$ 1576 |$ 1651
Parts Clerk $ 13.73 $ 1438 $ 1504 |$ 1576 $ 1651
Planning Technician $ 13.73 $ 14.38 $ 15.04 $ 1576 $ 16.51
Receptionist $ 1295 $ 1357 $ 1420 $ 1487 $ 1557
Tire Repair Worker $ 1376 $ 1482 $ 15091 $ 1712 $ 1843
Utility Service Worker $ 1203 $ 1295 $ 1392 $ 1495 $ 16.07

I
Il
This section left blank intentionally
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Exhibit 3

P/ OMNITRANS

PERSONNEL PoLicy MANUAL POLICY 402 PAGE 1 OF 3

SUBJECT APPROVED BY OMNITRANS
BOARD OF DIRECTORS

Salary Ranges
Management Confidential Classifications DATE: March 7, 2012

I. Purpose
To state Omnitrans’ policy on salary ranges for Management and Confidential
classifications.

II. Scope
All Departments

[ll. Procedure
A. The Director of Human Resources is responsible for compensation
administration and will modify and issue, from time to time, pay ranges and
guidelines for salary adjustments as approved by the Board of Directors.

B. The CEO may increase the range to accommodate salary in lieu of providing an
agency vehicle when necessary.

Classification Minimum Mid-Point Maximum
Level | 8497 10549 12600
Chief Financial Officer

Level Il 7400 9188 10977
Department Director

Level llI 6162 7635 9108
Accounting Manager

Employee Relations Manager

Facility Manager

Maintenance Manager

Planning & Scheduling Manager

Transportation Manager

Treasury Manager

Level IV 5667 6678 7690
Contracts Manager

Database Administrator

Technical Services Manager

Level V 4824 5825 6711
Application Developer

Assistant to the CEO/GM

Assistant Transportation Manager

Community Outreach Specialist

Dispatch Supervisor

Facility Supervisor Page 30




P/ OMNITRANS

PERSONNEL PoLICY MANUAL

Exhibit 3

POLICY 402 PAGE 2 OF

SUBJECT

Salary Ranges
Management Confidential Classifications

APPROVED BY OMNITRANS
BOARD OF DIRECTORS

DATE: March 7, 2012

Level V (continued)

Fleet Safety & Training Supervisor

HR Leave Administrator

Planner Il

Planning Project Manager

Safety & Regulatory Compliance Specialist
Senior Buyer

Senior Financial Analyst

Shift Supervisor

Web Designer

Level VI 4125
Accountant

Applications Specialist

Contracts Specialist

Customer Service Supervisor

Field Supervisor

Fleet Safety & Training Instructor
Human Resources Analyst

Human Resources Specialist

Loss Prevention & Security Supervisor
Materials Supervisor

Operations Analyst

Operations Services Supervisor

Sales Supervisor

Stops and Stations Supervisor

Level VI 3838
Dispatcher

Marketing Specialist

Planner |

Purchasing Specialist

Level VI 3284
Administrative Secretary

Department Senior Secretary

Fleet Analyst

Human Resources Assistant

Payroll Technician

Warranty Coordinator

Level IX 2758
Human Resources Clerk Page 31

4943 5760
4600 5362
3825 4367
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Exhibit 3

OMNITRANS

PERSONNEL PoLicy MANUAL POLICY 402 PAGE 3 OF

3

SUBJECT APPROVED BY OMNITRANS
BOARD OF DIRECTORS

Salary Ranges
Management Confidential Classifications DATE: March 7, 2012

When range changes occur every two years, Management & Confidential employees
will maintain the same placement (compa ratio) in the new range.

The following classifications are for Capital Projects and are mandated by the FTA:

Level | 8497 10549 12600
Program Manager

Level Il 7400 9188 10977
Construction Manager

Level I 6162 7635 9108
Design Manager

Planning Manager-Capital Projects

Project Control Manager

Public Relations Manager

Quality Assurance Manager

Level IV 5667 6678 7690
Construction Safety Manager

Public Relations Specialist

Right-of-Way & Utilities Manager

Senior Contracts Specialist

Level VI 4125 4943 5760
Project Analyst

Level VII 3838 4600 5362
Document Control Analyst

Level VIII 3284 3825 4367
Administrative Secretary-Capital Projects
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Exhibit 4

OMNITRANS

PERSONNEL PoLicy MANUAL POLICY 403 PAGE 1 OF 1

SUBJECT APPROVED BY OMNITRANS

BOARD OF DIRECTORS
Salary Administration
DATE: June 5, 2002

Purpose

To state Omnitrans’ policy on the administration of a salary plan and the
application of specific pay rates.

Scope
All Departments
Procedure

A. Amendments and updates to the pay plan are submitted to the Board of
Directors as needed. The Board may amend or approve and adopt the plan at
its discretion. No position is paid a salary higher than the maximum or lower
than the minimum salary provided for that class or position as approved by the
Board of Directors. Exceptions to this policy would be when an employee’s
compensation adjustment is delayed, upon approval by the CEO/General
Manager, in cases of not meeting performance standards; or when an
employee’s position is eliminated due to reorganization and the employee must
be reassigned to a lower level classification. In that case, the employee’s salary
shall be frozen (red-circled) at the level attained in the previously held
classification until such time as the maximum rate for the new classification
exceeds the red-circled rate.

B. Employees occupying a position in the system are paid a salary within the range
established for that position's class in the salary plan. The lower half of the
salary range generally applies to employees upon original appointment. The
CEO/General Manager may approve a higher rate of compensation within the
range if he finds that the person appointed is qualified because of their
experience or ability, or that it is not possible to obtain qualified appointees at
the established mid-point rate. Employees re-employed after lay-off receive a
rate within the range established for the class and as agreed upon by the
appointing authority and the employee concerned, subject to the approval of the
CEO/General Manager. Transfers shall not affect an employee's salary range.
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PERSONNEL PoLICY MANUAL

POLICY 404 PAGE

Exhibit 5

1 OF1

SUBJECT

Advancement, Promotion and Salary Adjustments
All Management & Confidential Employees

APPROVED BY OMNITRANS
BOARD OF DIRECTORS

DATE: May 3, 2006
EFFECTIVE: July 1, 2006

I. Purpose

To state Omnitrans’ policy on compensation, advancement, promotion and salary

adjustments.
II. Scope
All Departments

I1l. Procedure

A. Employees are considered for annual compensation adjustments within their
respective compensation ranges based on their seniority date in their position.
For example, an employee’s hire date may be February 24, 2000. They were
then promoted into another position effective April 1, 2002. April 1% is the
seniority date in their current position and will be the effective date of their

evaluations.

B. Approved increases are effective from the first day of the pay period following
the completion of the requisite six (6) months probation. Compensation
adjustment time can, upon the approval of the CEO/General Manager, be
accelerated or delayed in cases of employees exceeding or not meeting

performance standards.

C. New or open positions will be posted a minimum of five (5) days and an external
search may be conducted simultaneously. All manager and director positions
will be simultaneously advertised internally and externally when an opening

occurs.

D. Newly hired, transferred or promoted employees must be employed for a period
of six (6) months before becoming eligible for transfer or promotion outside of
their department. This may be waived upon approval of the CEO/GM.

E. Merit salary increases will be granted in accordance with the following guidelines:

Increase following probationary period = 2%

Below Standards = 0%

Needs Development = 0%

Meets Standards = 3%

Exceeds = 4%

Outstanding = 5% Page 34
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///4

OMNITRANS

PERSONNEL PoLicy MANUAL POLICY 200 PAGE 1 OF3

SUBJECT APPROVED BY OMNITRANS
BOARD OF DIRECTORS

Personnel Requisition and Recruitment
DATE: May 5, 2004

I.  Purpose
To assure complete communications, necessary records, and the employment
of competent personnel as replacements or new employees, to provide proper
controls on manpower complements and to ensure compliance with applicable
laws.

.  Scope
All Departments

. Procedure
A. GENERAL
The employment function is centralized in the Human Resources Department and
representatives of that department will originate all employment contacts. This includes
direct contact with prospective employees and employment agencies.

B. PERSONNEL REQUISITION
1. When an opening exists, or is contemplated, the Department Director or
designee will complete the requisition (Form: "Personnel Requisition™) and
obtain the approval of the CEO/General Manager, and forward the approved
requisition to the Human Resources Department. Individual requisitions will be
used for each classification opening.

2. For the most part, the requisition is self-explanatory.

a. In the "remarks and comments" section, any special or unique
information should be entered, such as location of the job, or sign on
bonus, if applicable. The Sign-On Bonus is paid in two installments one-
half to be paid at the first regular pay period after the date of hire; the last
installment at the completion of six months of employment in conjunction
with a regular pay period. Any special talents required, such as typing
speed, computer skills, unusual travel requirements, etc., should also be
indicated. This space will also be used to provide the name of the person
to be replaced.

b. After CEO/General Manager approval, the requisition will be forwarded to
the Human Resources Department. Upon receipt, the approved
requisition will be reviewed for conformance to established Omnitrans
policy, government regulations, and established salary ranges. If the
information is not clearly understood or there is non-conformance, the
Human Resources Department will contact the originating manager for
clarification or revision.
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OMNITRANS

PERSONNEL PoLicy MANUAL POLICY 201 PAGE 2 OF3

SUBJECT APPROVED BY OMNITRANS
BOARD OF DIRECTORS

Personnel Requisition and Recruitment
DATE: May 5, 2004

c. The current job description for the position will be reviewed and updated
if necessary. The job description must contain all of the essential
functions of the job. Revisions to the job description must be made
before recruiting for the position occurs.

d. Job postings, advertising and agency contacts will be considered and
action taken to obtain applications in the most effective manner. Interest
cards will be accepted for periodic openings and applicants will be
notified when openings occur.

3. Under no circumstances will recruiting (i.e., contacting agencies, placing
ads, etc.) be allowed by any department other than the Human Resources
Department.

4. All discussions and employment information (salary or hiring rate, review
dates, etc.) will be discussed with the applicant by a Human Resources
representative only.

5. Should the originating department decide to cancel a requisition, the Human
Resources Department will be notified immediately.

6. No final action will be taken to hire the employee without the approval of the
Department Director or CEO/General Manager.

7. References requested from outside sources will be referred to the Human
Resources Department, and only authorized Human Resources staff will
handle these requests.

IV. Qualifications

A. ltis the policy of Omnitrans to afford employment to the applicant(s) possessing
the best qualifications fitting the requirements of the job regardless of inclusion
or exclusion from a protected class. However, areas of under utilization will be
given consideration during the employment process.

B. The minimum age for most positions is 21 years and there is no maximum age
limit.

C. Tests will be conducted by the Human Resources Department for positions that
require the use of office machines and equipment, except specialized technical
assessment which have been reviewed and approved by the Human Resources
Department.
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v/
PERSONNEL POLICY MANUAL POLICY 201 PAGE 3 OF3

SUBJECT APPROVED BY OMNITRANS

BOARD OF DIRECTORS
Personnel Requisition and Recruitment
DATE: May 5, 2004

. In all cases, personnel interviews will be conducted by the Human Resources
Department and the hiring department.

. Professional references and background checks will be requested for all
applicants. Work references dating back ten (I0) years will be investigated by
the Human Resources Department.

. Former employees who have left the Agency in good standing may be re-
employed. However, previous periods of employment will not be included when
determining seniority, but time may be used toward retirement if contributions
were not withdrawn or are redeposited with interest.

. Methods/sources used to announce and fill open positions:

1. Internal Postings.

2. Advertising - newspaper advertisements will be inserted by the Human
Resources Department in both classified and other business sections of
appropriate newspapers.

3. Schools - vacancies will be listed with both commercial and academic
schools.

4. Agencies - nonprofit and state agencies will be consulted by the Human
Resources Department and all available openings will be listed with such
agencies.

5. Job Hotline (public)

6. Website (public)

7. Kiosks (internal).

Page 37

Exhibit 6




Exhibit 7

v/
PERSONNEL POLICY MANUAL POLICY 202~ PAGE 1 OF2

SUBJECT APPROVED BY OMNITRANS
BOARD OF DIRECTORS

Employment/Eligibility List
DATE: May 5, 2004

l. Purpose
To state Omnitrans policy on the use of employment/eligibility lists.
II. Scope
All Departments
[ll. Procedure
A. Employment Lists: As soon as possible after completion of a selection process,
the Director of Human Resources prepares and keeps available an employment
list consisting of the names of applicants who qualified during the selection
process. The qualified applicants will be listed according to the ranking

established at the completion of the selection process. Whenever identical
ratings are achieved, names are arranged in order of the application date.

B. Duration of Lists: Promotional employment lists remain in effect for up to one
year, unless exhausted, and may be extended or terminated prior to their
expiration date, by action of the Director of Human Resources, but in nho event
does such a list remain in effect for more than one (1) year. Open employment
lists created as a result of the selection process remain in effect for not more
than one year. Employment lists may be declared null and void by the Director
of Human Resources when deemed necessary in the best interest of Omnitrans.

C. Layoff Re-employment List: The names of regular employees who have been
laid off are placed on appropriate re-employment lists in the order of their
classification seniority. Such names remain thereon for a period of one year
unless such persons are re-employed sooner. When a layoff re-employment list
is to be used to fill vacancies, the Director of Human Resources certifies from
the top of such list the number of names equal to the number of vacancies to be
filled, and the appointing authority may appoint such qualified persons to fill the
vacancies.

D. Removal of Names: Names are removed from any eligible list after appointment,
or at the end of the eligibility period. Names are removed from the promotional
eligible lists upon termination of the employee's services or upon granting a
leave of absence without right to return to the job. The Director of Human
Resources may remove names of any person:

1. Who is not offered an appointment after two (2) selection interviews;

2. Who fails to appear for any job interview;
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///4

OMNITRANS

PERSONNEL PoLicy MANUAL POLICY 202 PAGE 2 OF2

SUBJECT APPROVED BY OMNITRANS
BOARD OF DIRECTORS

Employment/Eligibility List
DATE: May 5, 2004

3. Who has failed to answer an availability inquiry or keep the Human
Resources Department informed of a current address;

4. Whose reasons for waiving interview or appointment are not satisfactory;

5. Who has demonstrated unsatisfactory work performance in a similar position
while employed with Omnitrans;

6. For whom valid departmental objection has been filed by the Appointing
Authority;

7. Who has demonstrated loss of skill or ability;

8. Who fails to meet minimum requirements, or who has falsified the application
or for any valid cause relating to an applicant's character and ability to
perform satisfactorily on the job;

9. Who has failed to comply with conditions of employment as an Omnitrans
employee; or

10.Who has violated Omnitrans Code of Ethics or other provisions of these
Rules; All persons whose names are removed from the eligible list for cause
shall be so notified in writing except for persons removed pursuant to
paragraph 1, 2, or 3.

E. Restoration to Eligible Lists: The Director of Human Resources at his/her
discretion may restore the names of persons to the eligible list by renewing or
reactivating their eligibility.

F. Inactive Status: Applicants whose names are on the eligible list may request
inactive status and their names shall be removed from the active eligible list.
Upon natification, such names may be restored by the Director of Human
Resources to the active eligible list for the remaining period of eligibility.
Eligibility shall not be extended by reason of such inactivity.
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///4

OMNITRANS

PERSONNEL PoLicy MANUAL POLICY 210 PAGE 1 OF2

SUBJECT APPROVED BY OMNITRANS
BOARD OF DIRECTORS

Appointment to Open Positions
DATE: May 5, 2004

. Purpose
To state Omnitrans policy on appointments to vacant positions.
II. Scope
All Departments
[ll. Procedure
A. Appointments: Vacant positions in Omnitrans service are filled in accordance

with these Personnel policies. Appointments and promotions are based on
merit and fitness to be determined by the selection process.

B. Appointing Authority: Appointment of all Department Directors is made by the
CEO/General Manager. Department Directors or their designee are the
Appointing Authority for their respective departments.

C. Types of Appointments: All vacancies in Omnitrans are filled either by
promotion, re-call, transfer, demotion, or from recruitments conducted by the
Human Resources Department.

D. Notice to Director of Human Resources: Whenever a vacancy in Omnitrans is to
be filled, the appointing authority notifies the Director of Human Resources. The
Director of Human Resources advises the appointing authority as to the
availability of employees for recall, requested transfers, or demotion, and
candidates, if any, on an eligibility list.

E. Order of Certification: Whenever certification is to be made, the eligibility lists, if
each exists, are used in the following order: Layoff list, promotional list, open-
competitive list. Whenever there are fewer than five names on a promotional
list or an open-competitive list the appointing authority may make an
appointment from among such eligibles or may request the Human Resources
Department to hold a new examination and establish a new eligibility list.

F. Reqgular Appointment: After interview, the appointing authority makes the
selection of candidates and immediately notifies the Director of Human
Resources of the person or persons selected. The Director of Human
Resources or designated staff member notifies the individual selected and if the
applicant accepts the appointment, successfully completes
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/1/4
PERSONNEL PoLicY MANUAL POLICY 210 PAGE 2 OF2
SUBJECT APPROVED BY OMNITRANS
BOARD OF DIRECTORS
Appointment to Open Positions
DATE: May 5, 2004

post-selection exams and reference checks, obtains required permits, and
presents themselves for duty within such a prescribed period of time they are
considered to be appointed; otherwise, they are considered to have declined
the appointment. No appointment to a classification or position results in
Regular status until successful completion of the established probationary
period for the classification.

G. Temporary Appointment: On the recommendation of the appointing authority,

and the Director of Human Resources, and upon approval by the CEO/General
Manager, an employee may be hired as a temporary appointment. Such
appointments are utilized only with consideration to the needs of Omnitrans and
its service requirements. Such appointments shall not be for a term greater
than a cumulative six (6) month period in any one fiscal year. Employees
appointed under this provision will be compensated at the hourly wage
established for the position and will not receive any employee benefits. Time
served under a temporary appointment may not be counted as time served for
the purposes of the probationary period unless the full-time appointment
becomes effective at the expiration of the temporary appointment.

. Emergency Appointment: To meet the immediate requirements of an
emergency condition, such as extraordinary fire, flood or earthquake, which
threatens public life or property, the CEO/General Manager, or their designee
may employ such persons as may be needed for the duration of the emergency
without regard to the personnel rules affecting appointments. Such
appointments will be reported to the Human Resources Department.
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Exhibit 9

Work Force Analysis

Cminitrans
Department: ADMINISTRATION &/092011
= @
o z = &
Toll | Tota 2 F ] B i E 2 é
Job TRie EEDQ | Wage Range Emps Min = = m o ¥ o =
ADMIKIZSTRATIVE SECRETARY 5 B 1 Male
Famale 1
AZZISTANT TO THE CEQIGM 5 5 1 Male
Famale
CIRECTOR OF INTERNAL AUDIT 1 2 1 Male
SERVICES Female
CHIEF FINANCIAL OFFICER 1 1 Male
Female
Chle? Executive CMlicer 1 contr 1 kale
Famale
Dapartmant Total 3 2 Male D [x} i
% of Toral 40.00 | % of Toral 59 a3 o0
Female 2 0 0 0
% of Torai a0 .60
Wage range 13 ascording to levels in Folicy 402 tn the Perzerme] Poltoy Mannal (Fxfubir 3. Reproserted emploves wages reflected im applicable MOD: (Erlubies T and 21
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Exhibit 9

Work Force Analysis

omnltrans
Department: FINANCE 054090201 1
! &
= ] x 5
Tol | Tots 8 - & i g £ 2 $
Job TEle SED | WapsRange | Emps Win = = @ - ¥ Z =
ACCOUMNTING CLERE g 16.51 2 1 Male
Tamale 2 1
ADMIKISTRATIVE CLERK - FIN 5 16.5 1 Male
Female 1 1
PAYROLL TECHKICIAN 5 E 2 Male
Famazle 2 L 1
ACCOUNTAMT 2 £ 2 2 Male 2 z
Tamale
SR. FINANCIAL ANALYST 2 5 z 1 Male
Famazle 2 L 1
TREASURY MANAGER 1 3 1 1 Male 1 1
Tamale
ACCOUNTING MANAGER 1 S 1 1 Male
“amale 1 1
DIRECTOR OF FINANCE 1 2 1 1 Male 1 1
Famale
Daparimant Total 12 9 Male 4 o 2 o . ] o
™% of Torai T %% of Torai 33.33 ) T8.87 .ag 18.07 a0 oo Nee)
Female 8 3 O 3 3 o o 1
% of Torai [ =X 2600 e 2E.00 TA.87 Nl oo Nee)

Wage range 5 ascording to fevels in Policy 402 i e Perssrmel Policy Manual (Felubie 31 Represented employee wages reflected ir gpplicable MOUs (Frlubdes T and 21

35302012 Fags 43



Exhibit 9

Work Force Analysis

Cminitrans.
Department: HUMAN RESOURCES OE/D2201 1
0 a
' z - 5
Tolz Tols a2 £ B B & 2 é
Job THe EEQ | WapeRange | Emps in = = m £ ¥ z - =
HUMAMN RESOURCES CLERK 5 £ 2 2 Klale
Famae 2 z
HUKMAN RESOURCES ASSISTANT ] E 2 i klale
Famae 2 1 1
HUKAM RESCURCES AMALYST 2 E 1 Klale
Female 1
HUMAN RESOURCES SPECIALIST 2 E 1 Klale
Female 1
HUMAMN RESOURCES LEAVE 2 g 1 Klale
ADMINISTRATCR Female 1
EMPLOYEE RELATIHONS 1 3 1 i Klale 1 1
MAMAGER Famale
DIRECTOR OF HUMAM 1 z 1 klale
RESOURCES Famals i
Dapartmant Todal 9 4 [EEI] 1 o o D o o
% of Torai dd. 44| % or Tofai .11 .oa .o 1147 og ag ag oo
Female 8 5 D 3 0 a o 0
% of Total 2880 5558 .00 33.3% i o) o0 e

bty §amd I)

Wage ranpe 1y ascoraing to levels in Folicy 402 in the Fersorme! Poliop Marnal (Beiuber 3. Represermted emploves wages reflected in gpplicable MO
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Exhibit 9

Work Force Analysis

Cmanltrans
Department: INFORMATION TECHNOLOGY SV 0519217
° &
. x = 5
Tol | Tots i 2 3 § g ¥ 5
Job TRl SEQ | wageRange | emps in = = m - ¥ Z - =
APPLICATION DEVELOPER 2 5 3 2 Male 3 2
Female
WEB DESIGMNER 2 5 1 f Kale 1 1
Female
DATABASE ADMIMISTRATOR 2 4 1 L Male 1 1
Famale
DIRECTOR OF INFORMATION 1 2 1 1 Kale 1 1
TECHHOLOGY Famale
Daparimant Total & 3 Male [ 1 ] o 5 D 1] 0
% of Toral LER:ER TS T 100.00 18,87 .00 oo 5233 .ag o0 B0
Female 0 o D a 0 o o 0
% of Tori .09 il .00 .09 .00 .60 i o)

Wage range &5 ascording to fevels in Policy 402 in the Persormel Policy Mannal (Exfubir 31, Represented emploves wages reflected in applicatle MOLs (Eclubies T and 21

05302012 Fags 45



Department: MAINTEMANCE

Work Force Analysis

Exhibit 9

Cmnltrans

DEM92011

o a
R k] = 5
Tol | Tat i 2 3 B i £ g :
Job T ZEQ | Wags Range Emps Min L] = m o ¥ - -
JUTILITY SERVICE WORKER 3| 12.02-1807 15 14 Male 15 3 10 1
Female
TIRE REPAIR WORKER TA 3.TE-13.43 2 2 Male 2 2
Female
CUSTODIAMN -] 457 - 1570 3 3 Male 2 1 1
Female 1 1
MANTENAMCE CLERK - ] 287 1 Male 1 1
ADMINIETRATION Famisle
MANTENAMCE CLERK - 3HOR ] 5.57 1 Male
Female 1 1
MECHANIC HELPER T | 16.52- 2055 13 o Male 14 g 2 g
Female 1 1
FLEET ANALYST I 3 E 2 Male
Female 2 2
EQUIPMENT MECHAMNIC TA | 13.92-2530 R 33 Male ] g 3 26 4
Female
SUILDING MAINTERANCE TA | 23.51-2530 5 2 Male B 2 i 1
MECHANIC Famale
SO0Y AND PAINT WORKER TH 23.30 2 Male 2 1
Female
SHIFT SUPERVISCR 1 g 0 2 Male 9 T 2
Female 1
FACILITY SUPERVISOR 1 g 1 Male 1
Female
Conitnued. .,
Wage ramge 5 ascoraing to levels tn Policy 402 tm the Personmel Policy Mannal (Frlubir 31, Represented emplopee wages reflected in gppilicable MOUs (Behibits T amd 21
05302012
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Exhibit 9

Work Force Analysis

omnlirans
Department: MAINTEMAMCE 05092011
0 a
= & = £
Toi | Totm 2 i F i g | g 5
Job THie EED | WageRange | Emps sin = = m L4 ¥ = =
TECHMICAL SERVICES MANAGER 1 4 1 Male 1
Famale
MAMTEMANCE MANAGER 1 kS 2 1 Male 2 1 1
Famale
FACILITY MAMAGER 1 3 1 Male 1
Female
TIRECTOR OF MAINTEMANCE 1 2 1 Male 1
Famale
Dapartmant Total 101 B9 ale =5} 3 10 50 B D 1] |
% of Torai G052 | & arTarar fa.og [ 4050 Epa A0 oo Nl
Femalz B 3 1 1 1 i i 0
% of Totai £0d 287 e £ 5 i) gag o2

Wage range 15 according to levels in Policy 402 in the Fersoamel Policy Mannal (Exiubis 3}, Represented emploves wages reflected in goplioable MOT
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Department: MARKETING

Work Force Analysis

Exhibit 9

Omnltrans

DEM9/2011

= a
— kol ' =
Toll | Tota 2 F- ] # g £ g é
Job THie EED | Wage Range Emps Min = = m T ¥ o =

MARKETING DELIWVERY CLERK ] 12.33 1 Kale
-part fime Female 1 1
MAINTEMAMCE WORKER TA 1292 - 17.36 ] 4 Kale ] 2 4

Female
NFCRMATICN CLERK G | 14.20- 1557 5 5 Male 1 1

Female 4 1 3
RECEPTIONIST ] 15.57 2 2 Male

Female 2 2
NFORMATICN CLERK-par time ] 5.7E 1 ale

Female 1 1
MARKETING CLERK ] 16.5 1 Kale

Female 1 1
MARKETIMG SPECIALIST 2 T 2 Kale

Female 2 2
SALES SUPERVISOR 1 E 1 Male

Female 1 1
CUSTOMER SERVICES 1 E 1 Male
SUPERVIGOR Famale 1 1
STOPS AMD STATIONZ 1 E 1 ale 1
SUPERVISOR Famale
COMMUNITY CUTREACH 2 5 1 Kale
SPECIALIST Famale q 1
DIRECTOR OF MARKETING 1 2 1 Kale

Female 1

Wage range 15 according to fevels in Folicy 402 i the Farsarme! Padiop Mannal (eludir 5}, Reproserted emploves wages

033072012

refected i appiicable MOUT (Exdubitr § amd 21
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Exhibit 9

Work Force Analysis

Cminitrains
080972011

Department: MARKETING

- L
x = - i C
Tol | Tof 2 i ] i g £ £ é
Job TRie SEQ | Wags Range Emps s = - m i ¥ L F =
Departmant Total 23 17 Iale ] 3 ] 5 D 1] 0
% of Torai TLA | % of Torar 34.78 13.04 .00 21.74 oo oo oo ]
Female 15 3 1 8 o ] 1] 0
& gf Toral 55,22 13.04 4.35 47.83 .00 .09 oo .00

Wage range 15 according to levels in Policy 402 in the Perssrmel Policy Manwal (Fxhubis 3}, Represerted emplovee wages reflected in applicatle MOUs (Exhibits T awd 2)
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Exhibit 9

Work Force Analysis

Cminitrans
Department: OPERATIONS DE/9/2011
o &
o ] = k4
Tol | Tots 8 - 3 B 8 £ g §
Job TEle EEQ | WageRange | Emps Min = = m L ¥ z =
COACH OPERATOR 7 12.25-20.72 am 306 Kale 234 53 a3 75 -] 1
Female 167 47 &2 40 1 2
CLERICAL HELPER 5] 12.33 1 L Male
Female 1 1
PARATRAMEIT ELIGISILITY 5] 3.73 2 Male
TECHNICIAM Famale 2 1 1
ADMIKISTRATIVE CLERK - OFS L] 6.51 2 Male
Female 2 1 1
SENICR SECRETARY - 5 E 1 Male
QPERATIONS Famale 1
DIZPATCHER 2 T ] 1 Male 5 4 1
Female 1 i
FIELD SUPERWISOR 1 E 5 5 Male 12 B 3 1
Female 3 2 1
FLEET SAFETY AND TRAIKIMNG 2 E ] ] Klale 4 3 1
MNETRUCTOR Female 2 2
APPLICATIONS SPECIALIST- OFS 2 B 1 i Male 1 1
Female
QOFERATHONS SERVICES 1 E 1 Male 1
SUPERVISOR Famae
QPERATIONS ANALYET 2 E 2 1 Male 1 1
Female 1 i
AZZISTANT TRANSPORTATION 1 1 2 2 Male 1 1
MAMAGER Famale " "

Cromtinued ..

Wage range 15 according to fevels in Policy 402 m the Perssrmel Palicy Manna! (Exiubis 3. Represented employvee wages reflecred i gpplicable MOUTs (Eciubies T and 21
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Department: OPERATIONS

Work Force Analysis

Omnitrans

DEAISr2011

k] a
o z - 5
Tol | Toim i - 3 B i £ ] 6
Job TEle EEC | WageRange | emps sin = = m L ¥ = [
DISPATCH SUPERVIZOR 1 L] 1 Mlale 1
Famale
TRANSPORTATION MANAGER 1 3 1 Klale 1
Famale
TRAMNSPORTATION MANAGER - 1 3 1 Klale 1
EV Famale
DIRECTOR OF QPERATIONS 1 2 1 lale 1
Famale
Daparimant Total 244 322 Male 263 73 104 TE 7 1} 0
% of Toraf TLEZ| % orTofai 60.23 18,44 542 17.57 1.50 23 og ]
Female 181 49 36 42 1 1 o 2
% o7 Toral 40.77 11.04 19.37 o.d8 23 23 og AE

Wage ramge 13 according to fevels in FPolicy 402 in the Fersormel Policy Mannal (Exiubir 3}, Represented empiloves wages regflected in gpplicable MO s

ehubies § and 2.
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Exhibit 9

Work Force Analysis

Cminitrans
Department: PLANNING DE/092011
= &
' z v 5
Tolal | Tots 2 i B # i E 2 é
Job TRl SEO | WagzRange | Emps win = = m - ¥ Z -
ADMIN SECRETARY-PLANMING 5 E 1 1 Male
Female 1 1
TRANSIT PLAMMER 2 7 1 Male 1
Female
PLANKING PROJECT MAKAGER 2 S 1 Male
Female 1
TRAMEIT PLANMNER I 2 5 1 1 Male
Female 1 1
Planning & Scheduling Managsr 1 3 1 Male 1
Female
DIRECTOR OF PLAMMING & 1 2 1 1 Male 1 1
DEVELOPMEMT SVCS Female
Departmant Total G 3 Male 3 2 ] D D [x} o
%% of Torar E0.00 %% of Tofai BO.00 3233 e ag 16.87 ag on Nl
Female 3 1 D 2 g 0 o o
% of Torai &£0.00 1a.87 o] 33.3% [rj] el oF el

Wage range v according to levels in Policy 402 in the Persorme] Policy Manual (Exhibir 3}, Represerted employee wages reflected in gpplicable MOUs (Exiubies T and 21

053072012 Fags 52



Exhibit 9

Work Force Analysis

Cmnlitrans
Department: PROCUREMENT DE/DS2011
° i
= & = 5
Tolal | Tota 2 i ] & & 5 g é
Job TR ZEC | wagzRange | Emps Min = = m T ' = -
ADMIKISTRATIVE CLERK - ] 13.72 - 16.51 2 1 Male
PROCUREMENT Female 2 i
PARTS CLERK L] 13.73 - 1631 0 5 Male k) 4 1 4
Female 1
WARRANTY COORDINATOR 5 E 1 Male
Female 1
COMTRACTS SPECIALIST 2 E 1 Male
Female 1
MATERIALS SURPERVISOR 2 E 1 Male 1
Female
SEMIOR BUYER 1 5 1 Male 1
Female
SR COMTRACTS SPECIALIST 1 4 2 i Mlale
Female 2 1 1
DIRECTOR OF PROCUREMENT 1 2 1 Male
Female 1
Dapartmant Total 19 T Male b & 1 4 D D o o
% of Toral 084 & prTanal 57.08 ERR 5.2 21.08 00 .op 00 ¥l
Female 8 3] i a 0 a u] 0
% of Totai #£2. 11 3160 T0.83 N G el ad el

futirs § and 2).

Wage range 13 according to levels in Folicy 402 in the Fersorme! Policy Manual (Bclubis 3. Represented employes wages reflected in gppiicable MO
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Department: SAFETY AND SECURITY

Work Force Analysis

Cmnitrans

DES2011

o &
I z = 5
Tolal | Tota 2 i B # i E 2 é
Job TEle SEQ | Wags Range Emps Min = = ] E 4 ¥ B =
LOSS PREVENTION & SECURITY 1 E 1 Male 1
SUPERVISOR Female
SAFETY & REG COMPLIANCE 2 ] 2 Male
SPECIALIST Female 3 1
COMSTRUCTION SAFETY 1 4 1 kale 1
MANAGER Famale
DIRECTOR OF SAFETY & REG 1 2 1 Kale 1 1
COMPL Female
Dapartmant Total 2 Male 3 2 a D D ] i
% of Torai 40.00 | % of Tarai B0 00 40,00 el 2000 aa -ag ag sl
Female 2 1 o 1 o a o 0
% of Totai 45.02 2000 el 2. 50 Nein Hee) ag Hrie)
Wage range 13 according to levels in Folicy 402 in the Fersormel Policy Mannal (Exiubir 3}, Represented empiloves wages reflected in gpplicable MOU s (Exiubits § and 21
05302012
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Exhibit 9

Work Force Analysis

Cminitrans
Department: SBX 050202011
O a
' z - 5
Tol@ | Toi 2 z F i i £ 2 §
Job TEle EED | WagzRange | Emps Min = = m L4 K = -
DOCUMENT COMTROL AMALY ST 2 T 1 i Kale
Female 1 1
PROJECT AMALYST 2 E 1 Kale 1
Famale
Qualty Assurance Manager 1 3 1 i Kale 1 1
Female
PUBLIC RELATIONS SFECIALIST 2 4 1 1 Klzle 1 1
Female
PROJECT CONTROL MAMAGER 1 3 1 i ale 1 1
Female
PLANMING MGR-CAPITAL 1 ] 1 1 Kale 1 1
PROJECTS Female
PROGRAM MAMNAGER 1 i 1 L Plale 1 1
Famale
Daparimant Total 7 & Male [ 1 1 D 4 D o o
% of Tofaf 0871 | % of Tomi BE.TH 14.20 14,20 .on 5714 . 0o .00
Femalz 1 o ; I 0 1 o a
% of Total 14.20 oo L] .00 .00 .09 0o .00
Facliity Total 6537 248 Kale 403 11E 113 140 25 1 a 0
% o Torai TEOZ | &g orTara 83.37 18.52 10.58 2108 2p2 .18 o0 e
Femalz 234 73 at &3 4 1 i} 2
% of Total 0.7 11.40 14.20 o.o0 a3 .18 0o 31

Wage range 13 according to levels in Policy 402 in the Fersormel Policy Mannal (Exiubir i), Represented emplovee wages reflected in gpplicable MOUs (Exlubies T and 21

0R302012 Fags
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Work Force Analysis Summary

Cirpnitrans
OBME20H

Total Min Tota White Black Hizp Asian Amind NHOR Two=

Diepaniment Total & % £ % O#F % # % # % # ; # o # W% & %
ADMINISTRATION ] 2 4000| Mae 3 E0.00 1 2000 1 2000 1 2000 0 0oo 0 o000 000 0 0.00
Female 2 40.00 2 4000 0 000 0 000 0 0oo 0 000 0 000 0 000
FIMANCE 12 2 7a00| Mae 4 3133 0 oo 2 1667 0 oo 2 1667 0 o000 000 0 0.00
Female E EE.ET 3 2500 0 000 3 2500 2 1667 0 000 0 000 0 000
HUBASM RESOURCES a 4 4444| Mae 1 1111 0 oo 0 000 1 1111 0 000 0 oo0 0 000 0 0.00
Female £ BE.E9 5 5556 0 000 3 3233 0 000 0 000 0 000 0 000
IMFORMATION TECHMOLOGY SV ] 5 33133| Mae £ 100.00 1 1E67 o0 000 0 o000 5 5333 0 Qo0 0 000 0 000
Female 0 000 0o 0 000 0 060 0000 0 000 0 000 0 000
MAINTEMAMCE im £2 6232 Mae 05 S406 28 2871 10 890 50 4950 f 594 0 oo0 g 000 0 0.00
Female 6 594 3 zar 1 099 1 0399 1 a9 0 000 0 000 0 000
MARKETING 23 17 72.91| Mae E 3478 3 1304 o0 000 5 2174 0 000 0 Qo0 0 000 0 000
Femae| 15 £5.22 3 1504 1 435 11 4783 0000 0 000 0 000 0 000
OPERATIONS 424|322 2P| Mae | 263 SAE3 T3 1644 14 23427 TR ST T 158 1 023 0 040 0 000
Femae| 181 4077 48 1104 85 1537 &2 946 1 023 1 023 0 000 2 045
PLAMMING ] 3 5000| Mae 3 50.00 2 3337 0 000 0 o 1 1667 0 000 g 000 0 0.00
Female 3 50.00 1 1667 0 000 2 3233 0 000 0 000 0 000 0 000
PROCUREMENT 19 7 36.84| Mae 11 57.59 8 31.58 1 528 4 2105 0 000 0 Qo0 0 000 0 000
Female § 4211 8 31.58 Z 1053 0 060 0000 0 000 0 000 0 000
SAFETY AND SECURITY 5 2 4000| Mae 3 E0.00 2 4000 o0 000 1 2000 0 000 0 Qo0 0 000 0 000
Female Z 40,00 1 2000 0 000 1 2000 0000 0 000 0 000 0 000
SEX 7 8 as7i| Mae 6 8571 1 1429 1 1429 0 000 4 5714 0 o060 0 000 0 0.00
Female 1 {4.29 0o 1 1429 0 060 0000 0 000 0 000 0 000
Facility Total | 837 448 7002 Wmae | 403 6327 113 1852 110 1868 140 2198 25 382 1 018 0 000 0 000
% of Total Femae| 234 3573 73 1446 91 1429 B3 989 4 063 1 018 0 000 oo

Wage range it according to levels i Policy 407 v the Persommel Policy Minual (Exfibir 3). Represened evployes wages rgflecred in applicable MOL™s (Echibits J amd 28
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Exhibit 10

Job Groups, EEO Codes, and Census Occupations
Assigned to Job Titles

Omnitrans  06/09/2011

Sorted by Job Title



Job Groups, EEO Codes, and Census Occupations
Assigned to Job Titles

Sorted by Job Title Crrnitrans
DE/DE2011
Job Tite Job Group UE% Census Cocupation
ACCOUNTANT N Professicnals 2 080 Accountants and Auditors
ACCOUNTING CLERK 058 Clerical Support (Uinion) i 512 Bookkeeping/Accounting'Suditing Cler
ACCOUNTING MANAGER B Managemsnt 1 012 Financial Managers
ADMIN SECRETARY-PLANNNG 054  Clerical Support 5 570 Secretaries and Adminisirative Assis
ADMINISTRATIVE CLERK - FIN 058 Clerical Support {Linicn) i Bad Office Clerks, General
ADMIMISTRATIVE CLERK - OPS D58 Clerical Support {Linion) i 828 Office Clerks, General
ADMIMISTRATIVE CLERK - PROCUREMENT D58 Clerical Support {Union) i 513 Procurement Clerks
ADMIMETRATIVE SECRETARY 054 Clerical Support 5 570 Secretaries and Administrative Assis
APPLICATION DEVELOPER N Professicnals 2 100 Computer Scientists and Systems Anal
APPLICATIONS SPECIALIST- OPS A Professicnals 2 110 Mebwork! Computer Systems Adminisira
ASSISTANT TO THE CEC/GM M Professicnals 5 570 Secretaries and Administrative Assis
ASSISTANT TRANSPORTATION MAMNAGER B Management 1 018 Transporiation!Storage/Distrivution
BODY AND PAINT WORKER 078  Skiled Maintenance TA 713 Automotive Body and Related Repainer
BUILDING MAINTENANCE MECHAMIC 078  Skiled Maintenance TA T34 Maintenance and Repar Workers, Gene
CHIEF FINAMNCIAL OFFICER D14 Sr. Management 1 D01 Chief Executives
CLERICAL HELPER 058 Clerical Support {Union) g B2d  Office Clerks, General
COACH OPERATOR 7B Operators T B12 Bus Drwers
COMMUNITY OUTREACH SPECIALIST M Professionals 2 282 Pubfc Relations Speciaists
CONSTRUCTION SAFETY MANAGER 0B Management 1 022 Constuction Managers
CONTRACTS SPECIALIST 2 Professicna's 2 D53 Purch Agnis Excpt WhislRetail Fam
CUSTODIAN B0 Service Workers a 422 Janitors and Buiding Cleaners
CUSTOMER SERVICES SUPERVISOR DIC  Supervisors 1 008 Pubiic Relations Managers
Chisf Executive Officer o1& Sr. Management 1 D01 Chief Executives
DATABASE ADMIMNISTRATOR M Professicnals 2 108 Datsbase Adminisirators
DIRECTOR OF FINANCE & Sr. Management 1 012 Financial Managers
DIRECTOR OF HUMAMN RESOURCES D& Sr. Management 1 013 Hurman Resources Manapers
DIRECTOR OF INFORMATION TECHNOLOGY D14 Er. Management 1 D011 Cormputerinformation Systems Manager
DIRECTOR OF INTERMAL ALDIT SERVICES D14 Sr. Management 1 010 Administrative Services Managers

Exhibit 10
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Job Groups, EEO Codes, and Census Occupations
Assigned to Job Titles

Sorted by Job Title

Exhibit 10

Cronitrans
DEDe2011

Job Tite

Job Group

Ed

Census Cooupation

DIRECTOR OF MAINTENANCE

DIRECTOR OF MARKETING

DIRECTCR OF OPERATIONS

DIRECTOR OF PLANNING & DEVELOPMENT
SVCE

DIRECTOR OF PROCUREMENT

DIRECTOR OF SAFETY & REG COMPL
DISPATCH SUFERVISOR

DISPATCHER

DOCUMENT CONTROL ANALYST
EMPLOYEE RELATIONS MANAGER
EQUIFMENT MECHANIC

FACILITY MANAGER

FACILITY SUPERVISOR

FIELD SUFERVISCR

FLEET AMALYST |

FLEET SAFETY AND TRAMNING INSTRUCTOR
HUMAN RESOURCES AMALYST

HUMAN RESOURCES ASSISTANT

HUMAN RESOURCES CLERK

HUMAN RESOURCES LEAVE ADMMISTRATOR
HUMAN RESOURCES SPECIALIST
INFORMATION CLERK

INFORMATICN CLERK-part time

LOSS PREVENTION & SECURITY SUPERVISD
MAINTENANCE CLERK - ADMINISTRATION
MAINTENANCE CLERK - SHOP
MAINTENANCE MANAGER

MAINTENANCE WORKER

Zr. Management

Zr. Management

Zr. Management

Sr. Management

Zr. Management

Zr. Management
Supervisors
Professicna’s
Professiona’s
Management

Skiled Maintenance
Management
Supervisors
Supervisors

Clerical Support
Professiona’s
Professiona’s

Clerical Support
Clerical Support
Professicna’s
Professicna’s

Clerical Support (Linion)
Clerical Support (Linion)
Supervisors

Clerical Support {Linion)
Clerical Support (Linion)
Mamagement

Skifled Maintenancs

1

th h k3 B3 R = s

B = T = "R . PR = " S T ]

=1
=

om
013
|
M3
700
BlO
122
Da2

Da2

General and Operations Managers
Marketing and Sales Manapgers
General and Operations Managers
Managers, Al Ciher

Purchasing Manapers

Managers, Al Ciher

Di=patchers

Dispatchers

Manaperment Analys:s

Hurman Resources Managers
BusTruck Mech and Diesel Engine Spo
Managers, Al Ciher

Frst-Line Spuhgr Mechinsta®Repai
Spys Transport/Materal Moving Worke
Ciperatiens Research Analysis
HRTraining/Labor Relatons Special
HRTraining/Labor Relations Special
HR Assis, Excpt Payroll and Timekeep
COiffice Clerks, General
HRTraining/Labor Relations Special
HRTraining/Labor Relations Special
Rizcepbionists and Information Clerks
Rizcepbonists and Information Clerks
Spurs, Protect Snv Workers, Al Cihe
COiffice Clerks, General

COiffice Clerks, General

Frst-Line Spuhgr MechinstaFepai
Maintenance and Repar Workers, Gene
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Job Groups, EEO Codes, and Census Occupations
Assigned to Job Titles

Sorted by Job Title

Crrnitrans
DEDS2011

Job Tite

Job Group

Census Coocupation

MARKETING CLERK

MARKETING DELIVERY CLERK -part time
MARKETING SPECIALIST

MATERIALS SUPERVISOR

MECHAMIC HELFER

CFERATIOMNS ANALYST

OPERATIONS SERVICES SUPERVISOR
PARATRANSIT ELIGIBILITY TECHMICIAN
PARTS CLERK

PAYROLL TECHMICIAN

PLANMNING MGR-CAPITAL PROJECTS
PLANMING PROJECT MAMAGER
PROGRAM MAMAGER

PROJECT ANALYST

PROJECT CONTROL MAMAGER

PUBLIC RELATIONS SPECIALIST
Flanning & Scheduing Manager

Cuality Assurance Manager
RECEPTIOMIST

SAFETY & REG COMPLIAMNCE SPECIALIST
SALES SUPERMISOR

EMICR BLUYER

EMICR SECRETARY - OPERATIONS
SHIFT SUPERVIZOR

SR CONTRACTS SPECIALIST

SR, FINANCIAL AMALYST

STOPS AND STATIONS SUPERVISO
TECHMICAL SERVICES MANAGER

oow

Clerical Support {Linion)
Clerical Support {Linion)
Professicna’s
Supervisors

Skled Maintenanos
Professicna’s
Supervisors

Clerical Support {Linion)
Clerical Support {Linion)
Clerical Support
Managemsnt
Professicna’s

Zr. Management
Professicnals
Management
Professicna’s
Managemsnt
Managemsnt

Clerical Support {Linion)
Professicna’s
Supervisors
Professicna’s

Clerical Support
Supervisors
Professicna’s
Professicna’s
Supervisors

Management

o

th o O == k3

N = = kI 0 = = kI = k) = k) =

T X

588
-l
181

282
M43
022
£40
143
D05
053
570
700
053

o0
DE2

Office Clerks, General

Office Clerks, General

Market and Survey Resesarchers
Purch Agnts Excpt WhislRetail Farm
Helpers—InstallMairntRepair Worker
Ciperations Research Analysts
First-Line Spwdgr Prod/Coerating Wr
Office Clerks, General

Stock Clerks and Order Fillers

Payro’| and Timekesping Clerks
Engneenng Managers

\Urban and Regional Flanners
Managers, Al Crher

Management Analys:s

Managers, Al Crher

Pubic Relations Speciaists
Managers, Al Ciher

Constuction Managers
Recepbionists and Information Clerks
ndust Engs, Including Health and Sa
Marketing and Sales Managers
Purch Agnts Excpt WhislRetail Farm
Secretaries and Administrative Assis
Frat-Line Spuwigr Mech/insta’ Repai
Purch Agnts Excpt WhislRetail Farm
Fmancial Analysts

Frst-Line Spuhgr Mech/nstal Repai
HRTraining/Labor Relations Special

Exhibit 10
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Job Groups, EEO Codes, and Census Occupations
Assigned to Job Titles

Sorted by Job Title

Cronitrans
DE0e2011

Job Title

Job Group

Census Cocupation

TIRE REPAIR WORKER

TRANSIT FLANNER |

TRANSIT FLANNER I
TRANSPORTATION MANAGER
TRANSPORTATION MAMAGER - EV
TREASURY MANAGER

UTILITY SERVICE WORKER
WARRANTY COORDINATOR

WEE DESIGHMER

O7A

=
0B
=

D54

Skiled Maintenance
“rofessiona’s
“rofessiona’s
Management
Management
Management
Service Workers
Clerical Support

Professiona’s

BE1
=T

100

Butomotive Body and Related Repsiner
\Urban and Regional Flanners

Urban and Regional Planners
Transporiation' Siorage Distributon
Transporiation Siorage Distributon
Financial Managers

Cleansrs of Vehicles and Equipment
COther Professional Workers

Computer Scentists and Systems Anal

Exhibit 10
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Exhibit 11

Job Group Analysis

Omnitrans  06/09/2011

05302012



Job Group Analysis

Job Group: 01A Sr. Management uﬁg‘;‘gf
Joio Title Department Wage Range Total Female in Black Hsp Asizn Amind  MHOPl  Twos
DIRECTOR OF FINAMCE FINAMCE 2 1
DIRECTOR OF SAFETY & REG SAFETY AMD SECURITY 2 1
COMPL
DIRECTOR OF MARKETING MARKETING 2 1
DIRECTOR OF INTERWAL AUDIT ADMINISTRATION 2 1
SERVICES
DIRECTOR OF HUMAN RESOURCES | HUMAN RESCURCES 2 1
DIRECTOR OF MAINTEMAMNCE MANTEMAMCE 2
DIRECTOR OF INFORMATION INFORMATION 2 1
TECHNOLOGY TECHNOLOGY 5V
DIRECTOR OF PROCUREMENT PROCUREMENT 2 1
DIRECTOR OF OPERATIONS OPERATIONS 2
PROGRAM MAMAGER 58X 1 1
CHIEF FINANCIAL OFFICER ADMINIETRATION 1
DIRECTOR OF PLANNING & PLANNING 2 1
DEVELOPMENT SWCS
Chief Executive Officer ADMINISTRATION contr 1
Job Group Total 12 3 T 2 2 3 0 0 0
% of Tota! 23.08 5385 15.358 1538 23.08 0.00 0o 000

05302012
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Job Group Analysis

Job Group: MB Management EEEEF:
Joi Tithe Diepartrrent Wage Range Total Female Min Black Hsp Asian Amind  MHOPI  Tos
ASSISTANT TRANSPORTATION COFERATIONS ] 2 1 2 2
MAMNAGER
TECHMICAL SERVICES MANAGER MANTENANCE 4
Flanning & Scheduling Manager PLANMING 3
MANTEMAMNCE MAMAGER MANTENANCE 3 2 1 1
CONSTRUCTION SAFETY SAFETY AMD SECURITY 4
MANAGER
TREASURY MAMNAGER FINAMNCE 3 1 1
ACCOUNTING MANAGER FINANCE 3 1 i 1
TRAMSFORTATION MANAGER COFERATIONS 3
FACILITY MANAGER MANTENANCE 3
TRAMEZPORTATION MAMAGER - EV | OPERATIONS 3
Cluafty Assurance Manager foizhd 3 1 1
EMPLCYEE RELATIONS MANAGER | HUMAN RESCOURCES 3 1 1
PROJECT CONTROL MANAGER 58X 3 1 1
FLANMING MGR-CAPITAL 58X 3 1 1
PROJECTS
Job Group Total 18 2 2 1 4 4 0 0 ]
% of Total 12.50 5625 6.25 2500 25.00 0.00 .00 0Log
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Exhibit 11

Job Group Analysis

. Cirmnitrans
Job Group: MC Supervisors 0RDG2011
Job Title Departrrent Wage Range Total Femae Min Black H=p Asizn Amind  NHOPl  Twos
FIELD SUPERWVISOH OPERATIONS ] 15 3 5 4 1
MATERIALS SUPERVISCOR PROCUREMENT G
SALES SUPERVISOR MARKETING ] 1 i
CUSTOMER SERVICES MARKETING G 1 1
SUPERVISOR
OPERATIONS SERVICES DPERATIONS G
SUPERVISOR
LOSS PREVENTION & SECURITY SAFETY AND SECURITY G
SUPERVISOR
STOPS AND STATIONS MARKETING G
SUPERVISOR
SHIFT SUPERVISOR MAMTEMANCE ] 10 1 2 2
FACILITY SUFERVISOR MAMTEMANCE 5
DISPATCH SUPERVISOR OPERATIONS ]
Job Group Total 32 g 2 4 5 0 0 ] ]
% of Toda! 18.18 272 1242 1515 0.00 0.00 oo 000

053072012 Page 63



Job Group Analysis

R Cimnitrans
Job Group: 05A Clerical Support ORDE2011
Joi Title Diepartrment Wage Range otal Femae Min Black Hsp Asian Amind  MHOPI  Twos
HUMAN RESOURCES CLERK HUMAN RESCURCES ] 2 2 2 2
ADMIN SECRETARY-PLANMING PLANNING ] 1 1
ADMINISTRATIVE SECRETARY ADMINISTRATION ] 1
HUMAN RESOURCES ASSISTANT HUMAN RESOURCES 8 2 2 1
WARRANTY COORDINATOR PROCUREMENT ] 1
FLEET AMALYSET| MANTENANCE ] 2 2
FPAYROLL TECHNICIAN FINAMNCE & 2 2 1
SENIOR SECRETARY - OFERATIONS 8 1
OPERATIONS
Job Group Total 12 iz 5 0 ] 0 0 0 ]
% of Total 100,00 4167 o000 4167 0.00 0.00 .00 ]
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Job Group Analysis

Job Group: 058 Clerical Support (Union) uﬁ;‘;"’?”ﬁ
Job Title Department WWage Range Total Female kin Black Hisp Asizn Amind  NHOPl  Twos
CLERICAL HELFPER OPERATIONS 12682 1 1 1
MARKETING DELIVERY CLERK -part | MARKETING 1263 1 1 1
time
FARATRAMSIT ELIGIBILITY OPERATIONS 1372 2 2 1
TECHMICIAN
ADMIMISTRATIVE CLERK - PROCUREMENT 13.73-16.51 2 2 1
PROCUREMENT
PARTS CLERK PROCUREMENT 13.73-16.51 10 1 5 1
NFORWMATION CLERK MARHETING 14.20 - 15.57 5 4 5 1
MAMNTENANCE CLERK - MANTENAMCE 1467 1
ADMIMISTRATION
MAMNTENAMNCE CLERK - SHOP MANTENAMCE 1857 1 1 1
RECEPTIONIST MARKETING 1857 2 2 2 2
MFORMATION CLERK-part tme MARKETING 15.78 1 1 1
ACCOUNTING CLERE FINAMCE 16.51 2 2 1
ADMIMISTRATIVE CLERY - FiN FINAMCE 16.51 1 1 1
ADMIMISTRATIVE CLERK - OFS OPERATIONS 16.51 2 2 1
MARKETING CLERK MARKETING 16.51 1 1 1
Job Group Total 32 | 23 4 17 i i ] ]
% of Total 6563 71.88 1250 5313 213 313 o 000

053072012
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Job Group Analysis

. . Cirnnitrans
Job Group: 07TA Skilled Maintenance ORTEE0H
Joio Title Diepartrment Wage Range otal Female Min Black Hsp Asizn Amind NHOPI  Twos
MAMNTEMAMCE WORKER MARKETING 12,98 -17.38 i 4 4
TIRE REFAIR WORKER MANTENANCE 13.76 - 18.43 2 2 2
MECHANIC HELPER MANTEMNANCE 16.52 - 20.58 15 1 2 2 7
EQUIFMENT MECHAMIC MANTENANCE 18.83-25.30 k] 32 3 26 <
BULDING MAINTEMANCE MANTENANCE 2351-25.30 5 2 1 1
MECHAMNIC
BODY AND PAINT WORKER MANTEMANCE 2530 2 1
Job Group Total &2 1 &1 ] 40 5 0 0 ]
% of Tota! 145 7391 B.70 5787 725 0.00 .00 ]

053072012
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Job Group: 07B Operators

Job Group Analysis

Cirnnitrans

06/De2011

A

Asizn

Twio+

COACH OPERATOR

(=]

WWage Range Total Femae
12.25-20.72 401 187
Job Group Total 401 167
% of Todal 4465

7

173
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Job Group Analysis

Job Group: 20 Professicnals uﬁg‘;‘gf
Joio Title Dizpartrrent Wage Range Total Female Min Black Hs=p Asizn Amind  NHOPI  Twos
CISPATCHER CPERATIONS 7 [+ 1 1
MARKETIMG SPECIALIST MARKETING [ 2 2
DOCUMENT CONTROL ANALYST 5BX 7 i 1 1
CONTRACTS SPECIALIST PROCUREMENT G i 1
FLEET SAFETY AMND TRAIMING CPERATIONS ] i 2 3 2 1
NSTRUCTOR
ACCOUNTANT FINAMCE ] 2 2 2
PRIOJECT AMALYST 5BX g i
APPLICATIOMS SPECIALIST- OPS CPERATIONS G i 1
TRAMSIT PLANNER PLAMMING 7 1
HUMAN RESCURCES ANALYST HUMAN RESCURCES G i 1
CPERATIONS ANALYST CPERATIONS ] 2 1 1
HUMAN RESCOURCES SPECIALIST HUMAN RESCOURCES g 1 1
FLAMNING FROJECT MAMAGER PLAMMING 5 1 1
SEMICR BUYER PROCUREMENT 5 i
TRANSIT PLANNER II PLANMIMNG 5 1 1 1
APPLICATION DEVELCPER INFORMATICH g 3 2 2
TECHWOLOGY SV
ASSISTANT TO THE CEQIGM ADMIMISTRATION 5 1 1
SAFETY & REG COMPLIANCE SAFETY AND SECURITY 2 2 1
SPECIALIST
HUMAN RESOURCES LEAVE HUMAN RESCOURCES 5 1 1
ADMIMISTRATOR
COMMUNITY CUTREACH MARKETING 5 1 1 1
SPECIALIST
SR FIMAMCIAL ANALYST FINAMCE g 2 2 1
Contmued.
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Job Group Analysis

. Cimnitrans
Job Group: 20 Professionals 0RDG2011
Job Tithe Diepartrment VWage Range Total Femae Min Black Hsp Asizn Amind  NHOPl  Twos
SR CONTRACTS SPECIALIST PROCUREMENT 4 2 2 1 1
WEB DESIGNER INFORMATION g 1 1
TECHMOLOGY 5V
DATABASE ADMIMISTRATOR INFORMATICN 4 i 1
TECHMOLOGY 5V
FUBLIC RELATIONS SPECIALIST SBX 4 L 1
Job Group Total 43 2 ] 7 4 3 0 ] ]
% of Tota! 48.84 4413 16.25 .30 18.60 0.00 [Re 000

053072012
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Exhibit 11

Job Group Analysis

. Cirnnitrans
Job Group: 80 Service Workers OBDE2011
Joo Title Diegartrment Wage Range Total Female Min Black Hs=p Asizn Amind NHOPl  Twos
UTILITY SERVICE WORKER MANTEMAMNCE 12.03 - 16.07 15 14 3 10 1
CUSTODIAN MANTEMANCE 14.57 - 15.70 3 1 3 2 1
Job Group Total B 1 17 5 1 1 0 0 ]
% of Total 558 G444 27.78 6111 558 0.00 0.00 .00
Facility Total 637 34 448 210 203 3 2 0.00 2.00
% of Tota! 3873 ooz 3287 31ET 4.55 03 0.00 031

053072012
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Job Group Analysis Summary

Crrnitrans
0amer2011
Job Group Total Female Total Min Elack Hisp Asian Amind NHCP| Twos
# %, & i # % # % # % # gL # % # T
01A S Management 13 3 2308 7 5385 2 1538 2 4538 3 2308 0 oo 0 0o 0D 000
1B Management 16 2 1250 2 5625 1 B25 4 2500 4 25.00 0 oa o0 040 0D Qo0
01C Supenisors 33 6 1218 9 2727 4 q242 £ 4515 0 o 0 oo o 0o 0D 000
054 Clercal Support 12 12 100.00 5 4167 0D Qoo 5 4167 0 Qoo 0 oo 0 0o 0D Qo0
05B Clercal Support (Union) 3z 21 6363 23 71.88 4 1250 17 5313 1 313 1 312 0 0o 0D 000
O7A Skiled Maintenance il] 1 145 51 7am 6 870 40 5797 5 725 0 oo 0 oo 0D Qoo
O7B Ciperators 4m 167 4165 308 FE31 181 4544 115 2868 T 175 1 0235 o 0o 2 050
20 Professionals 43 21 q884 12 4415 7 1628 4 830 8 1860 0 oo o0 0ao 0D Q00
20 Service Workers 18 1 558 17 444 5 2778 11 6111 1 538 0 oo o0 0ao 0D Q00
Facility Total 837 M4 3ET3 445 FO02 20 3297 203 &7 29 4155 I K o0 Qoo 2 o
% of Facility Total
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Exhibit 12

Availability Analysis

Omnitrans  06/0%2011
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Exhibit 12

Availability Analysis

Cronirans
Da/092011
Job Group: 1A Sr. Management
Raw Statistics (%) Weighted Factor (%)
Todsl Wales Tota
Factor Famale in Elazik -zp Aszlsn Arniind HHOE Tan+ Welght Farazs Min Sack Hi=p Aglan Arming KHOF Tae=

3640 | Moo | Toa| 12 1.23 44.45] 1622 | 1856| 295 ao7| aan| 02| oos5| oez

n
=l

I
%]
=
]
o
=]
-

1 Percentage of
Minorties and Women | Sgurce of Data:
Amaong Those Having Census 2000 Special EED File
Requisite Skilsinthe | San Bemarding, CA
Reasonable
Recnitment Arza

.52 | 4022 | 1204 [ 1493 [ 1304 0.00 ) 0uDD 0.00 44.44) 140 | 1TET 58D 6.23

on
55
=
=
=
=

0.00 0.00

2 Percentage of
Minorities and Women | Sgurce of Data:
Amang Those Feeder Job Groups: Management (1B}, Supenisors
Promoiable, {01C), Professionals (20)
Transferable and
Trainable within the
Contracior's
Organization

3255 | 2688 .00 | 13.28 438 131 047 1.13 A1) se2 208 047 1.54 0.43 015 002 0.13

3 Percentage of
Minoriies and Women | Source of Data:

Amang Those from Census 2000 Special EEQ File
Cither Recruitrment Riverside C&
Poos

100,00

Job Group Final Availabilities (%) | 3384 | 3641 | 9e1] 1589| ass| ose| oo7 [ 07|
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Exhibit 12

Availability Analysis

Crrmitrans
DAnDe'2011
Job Group: MB  Management
Raw Statistics (%) Weighted Factor (%)
Tadal Walus Toka
Factor Femials RAin Elack =5F Asglan Armiind HHOF Tano+ Welght Famaie KMin Sack Hisp Aglan Amind WHCF Tac=

2676 | 35es | =568 | 2288 | sav | 103 ooag | 1e2 46.96| 1235 | eme| z2st| w043 225 opes| oo | o7

1 Percentage of
Minorties and Women | Sgurce of Data:
Amang Those Having Census 2000 Special EECD File
Requisite Skills in the San Bemardng, CA

Rezasonable
Recruitrment Arsa
3553 | 3684 | 1447 | 1184 | 1053 00D | QuDD 0.00 46,75] 1640 [ 17.00 668 5.47 488 0.oo 0.00 0.00
2 Percentage of
Minorties and Women | Source of Data:
Amang Those Fesder Job Groups: Supenisors (01C),
Fromotabie, Frofessionals {20)
Transferabie and
Trainable witin the
Confractor's
Cirganization
2400 [ 314 632 | 13.28 an 201| 0548 082 7.69 1.8 241 D4 141 025 0.15 0.04 0,08

3 Percentage of
Minorties and Women | Source of Data:

Among Those from Census 2000 Special EED File
Cither Recruitrment Riverside, CA
Pools

100.00

Job Group Final Availabilities (%) | 3065 | 3601 a8 | | 735 os3 | an3 [ om |
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Exhibit 12

Availability Analysis

Crrmitrans
DAMDe2011
Job Group: 01C  Supervisors
Raw Statistics (%) Weighted Factor (%)
Tl Valus Tota
Factor Femals kein Elack =-5p Aslan Armiind HEOF Tano+ Welght Famame Kin Sack Hisp Aglan Armind WHCE Tao=
1571 | 37.24 B41 | 2542 2 DBE| 028 1.87 26,66] 4.1\ pa3 1.7 G.73 0.75 oi1e| 007 045
1 Percentage of

Minorities and l.ﬂ.h:r.ren Sourze of Data:

Amang Those Having Census 2000 Special EED File
Requisite Skills in the San Bemarding, CA
Reasonable
Recruitment Arsa

3574 | THEES | 3079 | 1288 2. 000 0.43 66.67| 2323 | 5064 | 2853 2188 1.70 0.14 0.00 0.z3

in
o
=
P

2 Percentage of
Minorties and Women | Sgource of Data:

Amang Those Feeder Job Groups: Skilled Mamtenance (0TA),
Promotabie, Cperators (078)
Transferabie and
Trainable within the
Contracior's
Organization
17.33 | 3068 TS| 2334 1.87 D64 | 02 1.07 6.67 1.16 2.65 053 1.8 0.1 004 000 0.07

3 Percentage of
Minorties and Women | Sgurce of Data:

Amang Those from Census 2000 Special EED File
Other Recruitrment Riverside. CA
Pools

100.00

Job Group Final Availabilities (%) 29.1]"| 3322| ZHJB| E{I| 2.5€| IZI.3'|"| 0.07 | U.Hﬂ|

05/30:2012 Page 74



Exhibit 12

Availability Analysis

Crnitrans
Da/092011
Job Group: 05A Clerical Support
Raw Statistics (%) Weighted Factor (%)
Todal Valus Toka
Factor Femals *in Elack =-5p Asglan MArnilnd HHEOF Tao+ Walght Ferae Min Sack Hisp Aglan Arind WHCE Tao=

TOFE | 4154 | 1071 | 2348 5.87 0T 50,001 @28 | 2077

ra
=]
=1
=]
=
(=]
on
a

n
-
=l
-
=
kS

D.36 0.05 0.33

1 Percentage of
Mingriies and Women | Source of Data:
Armang Those Having Census 2000 Special EEC File
Requisite Skills in the San Bemarding, CA

Reasonable
Recruitment Arsa
563 | 7182 | 1280 | =33 313 313 | 0.00 0.00 41.67) 2725 | 2085 52 2214 1.30 1.30 0.00 0.00
2 Percentage of
Minorities and Women | Source of Data:
Arnong Those Fesder Job Groups: Clerical Support {Union) (05B)
Promotable,
Transferabie and
Trainable witin the
Coniractor's
Cirganization
8323 | 3648 am | 21.27 480 oae| 103 1.89 823 6.83 304 058 1.7 038 o.or 0.09 0.18
3 Percentage of
Minorities and l:ﬂ.l-:rren Source of Data:
Among Those from Census 2000 Special EED File
Cither Recruitrment Riverside, CA
Pools

T00.00

Job Group Final Availabilities (%) | 7416 | 5376 | 1112 | 356s| ae3| 173 | o014 | 0a |
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Exhibit 12

Availability Analysis

Crrnitrans
Da0gr2011
Job Group: 05B  Clerical Support (Union)
Raw Statistics (%) Weighted Factor (%)
Todal Walue Tota
Factor Female Min Black Hisp Aslan Arilnd HHOF Tao+ Walght Femajle Min Edack Hisp Aglan Amind KHCF Tae=
7261 | 5402 41| 3724 4.8 0.7 o1 1.27 78.72] 67z | 4220 Tas| 27 s 0.76 012 0.9

1 Percentage of
Minorties and Women | Sgyree of Data:
Amaong Those Having | Census 2000 Special EEQ File
Requisite Skils in the San Bemardng, CA
Reascnable
Recnuitment Area

2 Pencentage of
Minoriies and Women
Armong Those
Promaotable,
Transferable and
Trainakle within the
Contracior's
Organization

23 | 30.08 450 1.3 038 0.74 21.88] 1588 B.aD 1.28 3.58 1.00 0an| o008 0.18

[=1]

T2OE | 4340

3 Pencentage of
Minoriies and Women | Soyree of Data:

Amang Those from Census 2000 Special EEQ File
Other Recruitrment Riverside, CA
Pools

100.00

Job Group Final Availabilities (%) | 7268 | 5169 | a71] 3575| am| 108 | om0 [ 145

05/302012 Page 76



Exhibit 12

Availability Analysis

Crrnitrans
D201
Job Group: 0TA  Skilled Maintenance
Raw Statistics (%) Weighted Factor (%)
Tatal Walee Totx
Factor Femials Rdin Elack =5F Aslan Ammilnd HHOF Tan+ Welght Famaie KMin Sack Hisp Aglan Amind KHCF Tac=

226 | goEn | 28t | st07| 185 3582 081 | 38| 137 1829 Q70| 053] 092| 022

e
[=]
ks
[=]
(&)

1 Percentage of
Minorties and Women | Source of Data:
Amaong Those Having Census 2000 Special EED File
Requisite Zkils in the San Bemardng, CA
Reasonable
Riecruitment Arsa

(]
in
=1
s
L
=]

.56 | 444 | 277R | 111 5. 0.00 | QuDD 0.00 46,27

n
[=1]

1285 28.23 257 0.oo 0.00 0.00

2 Percentage of
Mingrfies and Woemen | Saurce of Data:
Ammang Those Feader Job Groups: Service Workers (20)
Promotabie,
Transferable and
Trainable within the
Contracior's
COrganization

435 | 4023 58 | 4303 0.a1 1.2p| Qw2 0.49 1797 0.ve Bz e 7. 0.14 0.23 0. 0.09

3 Percentage of
MNingrfies and Wemen | Saurce of Data:

Amang Those from Census 2000 Special EED File
Other Recruitrment Riwerside. C&
Poos

100.00

Job Group Final Availabilities (%) | 416 | 7390 | 1486 | 5428 21| o078 | 013 [ 045 |
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Exhibit 12

Availability Analysis

Crrnitrans
D020 1
Job Group: 0TB  Operators
Raw Statistics (%) Weighted Factor (%)
Tatal Walee Tota
Factor Femal= Rdin Elack -5p Aslan Amind HHOF Tao+ Walght Faraie Kin Slack [22-1:] Asglan Arind KHCF Tac=

144 | 000 0.20 80.69] 4341 | 5115 2281 2556 1.33 1.16| 0.0 0.24

282 | 3188 1.71

n
i

378 | 6

1 Percentage of
Minorifies and Women | Spurce of Data:
Among Those Having | Census 2000 Special EED File
Requisite Skils in the San Bemardng, CA
Reascnable
Recruitrnent Area

2 Percentage of
Mingriies and Women
Armang Those
Promaotakie,
Transferable and
Trainable within the
Caontracior's
Oirganization

0.00 0.7 0.00 0.23

[
[=]

1
o
[

5333 | 4732 | 1565 | 9.59 0.00 3.66 | 0UDD 1.19 19.37] 1030 B4

(45

Percentage of

Mingriies and Woemen | Saurce of Data:

Amang Those from Census 2000 Special EED File
Cther Recruitrment Riverside. C4
Pools

100.00
Job Group Final Availabilities (%) | 5370 | 6020 | 2567 | 69| 133 187 ] oo [ 0|
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Exhibit 12

Availability Analysis

Crrnirans
D001
Job Group: 20 Professionals
Raw Statistics (%) Weighted Factor (%)
Totsl Walue Totai
Factor Famalz &din Elazk =g Aszlsn Armiind HHOFE Tan+ Wwalgst Famaa Min Sack H=p Anlan Arind HHOE Tae=

53.85 | 41.02 8 | .08 0.26 0Es| Qo2 1.28 46,76] 2435 | 1883 381 873 437 0.30 0.10 0.83

1 Percentage of
Mingriies and Women | Sgurce of Data:
Amang Those Having Census 2000 Special EED Fike
Feequisite Skills in the San Bemarding, CA
Rieasonable
Rizcruifment Arza

4165 | 7631 | 4594 | Za:E@ 1.75 0.25( QuDD 0.50 33,33 1388 | 2543 1504 0.58 0.58 0.08 0.00 017

2 Percentage of
Mingrifies and Weomen | Source of Data:
Armang Those Feader Job Groups: Operators (I17E)
Promotabe,
Transferable and
Trainable within the
Caontracior's
COrganization

4822 | 326D 617 | 19.32 52 126 033 | 028 20.57] o.e 6.60

§

324 0.23 026 007 0.20

3 Percentage of
Mingrifies and Women | Source of Data:

Amang Those from Census 2000 Special EEC Filke
Cither Recruitment Riverside CA&
Poos

100,00

Job Group Final Availabilities (%) | 4863 | 5105 2012 | 2225] sss| ost| 047 | 100

il

05302012 Fage



Exhibit 12

Availability Analysis

Crrmitrans
Da/0S2011
Job Group: 80  Service Workers
Raw Statistics (%) Weighted Factor [33)
Total Walue Tota
Factor Femalz | min Black Hisp asian | Amind | HEOE | Tao- welgnt | Femai= [ min Back Hisp Aslan | Amind | WHOEI | Tao-

(=1

1712 | 7058 BET | 5883 1.53 D66 | 005 | 082 TT.78] 1332 5488 BD) 45.80 1.18 0.5 004 082

1 Percentage of
Minorties and Women | Source of Data:
Among Those Having | Census 2000 Special EEQ File
Requisite Skils in the San Bemarding, CA
Reascnable
Recruitment Arsa

2 Percentage of
Minoriies and Wiemen
Armang Those
Promaotabie,
Transferabie and
Trainable within the

Contracior's
Organization
17.34 | 6551 B21 | 5284 084 1.56 | 0.03 0.78 22,22 3.85 | 14.86 205 M.77 021 0.35 0 047

3 Percentage of

Minoriies and Wemen | Sgurce of Data:

Among Those from Census 2000 Special EED File

Other Recruitrment Riverside A

Poos

100.00
Job Group Final Availabilities (%) 1?.1T| EB.¢-1| H.55| ﬁ..’iﬂ| 1.4ﬂ| IZI.EE| 0.04 | 0.8 |

05302012 Page B0
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Exhibit 13

Factor Availabilities

Cimnitrans
DEDR2011
Female Minarity Black H=p Asan Amind NHOP Twio+
Job Group %) ] (%) (%) %) (%l (%l (%)
Factor 1 - Requisite Skills in Reasonable Recruiting Area

A Sr. Management 3640 3462 7.08 18.15 742 0.a5 011 1.38
Labor dreq: San Barmarding, C4

0B  Management 26.76 35,85 5.06 22.58 487 1.03 0.18 1.82
Labor Areq: van Bermardme, U4

MG Supenvisors 18.71 3724 a.41 2542 281 0.06 0.26 1.87
Labor Areq: van Bermardme, L4

054  Clerical Support TELTE 41.54 10,71 2348 5.87 0.2 0.10 0.0a
Labor Areq: San Bamarding, C4

058 Clerical Support (Uinion) T2.61 B4.02 .41 7M 48 087 0.15 1.27
Labor Areq: San Bamarding, C4

O7A  Skilled Maintenance 2 26 BRED a8 51.07 1.25 1.47 0.34 1.058
Labor Areq: San Bamarding, C4

O7E Cwperators G3.7R 6332 2829 31.88 1.71 1.44 0.00 0.30
Labor Areq: San Bamarding, C4

20 Profiessionals G3.85 41.02 a.2d 21.08 9.4a 0.85 D.22 1.38
Labor Areq: van Bermardme, L4

80 Service Workers 17.12 T0.58 a.87 58.83 1.53 0.06 D.05 n.az

Lopor dreq: san Bermaramne, U4

Page 81



Factor Availabilities

Exhibit 13

Cmnitrans
DED2011
Job Group FE;I;.!'-':?IE M nnrlr, Ejlggi _"EI-:' .5:%{;3_|n H-I.:r-r: : |'_‘:Ej-=| T-Z%?-'-
Factor 2 - Promotable. Transferable, and Trainable within Organization
014 5r. Management .52 4022 13.04 1413 13.04 0.00 0.00 0.00
0B Management 36.53 B4 1447 11.24 10.53 0.00 0.00 0.00
011G Supendisors 35.74 T5.BE JaTe 3298 2.55 0.2 0.00 0.3
054  Clercal Support B5.63 T1.B8 12.50 5313 313 313 0.00 0.00
058 Clercal Suppaort (Union) - - - -
O07A  Skilled Maintenance B.58 Ba44 2773 1.1 5.58 0.00 0.00 0.00
07E Operators - - - -
20 Professionals 41.65 T6.3 4514 23.88 1.75 0.25 0.00 0.50
a0 Service Workers - - - -
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Factor Availabilities

Exhibit 13

Cmnitrans
DEI2011
Female Minarity Black Hisp Asian Arnind NHOP1 Twio+
Job Group %) %) %) (%) %) (%l (%) (%)
Factor 3 - Other Recruitment Pools

A Sr. Management 3255 il 8.00 13.86 433 1.3 017 1.13
Labar Areq: Rverside, C4

B  Management 2490 314 .32 13.38 | 2Mm 0.58 n.az
Lobor drex: A, L4

MG  Supenssors 17.33 o658 T8 M 1.67 0.64 o.oz 1.07
Lobor drex: A, L4

054  Clerical Support 8323 048 a.70 s ey 459 0.a@ 1.03 1.28
Lobar dreq: Rverside, C4

058  Clercal Support (Union) 7205 4340 823 a0.08 258 1.38 0.38 0.74
Labor dreq: Riverside, C4

07A  Skilled Maintenance 4.35 4223 354 43.03 081 1.20 0.03 0.20
Labor dreq: Riverside, C4

O7E Cperators 53.33 4732 1585 20.50 0.00 3.88 0.0o 1.18
Labor dreq: Riverside, C4

20 Professionals 4822 326D 817 18.32 4.52 1.26 0.33 0.eg
Lobor drveq Rrverrae, U4

a0 Service Workers 17.34 G55 a2 5288 024 1.58 0.03 0.76

Lobor drex: Ararsge, L4
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Factor 1 - Requisite Skills in Reasonable Recruiting Area

Factor Components

Exhibit 13

omnitrans
0632011
Welgnt Total Female Koty Black Hisp Aglan Amind NHORI Two+
Job Group: MMA - Sr. Management Labar Area: San Bernaraing, CA
Employae Job Tinas:

CHIEF FINANCIAL OFFICER 1.00 3868 so0o 1053 145 440 330 47 4 24
87 - Chis Exvesti 23.30% 27.00% R 11.52% 1.40% 1.02% o.10% 242%
Chigl Executlve Ofcer 1.00 3863 209 1053 145 420 330 4l 4 =
807 - Chisf Exvcssti 23.30% 2T.00% LTI 11.52% 5.40% 1.02% o.10% 249%

DIRECTOR OF FINANCE 1.00 g4 2230 1543 27 ESOD 43 30 4 =
002 - Finaweial Manapers ET.00% 40.10% T.oT% 22.00% 105% ora% o.10% 1.30%
DIRECTOR OF HUMAN RESOURCES 1.00 2263 1250 12239 280 T35 139 15 '] 20
013 - Human Resoweces Managers 55.00% E4.16% 11.46% 35.04% 5.13% 0.66% 0.00% 0.00%
DIRECTOR OF INFORMATION TECHNOLOGY 1.00 dg2 268 327 70 115 124 8 o 10
07 - ComuiesTgfmation Siatons Mardgr 30.30% 3707 7.04% 13.04% 14.00% 0.01% 0.00% 1.13%
DIRECTOR OF INTERMAL AUDIT SERVICES 1.00 525 260 230 0 1o S50 0 o 0
0= Adb Sirse A 40.52% £2.01% 13.33% 20.05% D.52% 0.00% 0.00% 0.00%
DIRECTOR OF MAINTERANKCE 1.00 4329 1170 1414 305 E95 265 Ky 14 ==
B2 - ererad e Opriticns Masagpers 2E.03% 31.20% 673% 15.35% 595% 1.65% 0.37% 1.44%
DIRECTOR OF MARKETING 1.00 I7Ea 1380 1123 200 ES5 300 0 o 42
005 - Mo g cvied Siadis M empers 30.50% .68% £.28% 17.04% 7.00% 0.00% 0.00% 110%
DIRECTOR OF OPERATIONS 1.00 4329 1170 1414 305 E95 265 Ky 14 =5
B2 - ererad e Opriticns Masagpers 2E.03% 31.20% 673% 15.35% 595% 1.65% 0.37% 1.44%
DIRECTOR OF PLANNING & DEVELCPMENT SWVCS 1.00 31ED 3210 70 630 1660 425 110 15 130
043 = Memugars, A0 Other 34.07% 5% 6.00% 20.50% 463% 1.20% a16% 1.42%
DIRECTOR OF PROCUREMENT 1.00 363 350 243 43 20 == o o 14
005 - Purchaning Mo 41.55% 27.03% fEDK 13.57% 7.30% a00% 0.00% 1.50%
DIRECTOR OF SAFETY & REG COMPL 1.00 31ED 3210 70 630 1660 425 110 15 130
043 - Mermapirs, AN Othice 2407% 45 G.o0% 20 30% 403% 1.20% a.18% 1.42%
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Factor 1 - Requisite Skills in Reasonable Recruiting Area

Factor Components

Exhibit 13

Ominirans

0092011

Welgnt Tola Female Minorty Elack Hisp Aslan Amind KHO® TwWo+

FROGRAM MAKAGER 1.00 S1ED 3210 3170 530 1650 425 110 18 130

043 - Maragers, AN Ovher 207 34.52% LR 20.20°% £53% 1.20% 0.10% 142%
Tolal Welght, 13.00
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Factor 1 - Requisite Skills in Reasonable Recruiting Area

Factor Components

Exhibit 13

omnitrans
Oe/mam2011
waignt Total Female Minarity Black Hisp Aslan Amind KHORI T+
Job Group: 1B Management Lapar Arsa; B30 Bernaraing, CA
Empiloyas Job Tinkas:

ACCOUNTING MANAGER 1.00 3354 2230 1543 27m E50 345 30 4 50
002 - Finaweial Munagers 57.00% 40.10% .01% 22.00% 1.95% a7k 0.10% 1.30%
ASSISTANT TRANSPORTATION MAMAGER 2.00 1543 e 524 B4 330 g5 15 ] 20
D146 - Tramaportution Sy Distribaticn T4 T4% 38.35% E42% 25.70% E540% a07T% 0.00% 1.20%
CONSTRUCTHIN SAFETY MANAGER 1.0:0 3383 23E 748 A 4350 120 &5 i &4
027 - Censtruction Managers n40% 22.05% 1.16% 13.26% 154% 1.02% 0.20% 1.00%
EMPLOYEE RELATIONS MANAGER 1.00 2269 1250 1223 260 735 133 15 ] 20
003 - Human Resosrcss Munagers S500% E4.16% 11.46% 35.04% 5.13% 0.66% 0.00% 0.00%
FACILITY MANAGER 1.0:0 31ED 3210 17 620 1660 425 110 15 130
43 - Mmagers, AN Cthie 2407% 34.53% E.00% 20.20% 403% 1.20% 0.10% 1.42%
MAINTENAKCE MANAGER 2.00 2463 108 asa 114 £05 24 25 10 a0
D - Frst-Line Spebdgr Macknnall Bipal 422% 3440% 4.50% 24.32% 0.90% 1.00% 0.40% 3.22%
FLANNING MGR-CAPITAL PROJECTS 1.0:0 333 4 124 £ EE] 15 0 o 10
030 - Englenéring Marapers 0.7E% 25.26% 0.7E% 17.02% 2a1% 0.00% 0.00% 1.00%
FROJECT CONTROL MAKAGER 1.00 2180 3210 370 630 1850 425 110 15 130
043 - Mamagers, Al Othie 2407% 34.53% 6.00% 20.20% 463% 1.20% o0.10% 1.42%
Flanning & Scheduling Manager 1.0:0 31ED 3210 17 620 1660 425 110 15 130

43 - Mmagers, AN Cthie 2407% 34.53% L.00% 20.20% 403% 1.20% 0.10% 142
Quality Assurance Manager 1.00 3383 236 748 3 450 120 65 10 64
022 - Censtruction Manager n40% 22.05% 1.156% 13.20% LE4% 1.02% 0.20% 1.00%
TECHNICAL SERVICES MANAGER 1.0:0 4369 3045 2063 4E5 1215 270 44 35 40
067« HETraining Labor Belations Spaciall S0.70% 47.36% 10.04% arar% 510% 1.01% 0.00% 0.92%
TRANSPORTATION MANAGER 1.00 1543 e 524 B4 330 g5 15 ] 20
D146 - Tramaportution Sy Distribaticn T4 T4% 38.35% E42% 25.70% E540% a07T% 0.00% 1.20%
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Factor Components

Factor 1 - Requisite Skills in Reasonable Recruiting Area

Exhibit 13

omnirans

0e/0ar2011

Welgnt Total Female Minority Black Hisp Aslan Amind KHO® TWo+

TRANSPORTATION MANAGER - EV 1.00 1549 218 524 B4 290 &5 15 D 20

00§ - Tranapertation Searage Distribation T4.18% 30.35% E408 25.10% E40% oaT% 0.00% 1.20%

TREASURY MANAGER 1.00 3384 2230 1543 7 B30 345 30 50

017 - Finawcial Managers 57.00% 40.10% T.oTR 22.00% nLoE% a7o% o10% 1.20%
Todal Welght. 16.040
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Factor Components

Factor 1 - Requisite Skills in Reasonable Recruiting Area

Exhibit 13

omnitrans
Qe/mmai201
Welgnt Total Female Kinonty Black Hisp Aglan Amind NHECRI Two+
Job Group: M1C Supervisors Labor Area: S50 Berngrang, CA

Employae Job Tinas:
CUSTOMER SERVICES SURPERVIZOR 1.00 164 75 44 i} 24 0 0 i} 0
4G - Public Rakations Managers 45.73% 26.03% 12.20% 14.83% 0.00% 0.00% o0.00% o.00%
DISPATCH SUFERVISCR 1.0:0 2033 1163 328 210 550 10 14 4 40
552« Dispertchers 57.07% 40.93% 10.30% 20.59% 040% a50% 0.20% 1.90%
FACILITY SUPERVIZOR 1.00 2463 105 858 114 ED3 24 25 10 &l
TN - Frat-Lime Spedgr Mok sl Bl 422% 34.40% 4.50% 24.32% ope% 1.00% 0.40% 3.22%
FIELD SUPERVISCR 15.00 1aca 3as 743 140 =00 &1 11 4 15
WD - Spvr TranmporsMaterial Moving Wosks 10.00% 39.44% T.37% 20.53% £21% 9.53% a.21% a7k
LOEZ PREVENTION & SECURITY SUPERVISCR 1.00 553 74 168 =0 120 14 0 i} 4
373 - Spves, Prosect Srv Workies, AF Otke 13.30% 34.00% .04% 21.70% 253% 0.00% o0.00% o7k
MATERIALS SUFERVISCR 1.0:0 1412 TaE 217 b 30 &1 14 i) 4
053 « Purch Agar Evopt BhiadRenail Farm 54.30% 29.59% 2.05% 21.95% 4.26% % Q.00% o.20%
OPERATIONE SERVICES ZUPERVIZOR 1.00 3424 1648 5139 5ES 2165 245 T 20 43
TR - First-Line SpeMgr ProdiCperating Be 10.50% 51.00% 2T 40.44% 201% a.00% 0.24% o.50%
SALES SUPERVISCOR 1.0:0 T 1390 1153 200 B35 300 0 i) 44
005 « Maerkating aned Sater Managers I0.50% 31.50% E520% 17.04% T.R0% 2.00% Q.00% 1.10%
SHIFT SUPERVIZOR 10.00 2463 105 858 114 ED3 24 25 10 &l
TN - Frat-Lime Spedgr Mok sl Bl 422% 34.40% 4.50% 24.32% ope% 1.00% 0.40% 3.22%
STOPS AND STATIONS SUPERVISCOR 1.0:0 24E3 i0s 358 114 EDS 24 25 10 &l
TN« Frst-Line Speddgr Mecknnallf qpal A20% 34.40% 4.50% 24.52% o9% 1.00% Q40% 22%

Tots! Weight: 33.00
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Factor 1 - Requisite Skills in Reasonable Recruiting Area

Factor Components

Exhibit 13

omnitrans
0092011
wWelgnt Tota Female Iinority Black Hisp Aslan Amind NHO® TWo+
Job Group: 08A  Clerical Support Lapaor Area; S50 Bemarang, CA

Employee Job Tinlas:
ADKIN SECRETARY-PLAKNING 1.00 18160 15650 B530 10ED 4520 B75 178 35 165
T - Sicrataries and Adwisisteative st poOe% #1.02% EE5% aroTH 4.10% 1.00% 0.22% 1.02%
ADMINISTRATIVE SECRETARY 1.0:0 16160 15650 6630 10D 4520 675 175 35 165
F70 < Scretaries and Advebsistrative sty CLILEE 41.03% EE% 2TaT% 4.10% 1.00% a.22% 1.02%
FLEET AMALYET 2.00 3 158 o9 15 29 35 0 D 0
Iperation: Hessarch Analiam 51.40% FRO04% 4.05% 15.00% 11.23% 0.00% 0.00% 0.00%
HUMAN RESOURCES ASSISTANT 2,00 204 218 134 T 43 13 a b a
536 « HR Assts, Evept Payeol and Tineloep TaR0% 45.50% znor% 15.31% S40% 0.00% 0.00% 2.00%
HUMAN REZOURCES CLERK 2.00 g3b4 770 4363 925 3130 450 141 15 142
T8 - i Clarks, Creneral s.00% 40T 10.40% 35.75% 540% 1.57% o17% 1.50%
FAYROLL TECHMICIAN 2,00 935 843 341 100 ma 28 4 b 0
534 « P pirol] e Tiokneging Clerks PO.00% 3E43% 10.50% 22.37% Z0% 0.43% 0.00% 2.00%
SEMIOR SECRETARY - DPERATIONSE 1.00 18160 15650 B530 10ED 4520 B75 178 35 165
T - Sicrataries and Adwisisteative st poOe% #1.02% EE5% aroTH 4.10% 1.00% 0.22% 1.02%
WARRANTY COCRDINATOR 1.0:0 G6E3E1 A034Z 24967 6217 12848 3738 910 152 ooz
FO4 - Civhir Profieriional Worers o1.22% 37.33% 2.30% 10.30°% 5.50% 1.35% 0.23% 1.50%

Tols! Weight: 12.00
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Factor Components
Factor 1 - Requisite Skills in Reasonahble Recruiting Area

Exhibit 13

omnitrans
0e/mas2011
waignt Total Female inarity Black Hisp Aslan Amind KHZRI TwW
Job Group: 08B Clerical Support (Union) Lapar Area: B30 Bernaraing, CA
Employas Job Tinas:

ACCOUNTING CLERK 2,00 8704 7885 3304 4B3 1835 640 104 25 115
312 - Buedleepingdocoanting duditing Cliv POERN 7.00% EETH 22.25% T.35% 1.10% 0.20% 13
ADMIMISTRATIVE CLERK - FIN 1.00 8584 70 4563 925 3130 480 140 15 143

586 - Officn Clards, (aneral S0.00% E40TH 10.40% 35.75% E40% 1.57% o17% 1.50%
ADMINISTRATIVE CLERK - OPS 2,00 g304 Trin 4363 925 3180 450 143 15 143
S8 - Office Clerds, (aneral S0.00% SHOTH 10.40% 35.7E% 540% 1.67% o017% 1.50%
ADMIMISTRATIVE CLERK - FROCUREMENT 2,00 374 274 184 4 140 40 0 ] 0
515 - Procusement Clerks 7I20% E1.07% 7% 37.43% 10.70% 2.00% 0.00% 0.00%
CLERICAL HELPER 1.00 g304 Trin 4363 Q925 3180 450 143 15 143
S8 - Office Clerds, (aneral S0.00% SHOTH 10.40% 35.7E% 540% 1.67% o017% 1.50%
INFORMATION CLERK 5.00 5543 6235 3373 585 2450 245 44 ] 75
540 - R ptiovisis and gformation Clirs PLTTH 50.02% o.35% I7.00% L50% 0.66% 0.00% 113%
INFORMATION CLERK-par time 1.00 5543 6235 3373 585 2450 245 44 ] 75
340 - R privisis and gformation Clirds PITTH &0.02% 2.35% I7.00% 180% 0.06% 0.00% 113%
MAINTENAKCE CLERE - ADMIKISTRATION 1.00 8584 70 4563 925 3130 480 140 15 143
586 - Officn Clards, (aneral S0.00% E40TH 10.40% 35.75% E40% 1.57% o17% 1.50%
MAINTEMARCE CLERK - SHOF 1.00 g304 Trin 4363 925 3180 450 143 15 143
S8 - Office Clerds, (aneral S0.00% SHOTH 10.40% 35.7E% 540% 1.67% o017% 1.50%
MARKETING CLERK 1.00 8584 70 4563 925 3130 480 140 18 143
586 - Officn Clards, (aneral S0.00% E40TH 10.40% 35.75% E40% 1.57% o17% 1.50%
MARKETING DELIVERY CLERK -part ime 1.00 g304 Trin 4363 Q925 3180 450 143 15 143
S8 - Office Clerds, (aneral S0.00% SHOTH 10.40% 35.7E% 540% 1.67% o017% 1.50%
FPARATRANSIT ELIGIBILITY TECHMICIAN 2,00 8584 70 4563 925 3130 480 140 15 143
586 - Officn Clards, (aneral S0.00% E40TH 10.40% 35.75% E40% 1.57% o17% 1.50%
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Factor 1 - Requisite Skills in Reasonable Recruiting Area

Factor Components

Exhibit 13

ominitrans
Oemam2011
wealgnt Total Female Minarity Black Hisp Aslan Amind KHORI T+
FARTS CLERK 10.00 3507 3713 5812 1025 4140 353 74 25 112
a2 - Sroct Clesls and Ordier Filles I700% E2.285% 11.47% 42.37% 250% ATE% 0.25% 1.21%
RECERTIOMIST 2.00 5543 6235 3373 585 2450 245 44 ] 75
340 - Riceplisviite and Uformation Clirs PATTH E0.02% 2355 IT.00% 160% 0.66% 0.00% 1.13%

Tods! Welght: 32.00

Job Group: 0TA  Skilled Maintenance Labor Area: 530 Bernaraing, CA
Employee Job Tirles:

BODY AND PAINT WORKER 200 955 35 G435 &5 =50 45 10 1] 15
785 - Aubamiobive Bocy and Belatd Repairer ETO% E7.54% ZE2% 5750 % 471% 1.05% a.00% 1.67%
BUILDIMNG MAINTEMANCE MECHAMIC 5.00 3077 173 1567 173 1135 105 &0 b=l 33
734 - Mimtennee dnd Bigie Workies, Gime 562% E0.03% E.02% 30.80% 241% 280% 0.04% 1.27%
EQUIPMENT MECHANIC 39.00 2957 26 1467 145 1159 &0 53 s 40
FET - BusTruck Mech and Dl Enging See o03% 48.05% £.04% 30.07% 200% 1.77% 0.33% 1.23%
MAINTENAKCE WORKER 6.00 3077 173 1567 173 1135 105 &0 b=l 33
734 - Mimtennee dnd Bigie Workies, Gime 562% E0.03% E.02% 30.80% 241% 280% 0.04% 1.27%
WMECHAMNIC HELPER 15.00 174 4 160 a 180 0 0 1] 0
TEL - Halpars--latalld eint Ripals Worker 230% 21.05% CL00% o1.05% 0.00% D00% a.00% 0.00%
TIRE REPAIR WORKER 2.00 955 55 645 25 550 45 10 ] 15
T85 - Autmotivg Bocy and Befated Hapairer ETE% ET.54% 628 57.E% 471% 1.05% 0.00% 1.67%

Tods! Weight: 69.00

Job Group: 0TB Operators Lakor Area; 530 Bemnaraing, CA
Employes Job Tirjas:

COACH OPERATOR 401.00 2636 1418 1671 743 B35 45 38 ] i
DI 2 - Baer Orbvirs E170% E330% IE26% IT.00% 1.71% 1.44% a.00% a.30%

Todal Weight 401.00
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Factor Components

Factor 1 - Requisite Skills in Reasonable Recruiting Area

Exhibit 13

omnitrans

DE/a2011

Welgnt Tatal Female Iinority Elack Hisp Aglan Amind NHO2I T+

Job Group: 20 Professionals Lapar Area: S50 Bernarding, CA
Employas Job Tinas:

ACCOUNTANT 2.0 E133 3343 2723 S0 1090 1045 8 o &
080 - Aveoemiants dnd Audiions s201% 44.35% o15% 17.70% 17.03% 013% 0.00% 1.30%
APPLICATION DEVELOPER 3.00 2023 880 ana 235 390 230 13 4 30
10 - Comgeuiis Setestints andd Hatens Anaf 42.04% 43.30% 14.22% 10.85% 10.00% a91% a10% 1.43%
APPLICATIONS SPECIALIZT- ORP3 1,00 G52 123 197 24 99 Ky o o 4
100 - Networds Comgputer Sistemer Adnintsire 1007% 20.21% ne0% 15.10% 10.74% 0.00% 0.00% 061%
ASSISTANT TO THE CEQVGM 1.00 18160 15650 6630 1060 4520 673 175 35 165
70 - Seeretariss and Adwisistranive Aue oo £1.03% 56 7T 410% 1.00% 0.22% 1.02%
COMMUNITY QUTREACH SPECIALISZT 1,00 i} 170 124 =] 40 13 4 o 13
287 - Public Helstions Speiating 55.02% 40.13% 15.10% 12.04% 495% 1.20% 0.00% 495%
CONTRACTS SPECIALIST 1.00 1412 TEE 217 3 310 60 14 D 4
043 - Pussch Apsts Bt BhisiRarail Farse 5430% 20.63% 205% 21.05% 426% 0.00% 0.00% 0.20%
DATABASE ADMINIZSTRATOR 1,00 213 Ll T8 0 45 23 0 o 4
106 - Darhase Adveistitrators 27.T0% 5.02% o.00% 2.15% 12.62% 0.00% 0.00% 1.00%
DISPATCHER 6.00 2033 1163 28 210 550 10 14 4 4l
$82 - Dispatelars 5TOT% 40.63% 10.20% 20.90% 0.40% 0.60% 0.20% 1.00%
DOCUMENT CONTROL ANALYST 1,00 1432 530 244 163 190 &3 o o 20
077 - Memapennent Ansboan 30.03% 20.05% 11.47% 13.20% 470% 0.00% 0.00% 1.30%
FLEET SAFETY AND TRAINING INSTRUCTOR 6.00 4369 3048 2063 4E5 1215 270 44 35 4l
057 < HETreming Tabor Belatines Sty 50.70% 47.36% 10.64% A% 5.10% 1.01% 0.00% 0.02%
HUMAN RESOURCES ANALYST 1,00 4363 ENEH] 2063 463 1215 270 44 ] 47
057 - HETraining Tabor Helation Spaciali S0.70% 47.30% 10.04% rar% 510% 101% 0.00% 0.02%
HUMAN REZOURCES LEAVE ADKMINISTRATOR 1.00 4369 3048 2063 4E5 1215 270 44 35 4l
057 -« HETraining Tabor Belatiow Spaciali 50.70% 47.36% {t-24 T 510% 1.01% 0.80% 0.02%
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Exhibit 13

Factor Components

Factor 1 - Requisite Skills in Reasonable Recruiting Area

omnirans

0e/0ar2011

Welgnt Total Female Kinorty Elack Hisp Aslan Amind KHO2I TwWo+

HUMAN RESOURCES SPECIALIZT 1.00 4369 3045 2063 4E5 1215 270 44 38 41
057 - HETrainingLabor Relations Spectali S0.70% 47.25% o845 7% 510% 1.01% o.80% apr%
MARKETING SPECIALIST 2.0 163 T B3 1] 39 14 0 o 0
TE1 - Mardar and Sarvey Restarehirs £047H H85% 512% 23.03% SE0% a00% 2.00% 2.00%
CPERATIONS AMALYST 2,04 309 159 o9 15 49 35 0 o 0
I27 - Operation: Ressarch Analian S140% FRO4% 4.05% 15.00°% 11.23% a00% o.00% a00%
FLANMING PROJECT MAMAGER 1.0 43 30 24 2 o 20 0 i 0
FE4 - Uil amd Raglonal Flanners 51.22% 42.00% LRl 0.00% #0.92% a00% 2.00% 2.00%
FROJECT AMALYST 1.00 1429 530 244 165 190 53 0 o 20
071 - Managa ot Anabiati 20.03% H0.85% 11.47% 13.20% AT0% a00% o.00% 1.30%
FUBLIC RELATIONS SPECIALIZT 1.0 309 170 124 0 20 13 4 i 13
287 - Pubdic Relations Spicialise 55.02% 40.13% 16.10% 12.04% £.05% 1.20% 2.00% £.05%
SAFETY & REG COMPLIANCE SPECIALIST 2,04 625 65 270 =] 05 65 10 o 41
143 - Inchyit Eng, Fnvlving Health and Sa 10.40% 43.20% noo% 10.80% 10.40% 1.50% o.00% 540%
SENIOR BUYER 1.0 1212 TaE: 217 3 1o = 14 i 4
053 - Puarch g Evept Bl R rail Farm 54 30% 22.53% 2.05% 21.05% 4.26% % 2.00% oze%
SR CONTRACTS SPECIALIET 2,04 1412 TaE: 217 ] 310 50 14 o 4
053 - Purch g Evept Bhial R rail Farm 54 30% 20.53% Zo5% 2.05% 4.25% % o.00% oze%
SR FINANCIAL ANALYST 2.0 135 o =1 a a3 13 0 i 0
084 - Finawcial Analvst S1.05% 44.44% o.00% 33.33% 11.91% a00% 2.00% 2.00%
TRANEIT PLANKER | 1.00 43 30 24 2 o 20 0 o 0
T84 - Ul amd Raglonal Flannars S1.22% 42.00% a16% 0.00% #0.82% a00% o.00% a00%
TRANZIT PLAKKER 11 1.0 43 30 24 2 o 20 0 o 0
FE4 - Uil amd Raglonal Flanners 51.22% 42.00% a15% 0.00% #0.92% a00% 2.00% 2.00%
WEE DESIGNER 1.00 2053 830 a0 235 290 230 13 4 30
TN - Comggmtir Setentirts and Syitems Anal £2.04% 4320% 11.23% 10.83% 10.00% % a10% 143%
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Factor 1 - Requisite Skills in Reasonable Recruiting Area

Factor Components

Exhibit 13

Ominitrans
06092011
wWelgnt Total Female Minarity Black Hisp Aslan Amind NHOP TR+

Tots! Welght: 43.00

Job Group: 80 Service Workers Lapor Area: 530 Bemarding, CA
Employes Job Times:

CUSTODIAN 3.00 108955 2965 7150 1210 SF0 360 130 30 130
427 - Sawitors and Bailding Claaners P7.07% G527 11.05% 40.20% 120% 1.10% a.27% 1.10%
UTILITY SERVICE WORKER 15.00 2537 334 1817 214 15240 31 14 D 12
D] - Claamerr of Felielor and Egaiponen T T2% 71.52% o44% B0.70°% 1.10% a55% 2.00% a7E%

Todsd Welght: 16.00
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Factor Components

Factor 2 - Promotable, Transferable, and Trainable within Organization

Exhibit 13

omnirans
Oe/mam2011
Welgnt Total Female Minority Black Hisp Aslan Amind NHOP TwWo+
Job Group: 1A Sr. Management
Fagoars:
Job Group: 018 Management - 16 2 3 1 4 4 i o o
12.50% 55.25% 5.25% 25.00°% 25.00% 0.00% 0.00% 0.00%
Job Group: 01C Supervisors - 33 E 3 4 H 0 i o 0
10.10% 27.27% 12.12% 15.16% 0.00% 0.00% 0.00% 0.00%
Joby Group: 201 Professionals - 43 21 19 7 4 8 | o 0
S004% 44.10% 15.20% nI0% 12.50% 2.00% 0.00% 0.00%
Job Group: (1B Management
Fagoars:
Job Group: 01C Supervisors - 33 E 3 4 H 0 i o 0
10.10% 27.27% 12.12% 15.16% 0.00% 0.00% 0.00% 0.00%
Job Group: 20 Professlonals - 43 21 13 ) 4 8 i o 0
S004% 44.10% 16.20% nI0% 12.50% 2.00% 0.00% 0.00%
Job Group: 01C Supervisors
Fagoars:
Job Group: O7A  Skiled Maintznance - £2 51 G 40 5 i o 0
T45% TIO% Tk 5T.0TH T.26% 0.00% 0.00% 0.00%
Job Group: 078 Operalors - 401 167 306 181 115 7 1 o
47.05% TEI1% 45 14% 20.00% 1.76% 0.25% 0.00% 0.50%
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Factor Components

Factor 2 - Promotable, Transferable, and Trainable within Organization

Exhibit 13

omnitrans
0692011
W elgnt Total Female Minority Black Hisp Aslan Amind NHOP TwWo+
Job Group: 08A  Clerical Support
Facdars:
Job Group: 058 Clerical Support (Union) - 32 21 23 4 17 1 1 D o
S5.03% 71.00% 12.60% 53.137% 213% 213% 0.00% 2.00%
Job Group: 0TA - Skilled Maintenance
Fasdars:
Job Group: 80 Service Workers - 13 1 T 5 11 1 0 D 0
5.50% % 7.To% o1.11% 5.50% 0.00% 0.00% 0.00%
Job Group: 20 Professionals
Faeders:
Job Group: 075 Operators - 401 167 306 181 s T 1 D 2
47.05% TEI1% 45 14% an.00% 1.75% 0.25% 0.00% 0.50%
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Factor Components

Factor 3 - Other Recruitment Pools

Exhibit 13

Omnitrans
0ED2011
Welgnt Total Female Knanity Elack Hisp Aslan Amind NHORI TWo+
Job Group: MMA  Sr. Management Labar Area: Riverside, GA

Employae Job Tinas:
CHIEF FINAKCIAL OFFICER 1.00 Jaed B35 578 ] 245 140 54 1] a5
B - Chi Execat s 10.02% 14.07% 147% o.20% L60% 1.30% o0k 210%
Chisl Executlve Oficer 1.00 3384 B55 573 5 245 140 34 ] &=
80 - Chif Erecst s 10.02% 14.07% 141% 0.20% L80% 1.30% o.00% 21n%
DIRECTOR OF FINANCE 1.00 JG6e0 2150 1060 2 545 200 Sl 15 30
012 - Finamsial Managers 50.27% o.73% E05% 14.77% E42% 1.35% 4T oot
DIRECTOR OF HUMAN REZ0OURCES 1.00 1314 350 9E4 245 E15 60 31 4 10
A3 - Human Resowrcds Managers 5237 B3 14% 1RETH 33.00% 131% 1.85% o0.2a% OLEE%
DIRECTOR OF INFORMATION TECHNOLOGY 1.00 G435 a5 120 Ed 20 20 0 1] 0
B - ComgpuiicsTnformation Sianoms Masagee 14.73% 10.60% 2.30% 0.207% L10% Q00% o0k .00k
DIRECTOR OF INTERMAL AUDIT SERVICES 1.00 4E2 202 142 ES 29 24 4 ] 0
010 = Ak Firvici £3.04% 0. TE% fe.40% L E10% a.a7% a.00% 0
DIRECTOR OF MAINTENAKCE 1.00 4323 1264 1263 200 745 163 34 an 65
T - Ganral amd Operarions Mg pLE L 6. 10% 415% 15.45% L02% oro%k oazi 1.25%
DIRECTOR OF MARKETIMNG 1.00 3302 1412 a7 135 520 124 14 ] 34
805 - Mardening and Safer Lisnogers TN 2.7E% LEE% 13.00% 120% 0% o.00% o80%
DIRECTOR OF OPERATIONS 1.00 4323 1264 1263 200 745 163 34 an 65
T - Ganral amd Operarions Mg pLE L 6. 10% 415% 15.45% L02% oro%k oazi 1.25%
DIRECTOR OF PLANNING & DEVELOPMENT SWCE 1.00 8054 2334 2313 3E5 1215 420 164 10 143
043 - Mamagers, AN Other 2oan% 20.70% 4.53% 16.00% E21% 2oa% o12% 1.80%
DIRECTOR OF PROCUREMENT 1.00 962 40z 267 25 160 58 24 1] 0
815 - Purchaning Mondgirs £1.70% 7. 75% 250% T0.05% 5.03% 240% o0k .00k
DIRECTOR OF SAFETY & REG COMPL 1.00 8054 2334 2313 3E5 1215 420 164 10 143
043 = Managers, AN Other 20.60% 8.0 4.53% 15.00% 521% Z2od% a12% 1.80%
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Factor Components

Factor 3 - Other Recruitment Pools

Exhibit 13

Smnitrans

06092011

Welgnt Tatz Female Kinonity Black Hisp Aslan Amind NHO® TWo+

FROGRAM MAKAGER 1.00 a0ss 2334 2313 365 1215 420 164 10 142

M3 - Momagers, AN Ooker 2080% 27N 4.52% 15.00% E21% 204% ai2% 1.80%
Total Welght 13.00
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Exhibit 13

Factor Components

Factor 3 - Other Recruitment Pools

omnirans
0E/mam2011
Welgnt Total Female Iinonty Black Hisp Aslan Amind KHO2I Two+
Job Group: 1B Management Labor Area; Riverside, CA

Empiloyas Job Tinas:
ACCOUNTING MANAGER 1.00 350 2150 1060 2m 545 200 S0 15 30
007 - Finawedal Managers 50.27% z0.73% E00% 14.77% E42% 1.35% o41% an1%
ASSISTANT TRAKSPORTATION MANAGER 2.00 1055 147 358 E3 05 8 i3 20 0
004 - Tranaportarion Siorage Distribation 1303% 5% T.ETR 10.45% ore% L70% 1.00% a.00%
CONSTRUCTION SAFETY MANAGER 1.00 4283 263 823 E5 B24 20 54 1] =}
027 - Constraction Managers n13% 12.19% 1.52% 14.66% Q47% 1.20% 0.00% 1.40%
EMPLOYEE RELATIONS MANAGER 1.00 1314 350 94 245 E13 &1 31 4 10
003 - Human Resoscds Munages 5237 EI14% 15.51% 33.00% 231% 1.55% 0.22% 055%
FACILITY MANAGER 1.00 a0s4L 2334 2319 365 1215 420 164 10 145
043 - Mamagers, A Other 20.00% o.To% 4.57% 15.00% 521% 204% 0.12% 1.00%
MAINTENAKCE MAMAZER 2.00 1344 a4 &4 115 420 47 12 ] 20
TOND - Frat-Live Spedgr Mokl Ripai A50% 3RB0% 25 22.70% 21T% 1.02% 0.00% 1.00%
PLANNING MGR-CAPITAL PROJECTS 1.00 439 4 oh il 20 50 0 1] 0
030 - Engimvaring Mamapers noT% 20.50% 4.55% 4505 11.20% 0.00% 0.00% a.00%
FROJECT CONTROL MAKAGER 1.00 02 2334 2313 SES 1215 420 164 10 145
043 - Managers, AX Other 20.00% o.To% 4.57% 15.00% 521% 204% o0.12% 1.00%
Flanning & Scheduling Manager 1.00 a0s4L 2334 2319 3E5 1215 420 164 10 145
043 - Mamagers, A Sther 20.00% 20.7e% 4.57% 15.00% 521% 204% o.12% 1.90%
Qually Assurance Manager 1.00 42B3 253 323 ES E24 20 54 o (2]
027 - Constraction Managers n13% 12.10% 1.52% 14.55% 0.47% 1.20% 0.00% 1.40%
TECHNICAL SERVICES MANAGER 1.00 N 1350 1361 330 630 53 74 10 13
067 - HETinaining Takbor Helations Spaciaii s2.00% 44.30% 10.851% 20.01% 1.00% 230% 0.32% a.50%
TRANZPORTATION MANAGER 1.00 1055 147 358 E3 05 8 i3 20 0
004 - Tranaportarion Siorage Distribation 1303% 5% T.ETR 10.45% ore% L70% 1.00% a.00%
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Exhibit 13

Factor Components

Factor 3 - Other Recruitment Pools

omnirans

DE/D9r2011

Welgnt Tolal Female Minority Elack Hisp Aslan Amind KHO® TWo+

TRANSPORTATION MANAGER - EV 1.00 1055 147 358 E3 ms 8 33 20 0

004 - Tranapertation Seaeage Distribation 13.03% FREE% TOTHR 10.43% a7o% 270% 1.00% 0.00%

TREASURY MANAGER 1.00 3580 2150 1060 2m 3 200 50 15 30

007 - Finascial Managers 50.37% 27I% Ep0% 14.77% 542% 1.26% Q4% asT%
Tolal Welght 16.04
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Factor Components

Factor 3 - Other Recruitment Pools

Exhibit 13

omnitrans
DE/Da2011
Welgnt Total Female Kinonty Black Hisp Agkan Amind NHO2I TWo+
Job Group: MC Supervisors Labar Area: Riverside, CA
Employas Job Tinas:

CUSTOMER SERVICES SUPERVIZOR 1.00 el i} 152 = ] 20 20 8 o 0
B - Pusbdi Helations Managpers 51.02% 18.02% nI5% 0.40% 5.40% 200% 0.00% 0.00%
DISPATCH SUFERVISCR 1.00 1473 33z 538 ™ 360 35 41 4 20
S82 - Dispetehers 57.02% IEEN £38% 24.44% 23m% 27% 0.27% 1.30%
FACILITY SUPERVIZOR 1.00 15844 34 514 1135 420 41 13 ] 20
TN - Erst-Line Speeidr Mk Tnnall B 250% IR30% £.24% 22.70% 217% 1.03% 0.00% 1.00%
FIZLD SUPERVISOR 15.00 1362 238 547 140 430 12 0 1] 15

D) < St TramipoetAaterial Moving Wasks 17.55% 47.50% 10.20% 35.24% 0.00% 0.00% 0.00% 190
LOZ3 PREVENTION & ZECURITY SUPERVISCR 1.00 463 112 142 =0 a5 o 4 ] 4
373 - Spers, Protat S Workies, AN Otke 2ETON 30.00% 10.00% 10.50% 0.00% 0.06% 0.00% o.00%
MATERIALS SUPERVIZOR 1.00 1073 24 364 E5 a5 4 10 ] 10
083 - Pussch Apsts Bt WhisiRarail Faem 050% 2EED% .02 a7.54% 0.37% a0% 0.00% 0.03%
CPERATIONS SERVICES ZUPERVIZOR 1.00 g573 1240 3553 2B5 2B70 214 &l S 113
TR0 - irst-Line Speidgr ProdiCperating B 23.00% EROPE 427% 42.07% 3.20% 1.20% 052% 1.72%
SALES SUPERVIZOR 1.00 3a02 1413 827 135 520 124 14 ] 34
005 - M ting anied Saes Munagers IT10% 24.75% LEEH 13.00% 3.00% a3Ir% 0.00% 0.80%
SHIFT SUPERVIZOR 10.00 15844 34 514 1135 420 41 13 ] 20
TN - Erst-Line Speeidr Mk Tnnall B 250% IR30% £.24% 22.70% 217% 1.03% 0.00% 1.00%
STORE AND STATIONS SUFERVISOR 1.00 1844 34 G514 115 420 41 19 1] 20
N < Ernt-Line Speidpe MackTnnall Biepa 250% 3R30% 6.24% 22.70% 217% 1.03% 0.00% 1.00%

Tolal Welght: 33.00
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Factor Components

Factor 3 - Other Recruitment Pools

Exhibit 13

omnitrans
0E/Da2011
Welght Tatal Female Iinority Black Hisp Aglan Amind KHORI Two+
Job Group: 08A  Clerical Support Labor Area: Riverside, CA

Employae Job Tinas:
ADMIN SECRETARY-FLANNING 1.00 14082 13538 4414 535 2095 402 162 o 143
70 - Becretarien and Adwisistranive A POz 3.33% 4515 29.20% 2o7% 1.94% 050% 1.00%
ADMINISTRATIVE SECRETARY 1.00 14083 13585 4414 635 20935 405 160 0 143
ST - Becretarien and Adwisiteative Ass LI 3.33% L51% 27.20% 2a7% 1.94% 0.50% 1.08%
FLEET AMALYZT | 2.00 247 112 B7 30 24 13 o 14 4
122 - Cparations Bessarch Anshan 40.70% 35.00% 1215% 0.TI% T.00% 0.00% 4.05% 1.62%
HUMAN RESOURCES ASSISTANT 200 &5 36 36 < 24 4 0 '] 4
336 HE Arats, Evapt Fayeed! and Timakosp 100.00% IT.E0% £17% 25.00% 417% 0.00% 0.00% £17%
HUMAN RESOURCES CLERK 2.00 7100 6165 3160 63 2055 350 Ky EH s
S8 - Offie Clerds, Ganeral 50.03% £4.70% T.o5% 20.04% 535% 0.00% o.40% 1.00%
FAYROLL TECHMITIAN 200 1283 1166 503 73 05 53 24 10 31
04 - Paperelf e Timdsesing Clerks 50.00% 207E% 570% 23.50% 455% 1.85% o0.77% 231%
JEMKOR SECRETARY - QPERATIONS 1.00 14082 13538 4414 535 2095 402 162 o 143
70 - Becretarien and Adwisistranive A POz 3.33% 4515 29.20% 2o7% 1.94% 050% 1.00%
WARRAMNTY COORDINATOR 1.00 R 3537E 18475 4047 10174 2460 234 123 73T
B - Ot Profesional Workar: Spa0% .05% £.00% 17.10% 413% 1.67% 0.21% 1.24%

Todal Welght: 12.00

Page 102



Factor Components

Factor 3 - Other Recruitment Pools

Exhibit 13

omnitrans
Demai2011
Welght Total Female Minarty Black Hisp AEslan Amind NHCRI TWo+
Job Group: 058 Clerical Support (Union) Labar Area; Riversige, CA

Employae Job Tinlas:
ACCOUNTING CLERK 2.00 TE43 67354 20e3 245 1460 243 62 i} 74
512 - Bkl ping i cconntingdudiving Cler 50.37% 27.30% 1% 10.70% 220% 0.85% o.00% 0%
ADMINISTRATIVE CLERK - FIM 1.00 Ti0D 6165 J1ED 565 2055 35D Tl a5 5
8 - i Ok, CRemeral son3% 44.70% T.00% a0.04% E35% 0% 0.40% 1.00%
ADMINISTRATIVE CLERK - ORE 2.00 7100 6155 31ED SES 2055 380 Tl 35 T
8 - i Ok, CRemeral son3% 44.70% TR a0.04% E35% 0% 0.40% 1.00%
ADMINISTRATIVE CLERK - PROCUREMENT 2,00 157 4 32 £ g 10 10 o 0
15 - Procunenent Clirs E007H 20.39% 2.55% 5.70% 537% 537% o.00% 0.00%
CLERICAL HELPER 1.00 7100 6155 31ED SES 2055 380 Tl 35 T
8 - i Ok, CRemeral son3% 44.70% T.00% a0.04% E35% 0% 0.40% 1.00%
INFORMATION CLERE 5.00 B149 577D 2719 315 2035 230 T3 i 54
40 - R paiowiats andl {efiormation Chirke CERLE 44.22% E12% 33.00% 7% 1.22% o.10% 0.00%
INFORMATION CLERK-par ime 1.00 g149 s7ve 2719 315 2035 231 T 1 34
40 - e piiowiats aned {fbemation Clirks CERLLY 44.22% E12% 33.00% 7% 1.22% o.10% 0.00%
MAINTENANCE CLERK - ADMINISTRATION 1.00 Ti0D 6165 J1ED 565 2055 35D Tl a5 5
8 - i Ok, CRemeral son3% 44.70% T.00% a0.04% E35% 0% 0.40% 1.00%
MAINTENARCE CLERK - SHOF 1.00 7100 6155 31ED SES 2055 380 Tl 35 T
8 - i Ok, CRemeral son3% 44.70% TR a0.04% E35% 0% 0.40% 1.00%
MARKETING CLERE 1.00 Ti0d 6185 J1ED SE5 2055 350 Tl 35 5
8 - i Ok, CRemeral son3% 44.70% T.00% a0.04% E35% 0% 0.40% 1.00%
MARKETIMG DELIVERY CLERK -part ime 1.00 7100 6155 31ED SES 2055 380 Tl 35 T
8 - i Ok, CRemeral son3% 44.70% T.00% a0.04% E35% 0% 0.40% 1.00%
PARATRANSIT ELIGIEILITY TECHMICIAN 2,00 Ti0D 6165 J1ED 565 2055 35D Tl a5 5
8 - Ol Clks, Chaneral LLEEL 44.70% T.ar% 20.04% 535% % 0.40% 1.00%
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Factor Components

Factor 3 - Other Recruitment Pools

Exhibit 13

omnitrans
Qe/o9/2011
Welgnt Total Female Koty Black Hisp Aglan Amind NHOPI T+
PARTS CLERK 10,00 6903 334 3323 4E5 2485 305 TO 40 28
57 - Sk Chevls cnd Orcler Eifiers 41.70% 40.15% ek 30.00% 442% 101% 0.50% 041%
RECERPTIOMIZT 2.00 E149 T 2719 315 2035 230 75 10 4
40 - Ricaptiowiits and lformation Clirks 2300% 44.22% 512% 33.06% 7% 1.22% a10% 0.00%

Tolal Wekght: 3z2.00

Job Group: 0TA Skilled Maintenance Lapar Area: Riverside, CA
Employas Job Tinas:

BODY AND PAINT WORKER 200 TI3 i 3g8 a 3465 0 4 4 25
FI5 < Ausamotive Bochy and Hefated Hepaiver 1.30% EE.05% 0.00% 50.40% 0.00% E5% 0.55% 340%
BUILDIME MAINTEMAMCE MECHANIC 5.00 2405 112 1210 120 B24 a8 14 i 44
P34« Mitetencmee and Rpir Warkers, Giome 4.00% 50.31% E4T% 30.42% £07% 0.50% 2.00% 1.93%
EQUIPMENT MECHANIC 39.00 1454 o G504 70 sao 4 31 o 0
727 - BusTrsck Mich and Dief Engine See 0.00% 41.54% 401% 34.30% 0.20% 205% 0.00% 0.00%
MAINTENANCE WORKER 6.00 2405 1z 1210 130 B24 = 14 o 44
P34« Mitetencmee and Rpir Warkers, Giome 4.00% 50.31% E4T% 30.42% £07% 0.50% 2.00% 1.93%
MECHANIC HELPER 15.00 143 24 o9 a e 0 0 o 0
5] - Hilpars-lmtaiiioint Rapak Worker 10.22% o5.00% 0.00% o0.80% 0.00% 0.00% 0.00% 0.00%
TIRE REPAIR WORKER 200 TI3 i 3g8 a 355 0 4 4 25
715 < Ausamotive By and Belated Hepairer 1.30% EE.05% 0.00% 50.40% 0.00% EE% 0.55% 3.40%

Tolai Wekght: §9.00

Job Group: 0TB - Operators Lapar Area: Riverside, CA
Employes Job Tiras:

COACH OPERATOR 401.00 2012 1073 952 319 535 0 T4 o 24
002 - Bus Debvars 53.33% 47.30% 1E.05% 20.50% 0.00% 3.60% 0.00% 1.10%

Total Welght 401.00
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Factor Components

Factor 3 - Other Recruitment Pools

Exhibit 13

omnitrans
0EDar2011
Welgnt Total Female Koty BElack Hisp Aslan Amind KHO2| TwWo+
Job Group: 20 Professionals Labar Area: Riverside, GA

Employes Job Tinas:
ACCOUNTANT 2.0 463 3530 1354 450 T35 4E5 [0 35 I8
080 - Avvonniants and Audinaes SE.40% 3R00% o2k 14.55% nark 1.10% o0d% arrk
APPLICATION DEVELCOPER 3.00 17ES 395 GBS 125 35 120 35 ] 47
TN - Cemngurir Seiestdiar and Satens Anafl 22 13% o.30% 10.00% 10.55% e 1.08% o.00% 2Ra%
APPLICATIONS SPECIALIST- OR3 1.00 4683 a4 133 1] &9 13 0 1] 13
T2 - Network Compatir Svatine denintstrg 1200% o.00% 00 14.00% 104N Q.00% aook 205%
ASSISTANT TO THE CEQVG R 1.00 14084 13535 4414 533 2885 408 160 7o 1432
0 - Fecrerarses and Advebnitrative Aiits L1 33 451% 2. 2ark 1.14% Q50% 1.00%
COMMUNITY QUTREACH SPECIALIST 1.00 Jda 199 114 13 G5 24 0 1] 10
282 - Public Rekitions Speciabisg 57.05% EERPL 4.35% 10.50% 500% Q.00% aook 2o
CONTRACTS ZPECIALIET 1.00 1078 24 364 €S 35 4 10 ] 10
053 - Purch dpar Keopr Bkl Renail Farm £0.50% FE.50% 5.02% ar.3d% a3re a93% a.00% o.03%
DATABASE ADMINISTRATOR 1.00 20 113 62 a 28 34 0 1] |
1 - Danbass Adviniiirfars 55 04% 30.50% 0.00% 13.00% 15.03% Q.00% aook a0k
DISPATCHER 6.00 1473 398 528 ™ 350 3= 41 4 20
332 - Dispatedeers s7a2% EEDN £.38% 2d.44% 2ank 270% 0a7% 1.30%
DOCUMENT CONTROL AMALYST 1.00 1453 425 178 43 5 44 4 1] 10
077 - Menagerment dnaba 2037% 11.00% ook 5.07% Poak ozr% aook os7E
FLEET SAFETY AKND TRAINING INSTRUCTOR 6.00 31N 1850 1361 320 B30 53 74 10 13
052 - HE T raining Labor Belato Spectali s2.80% 44 30% 10.51% LY L 1.00% 2ank 032% 0.E0%
HUMAN RESOURCES ANALYST 1.00 AN 1350 1361 330 630 33 74 10 18
067 - HETraining Labor Helatos Spectali s200% 44 30% 10.57% 0.0t % 1.00% 23n% 032% 0.50%
HUMAN REZOURCES LEAVE ADKMINISTRATOR 1.00 31N 1850 1361 320 B30 53 74 10 13
Q52 « HBTraning Labor Relaive Spactali s2.60% 44.30% 10.57% 20874 1.00% 230% a.32% a.50%
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Factor Components

Factor 3 - Other Recruitment Pools

Exhibit 13

omnitrans

Desmar20i

Welgnt Total Female Koty Black Hisp Aglan Amind NHO2I TwWo+

HUMAN REZOURCES SPECIALIZT 1.00 3N 1850 1361 330 B30 = 74 10 13
052 = HETraming Labor Relaive Spactali 52 60% 44.20% 10.57% 20.87% 1.00% 230% a.32% a.50%
MARKETING SPECIALIST 2,00 260 35 10 ] o 10 J 1] J
T8 - Rirder aved Sarvey Resarehirs 13.40% 305% 000k .00 % 105% Q00% aoo% a0k
DPERATICNS AMALYST 2,00 247 11e BT 20 24 12 0 10 4
122 - Cperations Ressarch dnahan £0.70% 35.20% 12.15% o7z .1 a.00% £.05% 1.52%
FLANMING PROJECT MAMAGER 100 125 55 A1) a 3o 10 0 ] i
T84 - Uik e Haghonaf Flanneres £4.00% E200% oo 24.00% nank Q00% aoo% a0k
PROJECT ANALYST 1.00 1483 425 178 43 TS 44 4 1] 10
077 - Menogerment dnaboan 2nars 11.00% Ro0% 5.01% Pod% omr% o.00% o8
PUBLIC RELATIONS SPECIALIST 100 344 138 114 15 L] 24 0 ] 10
BT - Public Relavons Speciating ET.05% ERI4% 4.35% 10.50% s.00% Q00% aoo% 2o
SAFETY & REG COMPLIANCE SPECIALIST 2,00 a0 155 209 15 30 110 4 ] 0
143 - trcit Eages, Frckioing Hialth and 5o T0.20% 2e.00% 1.87% ook 1L.50% a50% a.00% a.a0%
SENIOR BUYER 100 1073 S24 364 65 235 4 10 ] 10
053 - Purch Lpatr Exept Bl Rt Farm £0.50% FEEDW oz o7.54% 037 LR aoo% 003%
SR CONTRACTS SPECIALIET 2,00 1078 S24 3E4 ES ] 4 10 1] 10
0353 - Purch dpar Kopr Bl Renasl Farm £0.50% 3E550% s.02% a7.34% a.37% a03% a.00% o.03%
SR, FINANCIAL AMALYST 2,00 140 40 10 a 10 0 0 ] i
084 - Finawchal dnslet 20ETH T.14% 000k ERE aa0% Q00% aoo% a0k
TRANZIT PLAKKER | 1.00 125 55 41 o 30 10 0 ] 0
184 - Uirbn awd Reghonal Flanndrs £d.00% 2200% o008 24.00°% naod a.00% a.00% a.a0%
TRANEIT PLANNER Il 100 125 55 A1 1] 3o 10 J 1] J
T84 - Uik e Haghonaf Flanneres £4.00% E200% 000k 24.00% nank Q00% aoo% a0k
WEE DESIGKRER 1.00 1765 335 GBS 125 ] 120 35 ] 47
TN - Comsguiir Sctemténe and Syatems Anal 2273% 3030% 1o.e2% 10.53 arzi 1.p5% a.00% 224%

Page 106



Factor Components

Factor 3 - Other Recruitment Pools

Exhibit 13

ominitrans
Oe/mam2011
welgnt Tota Female Mnanty Black Hisp Aslan Amind NHOR T+

Tots! Welght 43.00

Job Group: 80 Service Workers Labar Area: Riverside, CA
Employas Job Tirlas:

CUSTODIAN 3.00 3237 2422 5847 =] 4630 163 T 12 65
437 - darmiteors and Becilcling Claanars 20.22% £3.30% 2.20% 50.34% 205% 0.00% 0.21% 0.70%
UTILITY SERVICE WORKER 15.00 1953 304 1268 160 1045 14 34 o 15
W] - Claairs of Fabicii and Bqaipeeent 1567% EE.PEN o.22% 53E1% 09.72% 1.74% 0.00% 0.77%

Tots! Weight: 16.00
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Incumbency v. Estimated Availability Detail

Omnitrans  06/09/2011

Comparison Test

Two Standard Deviation Test [Small JG: JG Size <= 20, Any Difference with WPR]
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Exhibit 14

Incumbency v. Estimated Availability Detail

Cemmitrans
DENDS2011
8 2 iy . & 0 - z
c - [ & & = 2 & 5.2 a8k
3 3 3 3 g iz g g vEE fes
g5, |3 5 iz 2 £ Pe, |%: s2f |§id
Jab Group g3 3 f 3 EF & wE = o =8 258 L2k
0tA  Sr. Management 13 | Female 3 3384 4.4 -4 Srrall -0.az fes"
Minority 7 2841 4.7 23 Errall 1.31
Elack 2 981 1.2 0.8 Srrall 0.7
Hispanic 2 15.89 2.1 01 Zrrall -0.08
Asian 3 9.58 1.2 1.8 Errall 1.85
Amindian 0 0.5 0.1 -0 Srrall -0.26
NHO 0 0.07 0.0 oo Errall -0.08
T 0 0.74 0.1 -0 Srrall -0.31
01B Managemsnt 16 | Female 2 1280 30.88 42 -2.8 Srrall -1.58 fes"
Minority @ 56.25 6.0 5.8 32 Srrall 1.88
Elack 1 6.25 8.73 1.8 0.6 Srrall -0.48
Hizpanic 4 25.00 7.3 2.8 1.2 Srrall 0.a1
Asian 4 25.00 7.35 1.2 28 Zrrall 271
Amindian 0 0LDD 0.83 0.1 -0 Srrall -0.32
NHO 0 0LDD 0.13 0.0 0.0 Errall -0.14
T 0 0LDD 081 0. -0 Srrall -0.38
01T Supervisors 33 | Female i 18.18 2917 8.8 3.6 -1.3|
Minoeity g 7T §3.22 e -11.8 -4 28 s
Elack 4 1212 24.78 0.5 -5.5 =211 es
Hizpanic 5 15.15 30.85 10.1 -B.1 -1.83
Asian 0 0LDD 2.58 0.8 0.8 -0.83
Amindian 0 L0 037 0.1 01 -0.35
MHOPI 0 0LDD 0.07 0.0 0o -0.15
T 0 0LDD 0.8 032 03 -0.52
054 Clerical Support 12 | Female 12 100.00 74.18 B2 a1 Srrall )
Minority 5 41,67 53.78 6.5 -1.5 Errall -0.24 fes'
Elack 0 0LDD 11.12 1.2 -1.3 Srrall -1.23 fes'
Hispanic 5 41.67 35.85 4.3 oy Zrrall 0.4
Asian 0 0LDD 483 0.8 0.6 Srrall -0.78
Amindian 0 0LDD 1.73 0.2 0.2 SErrall -0.45
MHCPI 0 0L00D 0.14 0.0 oo Errall 013
T 0 0LDD 0.43 0.1 -0 Srrall -0.24

) iz perfarmed wring the Two Standard Davistion Test [imall J& J& Sze <= 20, Any Diference with TPR]
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Exhibit 14

Incumbency v. Estimated Availability Detail

Omnitrans
DEND2011
f 2 B . 8 2 - =
c - [ [ & E 2 & o 2 at
£ 3 H H 2 ES g g vE5 £E3
55_ |3 : is 2 £ Pe, |32 g2 ¢ i3l
Job Group EEE € EE EE £ k= Aui B 28 258 Lok
056 Clencal Support (Union) 32 | Female 2 G563 7264 3.3 -2.3 -0.80
Winority 23 71.E8 51.80 16.5 i) 228
Black 4 1250 am 248 12 078
Hiszanic 17 313 575 1.4 | 208
Asian 1 313 448 1.5 0.5 -0.45
Amindian 1 313 1.09 0.2 oy 1.14
NHOPI 0 CLDD 020 0.1 01 -0.25
T+ 0 CLDD 1.15 0.4 04 -0.81
074 Skilled Maimtenance a8 | Female 1 145 4.18 28 -1.8 -1.13
Minonity 81 7381 7380 5.0 oo 0.00
Black i ETD 14.8 10.3 4.3 -1.44
Hisganic 40 787 5428 T4 26 n.az
Asian 5 725 N 24 26 1.78
Amindian 0 LD 078 0.5 .5 073
MHO 0 LD 0.13 0.1 01 -0.30
T+ 0 CLDD 0.48 03 0.3 -0.57
078 Operators 401 | Female 167 4165 53.70 215.4 454 -4.34 b=
Minoity L T6.31 6029 1.8 64.2 6.55
Black 181 4514 587 108.7 773 881
Hiszaniz 115 2B 68 3080 1231 -1 -0.38
Asian T 1.75 1.28 5.3 1.5 0.a3
Amindian 1 025 187 75 6.5 -2.40 Yes
NHO 0 CLDD 0.00 0.0 oo 0.00
T+ 2 05D 043 1.2 o 0.7
20 Professionals 43 | Female 21 48 54 43.63 .2 01 0.03
Minonty 18 4419 51.08 20 -3.0 -0.80
Elack T 16.28 2012 8.7 -1.7 -0.83
Hisganic 4 B30 s 10.0 6.0 =247 Yes
Asian 8 166D 588 25 85 358
Amindian 0 LD 084 0.2 0.3 -0.5
NHOPI 0 CLDD 07 0.1 01 -0.27
T+ 0 CLDD 1.00 0.4 04 -0.85

Comparizon qf Incumbency to dvarladiliy iz peghrmed wiine the Two Standard Deviation Tesr Dmall J& JG Sze <= 10, Any Diference with FPR]
Ves m s Number gff Standard Deviarions <=-2.00
Yes" mdicmer Difference <= 00
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Exhibit 14

Incumbency v. Estimated Availability Detail

Cmnitrans
D201
- w \
8 . a i = B b -;_': a - @ 3""ﬁ
i |z g if |8 |8 s |53
Bie |3 e |3 : t5e  |fg: |53 |5EE ik
o o 1
Job Group EEE & EE -3 i# e = Sk R 238 LET:
80 Service Workers 18 | Fermale A2 1717 3 =21 Srrall 1.3 ‘fes"
Minority 17 B4 44 2044 2.5 45 Small 2.30
Elack 5 2778 2.85 1.8 4 Srrall 2480
Hisganic 11 61.11 57.33 0.2 0T Srrall D.az
Azian 1 F.A58 1.40 0.3 i Emall 1.50
Amindian 0 0L00 0.8 0.2 0.2 Srall -0.40
NHCFI 0 0LOD 0.04 0.0 0.0 Srall -0.08
Two+ 0 0L0D 0.81 0.1 01 Srrall -0.38

Comparizon qf Incumbensy 1o dvaiadiliy i pegfbrmed wrine the Two Standard Deviaton Test [mall J& JG Sze <= 10, Ay Djfference with FPR]
1 Numbar of Standard Deviarions <= -2.00
Yes" mdoaes Difermce <= 0.0
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Annual Placement Goals

Omnitrans  06/09/2011

Comparison Test

Two Standard Deviation Test [Small JG: JG Size <= 20, Any Difference with WPR]
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Exhibit 15

Annual Placement Goals

Cimnifrans
0802011

Placement Goals (%)

Job Group Fermale Mingrity Black Hisp Asian Amind NHOP T+
A Sr. Management 3384 - - - - - -
B  Management 30.86 - - - - - -
MC  Supenesors - 6322 2878 - - - -
05A  Clerical Support - 53.70 11.12 - - - -
058 Clerical Suppaort (Union) - - - - - - -
07A  Skilled Mantenance - - - - - - -

OB  Operators 53.70 - - - - 1.87 -

20 Professionals - - - 2325 - - -
30 Senvice Workers 1717 - - - - - -
Comparison off Incumbency to dveilnbility & perbrmed using the Two Sumderd Deniarion Tesr [Small X A7 Size <= 20, dny Differance with WFR]

By Job Group az g -7-12
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2012

Ciear Employees:

I'want 1o take 1his opportundy to reilerale t all employeas that i has been and conbnues 1o be the policy of Omatrans to
mantEin & work emviranment that i free from harassment based on race, color, gender, raligion, national origin, age,
dizabiity and sexual crientabion. I is also the palicy of this Agancy to ansurs thal po ermplayes & subjested o retaliation
bacausa he of she his aleged undawful haressment  Immediste and appropriste comactve Bction wil be Eken bo
address any formn of harasament of retalation

I am fully committed to feking & prosctive approach to ensure @ walcome environment exists for gl employees. We wil
conbnua to take all necessary Sleps to make centain that no employee of Omnitrans is subjectad o harassment, Based on
race, cokir, gender, religion, nabional erigin, age, disability and sexual onantation or any other prohiied factor. We wil
continue b educats our employess o answa that evarvone has a dear understanding of this issus,

Any amployes who believes that he or she has bean subjacted to haressment should report such bahavier immedistely b
a suparvisor, any higher lavel manager, or the Deparment of Human Resources, Any SUpSrviser of Manager raceiving
notice fram an employes of palron of alkged harassment based on race, oolor, gender, raligion, natianal arign, age
disability and Sexual oriantation must immediately notify the Department of Human Resowses at SO0ATE.TIET. | assurg

wll;l!ﬂ?é the matter will be deall with promptly and impartisly and thet employess will not sutfer any form of reprisal or
relakation.

Fwil ol Directors, managens, and supervisors rasponsibla for enfarcing this policy. Al maragament and supenvisary
persannal must

s Waich for potential herassment in his or ber work ermvianmeant:

* Take all necassary skaps bo presant herasemean fram oscwring, and

« Immedately contact the Departmeant of Human Ressurces when employees come o you with allegalians of
clisrirmination.

Approprats -:-l:-rm:t'.'e aclian _will Be swiflly taken against any manager, supenisor or employss who engages o
harassment.  Additionally, action wil be faken agsinst supervisors ard managers wha eithar condone or fal o et
promptly bo cormecl haragsing conduct braught 1o ther abiention

Cemnitrans has both an ethical and legal obligation lo prowide a workplace thed is free Trom discriminaton. Withaut
guestion, the elimination of workplace and sexual harassment & a continuous goal of the organization.

| gk gach one af you o confnue bo wark with me in this mportant effort o ensure that Omnpitrans & & model amang
public and private amployvers.

Respecifully, e
)
ek

CEQGaneral Manager
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Exhibic 16
2012

EQUAL EMPLOYMENT OFFORTUNITY: POLICY STATEMENT

OMNITRANS reaffinms its policy that it is and shall be &n equal opportunity employer and will
dn its utmiost 1o further these principles. Successful achisvement of the Agency's Affirmative
Action goals will provide bemefits to OMNITRANS through broader utilization and development
of previeosly undansilined human sessurces,

8o that the implementation of this policy is assured, the Agency is committed to recruit, hire and

promoite for all job clessifications without regard to race, color, ancestry, religion, naticmal

origin, sex, nge, mental or physical disability, sexual orientation or marital status, Affirmative

mrlirm;illl be taken, Including goals and timetables, in order to addness undenutilization of any
clase.

Employment and prometianal decisions will center arousd valid job requirements developed
before applicants are interviewsd, Such decisians will be hased salehy on an individual’s joh-
relnied qualifications.

We will insume that all ather employment practices, such as transfers, compensation, benefits,
bayoffs, terminations, Agency-sponsored training and otber terms and conditions of eenployiment
will alsa be administered without regard to rece, color, ancestry, religion, notional origin, sex,
ape, mental or physical disnhility, sesoal orientstion, or maricsl stais. We will initiate and
promulgats these policies to all department heads o assure that they are adopted and adhered 0.
Managerial and supervisory performance will be evaluated on the success of the Affirmarive
Action Progmm in the same way a8 their performance on other Agency goals and ohjectives,

The CECVCreneral Mannger has heen designated s the Ageney's Affrmative Action Officer, and
hias assigned as his alternate the Director of Human Rescurces whie has the primary
responsihility for the implementation of the Alffirmative Action Program.  However, all
management personnel share in this responsibility and will be nssigned specific tasks to nssure
compliance is achimved,

Applicants amd employees huve the dight o file complaints alleging discrimination with the
CEWGeneral Manages o o the Director of Human Rescurces. Investigation may be assigred 1o
persans culskle of the Agency if desmed appropriate.

Ormnitrans” full Affirmative Action Program is svailable for mspection by any applicant ar
enyplives upon feguest rom the Human Resources Department from B:00 am. — 5:00 p.m.

i Eib& Wictorin

CEO Giengral Manager

-~
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OMMNITRANS
SUPPLEMEMTAL TERMS AND COMNDITIONS OF PURCHASE Exhibit 17

m

11

1

13,

14,

18.

16

17

PURCHASE ORDER (P.0.). Omnitrans shall nct be responsible for goods or services provided by
Consultant to Omnitrans officials or employees without a duly authorized P.O.

INWOICES. Imvaices shall be submitted under the same name as that which iz shown on the face of this
Purchase Service Agreement. The P.O. number must appear on all invoicas, shipping notices, defivary
and packing slips, packages and correspondence. Each P.O. shall be invoicad separately.

PACKING SLIPS. Packing slips must accompany each shipment unit (included with each package in
shipment), showing Omnitrans’ P.O, number, description, and part number for each item.

ACCEPTANCE. Sarvices are subject to Omnitrans' inspaction and approval within a reasonable time
after delivery, If specifications are not met or not approved, material may be returned at supplier's
SxpenIa,

DELIVERY. Unless otherwise indicated on the face of this order, delivery shall ba FOB dastination. COD
shipments will not be accepted, Deliveries for all deparments must be made through Omnitrans'
Receiving Department. Nonpayment may result for goods delivered in any other manner.

PARTIAL DELIVERIES. Shipments must be identified as partial or complete, along with the number of
shipping units.

MODIFICATIONS. Consultation shall not make any allerations or change to this Purchase Agreemeant in
any fashion without prior written authorization from Omnitrans. Price increases cavsed by alteration or
modification of the original F.0. must be authorized by the Director of Procurement. Increases aver 10%
of tha original amaount as it appears in Section 2, Scope of Work, reguires a written Change Order,

FEDERAL, STATE AND LOCAL LAWS. All goods or services furnished pursuant to this P.O. shall
comply with all CAL-OSHA standards and regulations and all applicable Federal, state and local laws
and regukations

BUY AMERICA, Vendor certifies that all products provided under this Purchase Agreement complias
with the requirements of the Buy America Act codified in 41 USC §10a-10d.

DISADVANTAGED BUSINESS ENTERPRISE. The supplier shall not discriminate based on race, color,
national argin, or sex in the peformance of this P.O.

ENERGY CONSERVATION. The supplier agrees to comply with the requirements of the Resourca
Conservation and Recovery Act, as amended, 42 USC 556001 et seq,

TITLE VI OF THE CIVIL RIGHTS ACTS OF 1964. Supplier agrees fo comply with all applicable
requirements of Title W1 of the Civil Rights Act of 1064, 42 USC § 20004 and USDOT regulations
"Mondiscimination in Federally Assisted Programs of the Department of Transporation--Effectuation of
Tithe V1 of the Ghil Rights Act” 49 CFR, part 21.

RECORD RETENTION. The supplier shall make available within 30 days, upon request by Omnitrans,
all records ralated ta this P.O. for & period of up to three (3) years after closure,

form IS0, CG 2010,

AMERICANS WITH DISABILITIES ACT. The Consultant agrees o comply with all the applicable
requiremeants of the Americans with Disabilities Act of 1920, 42 USC §512101 e seq. in conjunction with
this P.C,

DRUG AMD ALCOHOL POLICY, It is the policy of Omnitrans that anyone, while on Agency property, is
prohibited fram wnlawfully manufacturing, distibuting, dispensing, possessing or using controlled
substances or alcohal or llegally using or misusing legally prescribed drugs.

INTEREST OF MEMBERS OF COMNGRESS. Mo membar of or dalegate to the Congrass of the Uniled
States shall be admitted to any shara or part of this Agreament.
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21.

OMNITRANS
SUPPLEMENTAL TERMS AND CONDITIONS OF PURCHASE Exhibit 17

INDEMNIFICATION. The Consultant shall indemnify, keep and save harmless Omnitrans, its agents,
officials and employees from any and all claims, actions, losses, damages, andior liability arising out of
this P.O. from any cause whatsoever, including the acts, errors or omissions of any person and for any
costs or expenses incurmed by Omnitrans on account of any claim except where such indemnification |s
prohibited by law. This indemnification provision shall apply regardiess of the existence or degree of
fault of indemnitees. The supplier's indemnification obligation applies to Omnitrans’ “active” as wall as
‘passive’ negligence but does nat apply to Omnitrans’ “sole negligence” or “willful misconduct” within the
meaning of Civil Code Section 2782.

FORCE MAJEURE (EVENTS BEYOND THE CONTROL OF THE CONSULTANT). The Consultant wil
net be held liable for fallure of delay in fulfillment if hindered or prevented by act of God, fire, strike, loss
or shortage of transportation facilities, lock-out, commandeering of materials, products, plants or facilities
by government that are nolt reasonably foresesable.

- ACKNOWLEDGMENT. By delivery of the goods or services purchased herein, the supplier agrees to all

the terms and conditions of this Purchase Agreement.

- TERMINATION. Omnitrans may terminate this Agreement in whole or in part for Omnitrans’ convenience

or because of the fallure of the Consultant to fulfill its obligation. The CEQ/General Manager shall
lerminate by specifying the nature, extent, and effective date of the termination. Upon receipt of the
notice, the Consultant shall: (a) immediately discontinue all services affected and (b) deliver to the
CEOQ/General Manager all data, drawings, specifications, reporis, estimates, summaries and other
mformation and materials accumulated in performing this contract, whether completed or in process, If
the termination is for the convenience of Omnitrans, Omnitrans shall make an equitable adjustmant in
the P.O., but shall not allow anticipated profit on unperformed services.

APPLICABILITY. The Terms and Conditions stated herein do not supersede or supplement the terms
and conditions of any Omnitrans procurement wherein the terms and conditions were previoushy
speciied,

22, 05HA COMPLIANCE. The items covered by this Agreement must conform with safety orders of

O5HA, CALOSHA, and /or NIDSH, and applicable Safety Data Sheets.

23. QUESTIONS. Questions regarding the Terms and Conditions of this Purchase are to be directed to the

Procurement Office, phone 908.379.7148; fax: 909.379.7107; 1700 West Fifih Street, San Barmarding,
Ca 02411

End of Supplemental Terms and Conditions
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P/ OMNITRANS

Exhibit 18
W/ POLICY 221 PAGE 1 OF
PERSONNEL PoLICY MANUAL

SUBJECT APPROVED BY OMNITRANS

BOARD OF DIRECTORS

Equal Employment Opportunity
DATE: January 1, 1999

I. Purpose
To provide guidelines for the Equal Employment Opportunity Program.

. Scope

All Departments

I1l. Procedure

A.

It has been the established policy of Omnitrans to utilize our available human
resources effectively by selecting the best-qualified person for the job. We have
always given appropriate attention to such factors as educational background,
previous experience, proven skills, desirable character traits, and growth
potential. The personnel hired and promoted in the past, along with those to be
hired and promoted in the future, have been, and will continue to be, selected
from all applicants on the basis of qualifications deemed essential for an
employee to perform well. These include such factors as ability, availability,
capability, aptitude, experience, education, health, and a willingness to work and
serve.

Since the objective of this policy is to use all qualified available human
resources to the fullest, it is essential that we administer this policy in such a
manner as not to discriminate against any person, employee, or job applicant
included in a protected class.

It is our policy to offer equal employment opportunity to all persons. No job
applicant is to be discriminated against because of inclusion in a protected
class.

This policy is intended to apply to recruiting, hiring, promotions, upgrading,
layoffs, compensation, benefits, termination of employment, and all other
privileges, terms, and conditions of employment. Our Equal Opportunity
Program will communicate the important guidelines and procedures that will be
followed in providing equal employment and advancement opportunities on the
basis of individual qualifications and job performance.

Recruitment will be on the basis of qualifications only. However, all employment
sources, including private employment agencies, state employment services,
etc., have been advised of our nondiscriminatory policy.

Liaison programs with schools have been implemented. All employment
advertisements shall identify our Company as an "Equal Opportunity Employer,
M/E."
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P/ OMNITRANS

Exhibit 18
W/ POLICY 221 PAGE 2 OF
PERSONNEL PoLICY MANUAL

SUBJECT APPROVED BY OMNITRANS

BOARD OF DIRECTORS

Equal Employment Opportunity
DATE: January 1, 1999

. Advertisements are to be placed in the news media serving minority and female
groups as well as those with broad distribution.

Our application form is periodically reviewed to ensure a continued compliance
with federal and state laws in regard to interviewing, selection, and testing
procedures, and sound business practices.

Omnitrans will provide promotional and upgrading opportunities to all employees
by basing criteria solely on the employee's ability, physical fitness and
qualifications. Employees who fail to qualify for upgrading and promotion are
encouraged to improve their development by taking advantage of any training
programs made available to them by Omnitrans and/or government and
community agencies specifically geared to improving skill level and education.

. When necessary to reduce our workforce, layoffs or recalls will be made without
unlawful discrimination. When it becomes necessary to terminate any non-
probationary employee, such termination of employment will be for cause,
without unlawful discrimination.

. Omnitrans compensates personnel fairly according to their job classification.
Omnitrans supported benefit programs for employees will be made available to
all personnel without unlawful discrimination.

. Omnitrans makes any tuition reimbursement and training programs available to
those desiring training and shall adequately communicate to all employees and
potential employees the availability of this training in a nondiscriminatory
manner. Those not qualifying for our training opportunity because of
deficiencies in previous training or education shall be encouraged to participate
in developmental programs.

. Omnitrans will take appropriate steps to ensure that all personnel know of our
sincere desire to support and take affirmative action toward providing equal
employment opportunity by use and distribution of bulletin boards, EEO posters,
Agency policy, employee handbooks, supervisor's manuals, and supervisory/
employee meetings.

. All Omnitrans facilities and sponsored activities shall continue to be available to
all employees on a non-segregated, nondiscriminatory basis.
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RESOLUTION mw

B RESOLUTION PDOPTING POLICIES REGARDING AFFIRMATIVE
ACTION AND EQUAL OPFORTUNITY EMPLOYHET

- Exthibar 19

Of the Board of Directors of OMNITRANS, adopting an official policy

Department heads, and other managenent and supervisory personnel to provide -
equal enployment opportunities for protected group job applicants and employees,
NHEREAS, OMMITRANS is comitted to the concept of eqial emploment
Opportunity &5 a basfc personnel principle, and has & long standing policy of
avaiding di;uiminatnry practices against any perscn employed, or sesking em-
ployment, because of race, color, religion, rational origin, sex, age, or
disability, and, '
WHEREAS, many social factors sre beyond the ability of 2 single en-
ployer to remove; as 2 public employer, OMMITRANS nevertheless recognizes {ts
cbligation when required to develop practfcal plans for steps to be taken to
achieve the goal of equel employment opportunity in the sgency;
NOW THEREFORE, BE IT RESOLWED that the Board of Directors of gl

TRARS does hereby adopt the foliowing &5 & statement of policy to guide its -
oon efforts and OMHITRANS officials, Departnent heeds, and other management and
supervisory personnel during the period in which the soepcy is developing action
programs to provide real equal employment opportunities for protected group job
epplicants and employees. _
SECTION 1. OMMITRANS® employment i:-pp-:-rtunmes are to be made known clfél:ti'-re-

Ty to protected group citizens. Advertising, publications, and

other forms of comunicetion end contact shall be utilized ingn-

suring the protected group persons are informed of agency enployment
epportunities.

SECTION 2. Minimum or desfreble qualifications for agency employment shall “5‘
be higher than necessary to perform the duties of. the job fmvplvec.
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SECTION I,

SECTION 4,

SECTION 5.

SECTION &,

SECTION 7.

SECTION &,

SECTION §.

SECTION 10.

ing vote, to wit:

Exhibit 10
Employment examinations shall be designed cRrEhbibesth the
objective of determining which epplicants ere mot fit to per
form the duties involved and of aveiding exemination barrigps
irrelevant to the Jab.

Fositive efforts shal] be made in recruitment, exemination,
selectfon, promotion',iznd trafning procedures to ensure that
those persons who &re otherwise {[u-h?if‘ltd, but are disadvan-
taged by race, color, religion, netional origin, sex, age or
éisebility, achieve pbsitions {n agency employment.and are
provided promoticnal opportunfties.

Protected group employees of the agency shall be encouraged to
take edvantage of agency training programs. '

Protected group en]:-luyees shall be encouraged to seck advance-
ment in apency service and those who desire it shell be coungel
ed o how to prepare themselves for promotiongl opportunities,

Dﬂ-l'r-l:-reh&nsh-fe enployment statistics shall be mafntained regard-

.ing protected employees fn OMNITRANS as approprizte for use in

preparetion of the required federal and state reports.

fgency employees, particularly theze in =|:p-er'*1-'{50 and manage-
ment positions, shall, be made mware of the culturs] backgrounds
of persons from warious groups.

Representatives of employee organizations have been aware of ti
declared Board of Directors of OMNITRANS policy and of Title W)
of the Civil Rights Act of 1964, a3 extended to include state s
local goversment by the passage of the Equal Employment Oppor-
tunity Act of 1972, which makes 1t unlawful to discriminate on
the basis of rece, coler, religion, mational origin, sex, age,
dizability. -

Hothing contzined in this Resolution shall be interpreted to.r
ljuir'e the zgency to grant preferential treatment to any indivi
ual because of the race, coler, religfon, nationel origin, se
bge or disability to such Individual.

1 HEREBY CERTIFY that the foregoing resolutfon was duly adoptec
the Chairman and the Bosrd of Directors of Omnitrans at a reguier mesting

| thereof, held on the 4th day of ' June - , 1880, by the foll

EVES; Superviser Cal MeoElwaing Mayors Harcld Hayes and Cherl

DeMirjyn; Mavors Pro Tempore Hugh Grant, Fay Myers Das

trup and Elmer Digneo; Councilperons Elleen Carter, FI

Gareia, Bill Freeman, Ralph Hernandeg, Jehn Longville,

Frank Carpenter and Jokn Mikels. I
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Exhibir 19

PESENT: __Suporvisors James Meyfiels, pebert Havesdk, nernis

Hansberger and Robert Townssnd

q

The foregoaing re:.u'lutiﬂ-n 1% hereby approved this Sth ] duy'nf

June s 1980,

Fpproved as to form:

-.Q::gﬁ%

Cowmzel Tor Omafitrans
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D A R R S

77 Y / 5M W Involes Mo,

765614
~ &m&w {f’.‘; c:?cwg' M o
18107 Sherman Weay » Suite 102 « Reteda « Califarnio 71335 » 1-A00-872-7352
Hour: Mardoty - Friday sixlam - [:D0pemn |Pocbs Time|

wwrw, notionalblac kieview. nat

PLEASE MAKE CHECKS FAYABLE TO: NATIONAL BLACK REVIEW, INC.

We accend checks. money orders. and of major crecht cards
NP5l _
ATE Paymant Due Lpon Receipt ARADUNT
- Signature J"_“L-?:—” A
Autrarizad by Plasse Sign & Fax Return to: B1B-TTE-2130
MARGE EWING ¥
09/02/08 5 5,001.00 *kr
7 a9 ) o
Fv4 (& - MULTIPLE INSERTION
PO § OB-09M
Time authorized: 11:37 AM
Advertising Insertion

OMNITRANS av s u

1700 W. 5TH STREET - 2 ﬁ;:ﬁa

SAN EERNARDING, CA 92411 ' r/" \]f &

THANK YOU FOR RENEWING YOUR AD.

o9& (0

R LI




PROOF

—hoose Your Career Path Wisely

Determining your career goals and

interests will keep you from wasting
wour time and morey on a degrese that
doesn't match yvour desired career path.

In wadays job macket the type of degree can make al the
defference, especially i woure hoping w land one of the
current in-demand pabs listed bk

Mew Career Fath or Same Career Path?

ou have bwo main career choboes: IF you'ta Just starting out,
waLu CEN pursue ane al your interess; if you've already ertered
the wook force, you can choase a news path, IF you go the latier
e, your past trairing and experience may qualify you for &

wide range of careers you may not have carsidensd bekane
Decisions, Decisions...

Cargar counselars using a caneer gssessrnent Cam help you
find a carssr maiching your skills and interasts, which will halp
maka your search mare effactive, Yoo == '~ farm solf.
AFERESMENES using a varety af onlin

[n-Demand

If jobs security and good pay are
ook af the US Department of Labois |
greveving and highest-paying jobs throue'

@ Registered rurse

B2 Physical therapes

B Ocrupational Serapist

8 Health dagnasis sechnician
B Metwark sysiems adminisrabon ars )
B Compuder softwares engineer

& Crertal hygienist

B Linw erdorcement officer

& Teacher (all levals)

B Accoaintan

T leam more ard find jobs in these and ather career fields

"Gaminoad
Progress to All

Minarity ]
Bommunigiee” 0

_ﬂ* | ol

Omnrsays:
&l Malke New Frie

Welcome w0 Omnireams .. Omnitrans is e poblic ransit agency secvisg the Sen Bemardine Valley, Ctmnilrans Sames over [
million pissengens sach yaar throsghoul its 430-square oile sexvice area. Mew: Call e Sob Line Find aul abeon sdr s
pasitions by calling cur new Omnitrand Job Ling sember: 1-R88-893-1604

Www.omnitrans.org

1700 W. 5th Street. San Bernardino, CA 92411

haticnal Black Resvaw
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Exhibir 21

18107 Sherman Way, Ste & -102 ﬂfﬂmﬁﬂ ﬁﬁﬁ.‘iﬁlﬂg .FEﬂ-"fﬂE
Reseda, Californks 91335

(E00) BMENDI (9636345 *
maweeesse, Ef Mundo Latino oo
wiwwamendiopublishing net 557873

APPROVED BY: MARGE EWING r"7 / ?/0{7

COMPANY: OMMNITRANS
1700 W, 5TH STREET
SAN BERNARDING, CA 92411

Advertising Insertion Order

JOB TRAINING EDITION
062309 § 1,980,00
SIGANTURE APPROYAL ATTACHED
mﬁ%yl%l}ﬂ'w wﬁ?r‘.‘ur ﬂ-’kﬂ_,
A icover et

We accept Al Major Credit Cards

PLEASE MAKE CHECKS PAYABLE TO: MENDIO PUBLISHING SERVICE
WE ACCERT CHECKS, MONEY ORDERS, AND ALL MAJOR CREMT CARDS
# publication of Medis Growg, e, = Tex 13 #93-4655437
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LATING

Research Reveals That Hispanics
Are the Happiest People

That's right! Aceonding 1o Dy, Bd Diener, a psychologist
al the University of [linois, looking ot people fromm around the
anild, the happiest peaple are Hispanics. They tend o ook e

what's going to go righl. But considensg the
difficult cincumstances many Hispanics faze in
the Diared ﬁrn_lul.:i_luﬂy posaghle for them i
bz the happeest peaple oo earth? “Abslutely
yea ™ mawis O Comilo Cruz, seif-eppoiated
cheerlender for the Hispanic eomimunicy.
“Heppiness i3 & personal dacisics, very much
independeni of cirpamsiamcs.

S praple with 2l the money and
s in the world are masereble, bt i's also
poonmon 1o Gnd happy pedple of Bitle means.
Bach perci (s ks happy as they set oul 1o
be" Crux shouald kros ghoan the busizess of
sucers and happines. His mast recent boak
“la Vaca® (Omee Upsa A Cowd already a
Spanigh-linguage bestseller in Calombia and
several booksiooes in the U5, wis awerded the
00 Lating Book Anand for the Best Sell-
Help ook in Spanish.

Twenry books age, his St release
“Iy Search of the Amercan Dream — & Gioide
Sucoeeding in the Unied Smies™ wis on New

1

|

|

r
1
I

|
3
1
i
i
I
t
i
4

ARLINGTON, Wi, — & Lavap fooniy anjogs
riszlr pss pagaiber There are 85 million La-
fine el Wamy & g Enate Sates — 63
paicent Save oflildeen amder the e of 78
and €5 pemwne af Lenno clibfres L with
fuwh parears. Phorar fy flopd Wolf fiv rhe
LLE Cenrwr urnaw

“Yirk's L& Frensa bestseller st for 42 weeks, People want happiness
or success, but tBey gllow sxcuses and jusitficabons {Criz calls

them “vacasieows’) to keep themn from it [n La Vaca, be stoies that
a first step towands achisving a fulfillisg life is eiminating fhase

ELMUNDO LATINO

Page 126

welll-wom £xemes shat keep us Froen uiilizing our tree poleilial,
There's no preachy sanme or soddng text, just a mesiphor tar
can lead people b (ke responsibility and initaiive in making

peeductive chinges in ther [,

Winning this award recognizes the valus
aiid the nesd for this Tvpe of messige.
Peaple want insight inio suciess d
happiness. Tho proal is in the puddag:

i in public librares, lifs skalls and elf-
1 hep tdes are the st scwght-afber
! pemmes by Latinos.

Taller del Eeito, La  Vaca's
publisher, has received 15,0004+ Dellors
from Lating resders across the globe,
“People tell us on a daily basis bow La
Waga ingpired persomal or professional
transformaticns.”  seys [da  noeoer,
Wice-President of the comgany, “We're
50 pleased that the Lating ook industry
recognizes the power of Dr Cng's
winrks 15 well.” Dir, Crae wis racognizd
along with ccher Lating sethors such ol
lzahel Allende and Panlo Coslho. b

Sanrrer Hipanic PR Newswlee
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&

B

Approved BY.  MARGE EWING

i Adugrising Inserfion Order s
Due Upon Receipt
Amount Dae
Date MINORITY I55UE
0B/04/0% $ 250.00

Control Code JOE

The Progressive Woman e o 0

1624615
18107 Sherman Way, Suite B-102, Reseda, California 01335, 818.776.2521

Hours: Monday - Priday 6:00 am - voo pm (Paclfic Time)
www.theprogressivewoman.net

OMMITRANS -.
1700 W, 5TH STREET Plaase Sign & Fax to: (§18) T78-2685

SAN BERNARDINO, CA 92411 Signature Tty e E,_ﬂ_.ﬂl

Py by phone using vour Yisa,
Master and, Anerican Bxpress
& Discover Card

Please make checks payable to: The essive Woman
We accept checks, money orders, and all méiur credit cards
Tax ID 205-4665837 + A publication of Mediz Group, Ffre.
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This is a proof copy of your advertisement for our next edition of

The Progressive Woman

Visit our website www.theprogressivewoman. net

If you wish to submit a logo ar special copy for your ad spaca,
please provide origimil copy 10 US 88 S00M 25 possible.
This does not imply past or furire participation

Email address to submit logo or ad copy: theprgw omen & aol.com
PhotashopMAC format preferrsd)

Questions, call: (318) 276-2521 = Fax: (818) TTH-2565
Attention: Marge Ewing Drate: BI302
Invoice #: 162615

WWw.omnitrans.org

‘r; A Fuyaal Opperiniky Empie

e SR SAT T =
AETTITLL 5 < I:":ju ok "2 3
- Zan Bermadios, CA DY

Chimini 5095
Make New Friends

Omeirans 1§ the publs

fromeil Ggency Lerdng jhe an Besnanding
Founded m |

§74 Hrough @ jalnt prwers ogreaie i, Chnnilrans ©
15 miffon posschgers each year tepoughaul - |1y A30-square m
onrn. A3 & Wading smphoyes In e 5d0 Bamordine  Voley.
compiifive solany ard e ele:nt benefls, iIncluding:

u G Radis A L] ! =i =2
ERS Ruliremssnt Flon Health & Dental Fians | Group L4 Insuranes

+ Dpferrad Compenialion = ekl Unioem

T s i Relimburss menl
= Pald Holidays + Paid YLick Leave Tutli= m n

Note: Ad size may be increased or decreased for ease of proofing aad faxing.

LE- T

Lar-1 o=l B



—greerr

e CLASSIFIED rje) = [ SiEFanmms )
Prts spvermising  PTAOOF | mende S |
i RESS- | Frintzd by: Curgnt, Ramizs 2 & AD0SRIE o 1-B00-514-T253
ENTERPRISE =~ SEiem | giTiaiz |
| ENTE T | 9513685006 Fax ||
..Wn-ﬂ#nfﬁumn -:-_-:..:_'l Ad Copy:
Phore # [308) 378-7272 | e
s CMNITRANS I N PR P
Address. ATTH; ACCOUNTS PAYAR
19700 W 5TH ET - |E{"T‘:§€ﬁ
SANBERMARDING C&  m2411 | ERT  eE
R bR
Bt ¥ 107074 | we i\
Clienk I I!ﬁ:rﬂﬁ“
Placed by Desriss Slhison |
Fax# [A0R}376-7108 |
P S |
LT —

| Cassficbors EMPLOYMENT OFFORTUMITIES
Pt caadiang: F'l'ik&-El‘llErpr'qn
Crlire Preduct
AterCal g com
Dhrarsiyine cam

Sart date: 12-08-09
Sing date: 1206405
Inserions 1

Faie cods

A byps
Takan by:

EM-CFEH
&f Lirmr
DCaerart, Rard sy

1%18.280
18 00x 3,14 mgaie |

Hel2d

Eira
Bl siza:

Amaount dua:
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# 3% §  Exhibit2

Approved By MARGE EWING

Date Amount Due
0T %\.__.\_ TN 'I-&-U!—H- {\-'E'!“f'ill_'l $ 995,00

Thg Progressive - Woman ";;;;:-“W
18107 Sherman Way, Suite B-102, Reseda, California 01335, $18.776.2521

Howrz: Monday - Fridoy 600 am - 1300 pm (Pacific Time)
www.theprogressivewoman.net

OMMNITRANS Please Rety
AN RERNARDINGE CA 924 %“'”?n S
, 1
FAX: B00-400-8808

.......................... . Fldvgrtising Inserlion Order
Duie Upon Receipt

WORKING WOMEN EDITION

Flease make checks payable to: The Progres E&“ﬂ i
We accept checks, mnnev ﬂ-l'ﬂE:rS. and all ma;pur credit ca @
.i‘iu: I #p;,'b;ﬁﬁﬁg? « A pubdipaiior of Madia frowp, Inc. m

fuee. Safofu
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INVOICE NO.
-E‘T:_] 273300 nT

BrL.ACK MEDIA NEWS

www.blackmedianews.net

(4
oy

Pleasa Sign & Fax Retumn
Authorised by: MARGE EWING M Sicneture v o
COMBANT:  ANITRANS FAX: 800-400-8898

1700 W. 5TH STREET

SAN BERNARDING, CA 92411 CHECKES

PLEASE MAKE
PAYABLE TO: LIFE MEDIA

Pavmem Terms: Due Bpon Receipl.

nt pethads: Chack, Money (rder, Fiaa,
Pay by Phooe 800.201.9440 N et ioan Eeppean & [Hscmter

—— Tux ID #95-4665433
IZE I|H| A Publication of Medic Groap, e

1 Inserliun Nale wl Avlthorization Amaannt e

-

EMPLOYMENT EDITION
I L {_{1‘“;;“} 091710 $ 99500

420 RESEDA BLvp, suiTe #6002 » MORTHRIDGE +« CALTFORMIA 91324 » BoO-201-0440
Hours: Monday - Friday 6 am - 12 noon (Pacific Time)

flac. 050 f
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# A3
Reseda, California 91335 )
(B0 B-MEMNDID (96345340 - A .
Hirs: Bban - Fric 6am - | pOn [Puci Thast ﬁfmundb ! am INVOICE NO.

wwwmendiopublishing.nel

MARGE FWING
n&F
) sign, e Sign & w Peun

OMNITRANS FAX: Hr:h:l
170 W. 5TH STREET
SAN BERNARDING, CA 92411

1B107 Sherman Way, Ste A 2102 ﬂfﬂmﬁﬂ ’PHEESEITIH SET'LJEE

APFROVED BY:

COMPANT:

Advertising Insertion Order
|_,,.h_' T DESCRIPTIGN, - e S  APPROVALDATE _ AMOUNTDUE |

EQI ISSUE

1_,_ Aail -'IE.H—J—‘[ ‘ﬂ-ﬂ-,ﬂ_.

@17 5 99504

We accept Al Major Credit Cards

PLEASE MAKE CHECKS PAYABLE TO: MENDIO PUBLISHING SERVICE
WE ACCEPT CHECKS, MONEY ORDERS, AN ALL MATOR CREDIT CARDE———
A publication of Medin {-luhp. fae. « Tax LD #95-45585437

Jeecm- 5050 Fu
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Meredith Tshilonda

From: WiomensgJobLis: Wesbmaster [supporbimomensjabist com]
Sent: Tuesday, February 28, 2012 4:55 PM

Ta Meredith Tshilonda

Bubject: Waomenslablist.com; Mew Job Posting

Reply-To: Womensloblist Webmaster X-Spam: [F=0.1698113208; B=05MK0); STSI=0.500(-T);
STSM=0.450(-T); CM=0.50 MH=0.500(2012022832); S=0_ 2000201 0122901 ); SC=none] X-MATL-FROM:
X-SOURCE-IP: [209.68.6.99] X-AnalysisOut: [v=1.0 ¢=]1 a=~38HxUKenCAwA: 10 a=PeiWbiil Walla: 10
a=kii2vidueCr] X-AnalysisOut: [44:10 a=BLeeEmweHowA: 10 a=8nJEP 101Z-[A: 10 a=mZulthifyNTXdL] X-
AnalysisOut: [r470=plA==17 a=IRAsBarSAAAAR p= fRiHM2sCTeabCCqFIUAD a=] X-AnalysisOut:
[iZGE5 Y YOIrTidkUQA: T a=wPNLviGTeEIA: 10 a=ua_VFICiLowA:10] X-AnalysisOut: |
a=1JgVGIPnZysA: 10 a=viacs 140d@rwA: 10 a=adz3G19P 1Y Ac10 a=g] X-AnalvsisCut:
[WDRTwATQWYgY0Zd: 21 a=BOjeldPCifaNxSYF:21] Remwm-Path: support@wormens oblist.com X-
OriginalArrival Time; 29 Feb 2012 00:54:53.093% (UTC) FILETIME=[BFB1F430:01 CCFA7C) Hello Meredith
Tshilomnda,

Your job has been successfully posted on WomensfobList.com

Helow is a summary of the toial charges for this job posting.

The total cost of your order is $219.99, Of this total $0.00 15
for your chaice of no priority and 321999 is for
durstion chodce of 60 days, Your transaction id is 21476259,

“Wour credit cand statement will show a charge from WomensJobList.com,
Flesse sirve this email a5 a record of your purchase.

You are now a certified diversity partnes. Copy the code below and email it 1o your -
webmaster or paste it into your website 1o display your Wormen Inclusion Employer Certification Seal.

]

<|-- Start WIE Certification Seal code. Copy and paste into your website but do not modify -
< href="hitp:/fwww womensjoblistconyseal php'=

<img sre="http:/farwrerwomensjoblist.com/images Women_Inelusion Employer_Seal gif? S-</a=
<l End WIE Cerdification Seal code. —+

We are proud of our talented candidate pool, so take advemage of your
resumee search rights and start contscting candidates via the link below.

Below is a link to your posting. You may email this link to candidates
pnd reference it for page view tracking.

Post More Jobs on WomensJobList.com:
hittp= e, WormensJobListcomjobs/addjob.php  Page 133



Document Control Analyst Wanted in San Bemardino, CA

Hormie Empovars Job Seakears Carear Sdvice

1 WomenslobList.com
Lie  You ke this,

W mesrri) ohlisl. cam cePeebesk

Local Truck Driver Jobs v usqobe com
Truck Driving Jobs With Great Pay, Banefits &
Tuition Help. Apply Now!

Make Money From Home sccouningsnd Rockksspng
Earn $55/hr Bookkeeping Right From Home.
Frea Yideo Explains Alll

-..r-l:l-b ﬂp-ﬂl'l.ll‘lﬁ- wraga Ardthenghioh com
Saarch For Job Openings. Apply For a Position
Ty

Frea Onling Adyartising wew Googe combédwnts
Sae What 575 of Google Ads Can Do For Your
Businass. Try IE Mow!

EOCHoees [

Featured Emphoyers

Cymnilrans

Saraloga Food Spaciakies

Unrrersity of kwa

Cakfornia Coflege of the Arig

Fatromabtan Waler District of Southem Califormia

Festured Jobs

Jobs
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Aol Coracy

‘wWhene

Document Control Analyst
Omnitrans

Gei all jobe from Cmniinens

Emiail

Jaob Theke:

Diocumant Canrol Anabyst
Company Mameac
Omrvrans

Etroat:

201 Novth E Street, Suite 202
Cley:

San Bemaning

Stade:

G

i

B2

Phana:

BE-375-T147

Fa:

= =R T

Company Frofile:

OMEITREANS, prowidar of public mass ranai for th
sacking @ highly skilked protessional io join o aws
Epanning 16 mies with a0 irwestmant of cuer §18:
meryice will connacl sludents, senigrs, shopprs,
majar business o goeemment carers, relsl mal
Contact Mamsa:

Maredith Tshilonda

Jiohy L eacearben
LS-Calilomia-San Bemard innPalm Sprngs

Jalr Tidke:
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Exhibit 21

Approved By:

The P rogressive Waman P——

18107 Sherman W, :
. ’ B18.776
Hours: Monday - Friday ¢; O 91335, 818.776.250

wWww.

MARGE EWING
OMNITRANS
1700 W. 5TH STREET

Eressivewoman. net

SAN BERNARDINO, CA 92411

03/27r12

200 pm (Pacific Tims)

SIGM & FAX: B00-100-8858
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Meredith Tshilonda

From: WornenstoblList Webmaster [suppori@womensjoblist com|
Sant: Fricay, Aprl 13, 2012 12:45 PM

Ton karedith Tshionda

Subject: WomanaJdooList.com: New Job Posting

Reply-To: WomenslobList Webmnster X-Spam: [F=0,1698113208; B=0.500{0); STSI=0.500(-4);
STSM=0.450(-4); CM=0_500; MH=0.500{2012041312); 8=0.200{2010122901); SC=nane] X-MAIL-FROM:
X-SOURCE-IP; [209.68.6.99] X-AnalysisOut: [v=1.0 ¢=1 a=38HxUKenCAwA: 10 a=Pc3WvbS I WellA:10
a=k{2vidueCrv] X-AnalysizOut: [4A4:10 a=BLceRBmweHowa: 10 a=8nJEP 101Z-1A: 10 a=mZulthifyN{NdZ] X-
AnalysisOut: [rdT0spla==:17 a~3RAsBarSAAAAR o= fSiHM2sCZeaCCqFIUA S a=] X-AnalysisOut:
[ZGIz5t YYOIRTEEUQA T a=wPNLvGTeELA: 10 a=YVNSsL AlréoA: 10] X-AnalysisOut: [

a=1 IgVGOPRZysA: L) a=viach] 49drwA: 10 s=adzSGI9P 1Y A:10 a=c] X-AnalysisOut: [K1raD0nDOZ-
BidZ:21 a=URduM-3Bwu2fUSh6:21] Retumn-Path: support@wnmensioblistcom X-Original ArrivalTime: 13
Apr 2012 19:44:37.0380 (UTC) FILETIME=[DBF33C40:01CD19AD] Hello Meredith Tshilonda,

YWour job has been successfully posied on WomensJobList.com,
Below 15 a summary of the total charges for this job posting.

The total cost of your order 15 3219.99, OF this todal $0.00 is
for vour choice of no priorty and $219.99 is for
duration choice of 60 days. Y our transaction id is 21476571,

Your credit card statement will show a charge from WomenslobList.com.
Plzase save this email s= 8 record of your purchase,

You are now a certified diversity partner. Copy the code below and email it to your .
webmaister or paste it inte vour website to display your Women Inclusion Employer Certification Seal.

I
=

<f— Start WIE Certification Scal code. Copy and paste into your website but do ot modify —=
=g href="hitp.fwww womensjoblist. comsseal php =

<img sre="hitp:fwww, womensjoblist.com/images Women_Inclusion_Employer Seal gff f-<fa=
<l End WIE Certification Seal code, --=

We are proud of our talented candidate pool, o take advantage of your
resume search rights and start contacting candidates via the link below,

Below is a link o your posting. You may email this link to candidates
and reference it for page view tracking.

Past More Jobs on WomenslobListcom:
. . Page 136



Part Time Coach Operator Wanled in San Bernardine, CA

Exhibit 21
Mame Cirgdoyers Job Seakers Caresr Advice Abowd Lontact
! Search Jabs Where
Featured Employers Part Time Coach Operator
oOmnitrans
Miztro Waler See all jobs from Omnitrans
TampSond Bl
Professionsl Whokapos:s Yho =
Renitand
Medmpoian Witer Dislic
Job Title:
Par: Time Caach Operator
Recent Job Searches- S== Wore
Comparryy Name:
Hefaks Jotxe in Momigomery &l mnimans
Hefaks Jobe in Momigomery &l S hreed:
Huran Resounces Jobs in Moica 17000 Wikeesd FiHTh Sireead
Apsointard Jobs in Word -
Clerical Jobs in 82404 S'*"'
Enginesr Electrical (2 Positions] Jobs in Los Angales, G4, an Bemardie
Stata:
G
Zip:
22411
Pheamea:
GOO-3T0-T147

Page 137

-

Comparty Profile:
Cimniirares is 8 provider of public fansporation for

Conmdact Name:

Meradiih Tahilonda

Jabs Locatan:

L& Califomia-San BeenardinoPaim Springs

Pomitian Tygpa:
Fart Tima

B i bezer of Cipeningg s
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Exhibit 21

Mearedith Tshilonda

From: Bealt Gasperin [caneera@@nalivejobe com|
Sank: Mionday, April 16, 2012 468 AM

Ta: Meradith Tehilonda

Subject; Re: Job Arnouncemsnt

Hi Meradith,

Your announcemeant Fas been posted in the Other category.
I will process your purchase and send a receipt in the fest couple days.

Thanks,
Seoll

Sl &G rin, Publ
{Tha Trital Emplovmant Mewslatier %
& Mmhiwpibs oo

----- Original Message -—--

From: beredilh | shifomia

To: careersi@nativeiobs.com

Seni: Friday, April 13, 2002 3:54 PM
Subject: Job Announcement

Good afterncon. Attached is our job announcement. T have submitted the online form with credit
card paymernt info.

Meredith Tshilonda
HRE Analyst
Crmnitrans

San Bernardino, CA

(209) 3T9-T147
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Exhihit 21

an e e YT e

 Vlettonal, Slack Reviear

_ ‘ﬁ.‘ ‘%&9’ ) _ 766628

18107 Sherman Way Suite 107 » Beseds » California 91335 « 1-BI0-877-7357
www_nallenalblockievlew. net

DATE Paymeni Due Upon Receiot AMOUNT

fE—

Authorized by:

MARGE EWING

uﬂlm a,/12 & 995.00

Ir:"-il' i .-_JI' ] .:l, ] ﬂ.,_.j-\--}

OMNE ADVERTISING INSERTION
PO § 2012
Time authorized: 10:07 AM _

Advertising Insertion

OMNITRANS Please Sign and Fax Retum To;
giﬂ“ﬂ‘iﬁ“ﬁﬁﬂbﬁ'ﬂ%ﬁﬁ 82411 818-77¢-2130 S
! BEE) Signature o Sy

Fay by Phone S00.872,7352

A publicaian of Media Group, Ine < Federal Tax [T 2954665016
Hours: “l:lll'll:'ll'!.'- Friday E:0nns - 1: Mg
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f LI Mendio PUbuShlng Service Exhihit 21

i (E [ Mundo Lating e,

EDUCATION EDTTION |
leso. Foinea 04724012 3 1,208.00

Code# I3 YEARS

We accept All Major Credit Cards

REMIT PAYMENT TO: MENDIO PUBLISHING SERVICE

B9 S-MENINO (963-6248) = Tax 1D 88.2555437
Forw Minn « Fri S« L pon (P Ti
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The Recruitmert Process and The
Affirmative Action Plan

Drminilrans
AfMirmative Action Pln
2040 bn 201 2

Mk ek A Frmete s D
H E :

Pl By
e Ewuilg. Dt of Hisisid Beksaies

Slaass A1

Exhibit 22

Crhjectives and Cioals

Faaffirm Tha Agency's policy en Equal
Cippariunity

Irdasnlify Be Ageniy's AAP Pracemant
GOALS

faragement Joind Reapanaibility
Haw Tha Aguncy can be afectie in
mesting Placement Goals

The Company's AAF Reaffirmation

I ot shall bey o (D Chppcrie dy Empsormr
|EQIE]

Wil do e wtmcal o ket BOE Pl

I proediciees for beysaditn. o0 Clmnidrares

Corrreited e fasfull, il o peoesodi withaet
g o Mo, Color, Sescatry, Rodligesn, Hatiorad
Chrigin, Saw, Aga, Mardsl o Phyecsl Disslaiy,
Seropsl Chrimnisbon or Bl Shific

AT GRS GTRCN B LakEn ko potnses u=dee-
it o Givy e¥poiod Cloes,

AAP and Becruitment Process
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The Recruitrment Process and The Exhibit 22
Affirmative Action Plan

Why AAF Is Critical io Our Survivall

Mandaiory 1o implemas] - ans Conseguns

it Baing e
Mandaiory in ofder b ool gorssimimanl
carmiiech snd Lnding—nduding FTA funding

FTA does tlanindal siidi of our EBD practoes
WA= submi our L0 30 FTA on rannlal hask
Cur AAF |5 subjeot 5 o audl by OFCCP

— Pansity for ron-complancs rangss from
thousands of dollars of penatbes to koss aof any
fudere govemment knding

Tur AAF Positicns Under-otilized ln the
firllewing Joh Giroups and Placement Goals
o fie D2

ity Wl —araafmder- e -

Lol s ureder-ciiosd or fereales =ed minerites
For thie: Wolnmdneg O (rRad.
Sor, WEAroa g meIn [Pty 30 brveh U B
Worogemem Menege ok e
f— CUIES IR Buperiien job tie
DpeEraiors plomch Cpassiors)
Eoorwind W arhoars (LIS a k. Coieatina

Placement Goals {Continued)

PlEe T Gosll b Uess | ade ol Wl Dhice y's e
G Al - 1 F A
L T I X e R N T T
Faipi il = 11 B ik
(i = 5 Frirmalon. 2. armswicmn bncliarm
By Wy - 2 Fersine

fe Eemrirarm b solerea v s G S s e
i p o mrwee aomlar aren nJE e  arena
e e rrae ey e e e LR s

AAP and Recruitment Process
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The Recruitment Process and The

~ Exhibit 22
Affirmative Action Plan

Placement Goals {Continued)

S —

Fiacsment Goalks by deparimant:
O rarlioins: 50 karmaibas, & Ad. |ndiang
Information Technolegy: 2 females
himsEing: 1 Asisn
Flanring: 2 famales
Huimain i ouncas: 1 bk

- PFrecuremet: 2 damalkee, 1 hzpanic

SEEIPMO: 1 hispaiiia

MMaragement and Supervisor’s Jodnt
Resporsibility in Implementing AAP

R e i w
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Management’s and Supervisor's Role
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The Recruibment Process and The
Affirmative Action Plan

Affirmative Action Plan Document

AemilnzSs in B8 FheTan Fierisres [Hparamert
Aylaza o @y e o e iEes Ty B0S B aEH i BN
Dely, VR i B = Bpie

Thas FIR Darecior will oorine s paods sPrmusshs gorion
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Exhibit 22

Conclusion

Complance s ool o sucheEs

Managers and Superdsors are orifcal 1o SAP
L

= Further indridualized and group raining wil
b provided through the duration of this AbP

AAP and Recruitment Process
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EMPLOYMENT DEVELOPMENT DEPT
Job Services

480 Mountain View Avenue

P.O. Box 1131

San Bernardino, CA 92402-1131

EMPLOYMENT DEVELOPMENT DEPT
Job Services

3460 Orange Street

P.O. Box 12007

Riverside, CA 92502-2207

EMPLOYMENT DEVELOPMENT DEPT
Job Services

814 West Colton Avenue

Redlands, CA 92374-2930

Rock Christian Church
2345 S. WATERMAN
SAN BERNARDINO, CA 92408

Mr. Dick McFarlane

ROHR, INC.

Employment Transition Center
8200 Arlington Avenue, Building 2
Riverside, CA 92503

Ms. Mary Nemnich

EDD, State of California
Job Connection

600 N. Sierra Way

San Bernardino, CA 92410

Employment Development Department
Riverside One-Stop

1161 Spruce Street

Riverside, CA 92507-2428

Ms. Cathy Beardsly
17590 Foothill Blvd.
Fontana, CA 92335-2735

Ms. Jan Crouch

GAIN

600 N. Sierra Way

San Bernardino, CA 92415-0039
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EDD

Attn: Laura Harris
1325 Spruce St. #110
Riverside, CA 92507

Jobs & Employment Services Dept.
Attn: Maria Gonzalez

646 N. Sierra Way

San Bernardino, CA 92415

Linda Drake Association
231 E. Alessandro Blvd #A
Riverside, CA 92508-6039

Redlands GAIN
760 E. Stuart Avenue
Redlands, CA 92374

Fontana JESD
16730 Arrow Blvd.
Fontana, CA 92335

City of Chino
13220 Central Avenue
Chino, CA 91710

City of Chino Hills
2001 Grand Avenue
Chino Hills, CA 91709

City of Colton
650 N. La Cadena Drive
Colton, CA 92324

City of Fontana
8353 Sierra Avenue
Fontana, CA 92335

City of Grand Terrace
22795 Barton Road
Grand Terrace, CA 92313



City of Highland
27215 Base Line Avenue
Highland, CA 92346

City of Loma Linda
25541 Barton Road
Loma Linda, CA 92354

City of Montclair
5111 Benito
Montclair, CA 91763

City of Ontario
303 East “B” Street
Ontario, CA 91764

City of Rancho Cucamonga
10500 Civic Center Drive
Rancho Cucamonga, CA 91729

CITY OF REDLANDS
P.O. BOX 3005
REDLANDS, CA. 92373

City of Rialto
150 South Palm Avenue
Rialto, CA 92376

City of San Bernardino
300 N. “D” Street
San Bernardino, CA 92418

City of Upland
460 N. Euclid Avenue
Upland, CA 91786

City of Yucaipa
34272 Yucaipa Blvd.
Yucaipa, CA 92399

Calvary Chapel of San Bernardino
1499 E. Baseline
San Bernardino, CA 92410
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Calvary Chapel of Redlands
27165 San Bernardino Ave.
Redlands, CA 92374

Calvary Chapel of Fontana-Rialto
592 S. Cedar Avenue
Bloomington, CA 92316

Victory Outreach
990 W. Mill Street
San Bernardino, CA 92410

VALLEY TRANSPORTATION AUTHORITY
3331 N FIRST STREET
SAN JOSE, CA. 95134

HENRY ANCHODO
COUNTY OF SAN BERNARDINO
2050 MASSACHUSETTS

2"° FLOOR

SAN BERNARDINO, CA 92415

Pomona Job Club
ATTN: Caryn

2235 N. Garey Ave.
Pomona, CA 91767

Rocio Rodriguez
3380 Shelby Ave
Ontario, CA 91764

ITT TECHNICAL INSTITUTE
LARRY BURNS

670 EAST CARNEGIE DRIVE
SAN BERNARDINO, CA 92408

LTS
755 S. LA CADENA
COLTON, CA 92324-3516

VA Loma Linda
Healthcare System (116A)
Attn : Signe Margit

11201 Benton Street
Loma Linda, CA 92357



UNIVERSITY OF REDLANDS
P.O. Box 3080,
Redlands, CA 92373

UNIVERSITY OF CALIFORNIA
RIVERSIDE
900 University Avenue.
Riverside, CA 92521

UNIVERSITY OF LA VERNE
1950 3rd Street
La Verne CA 91750

CRAFTON HILLS COLLEGE
11711 Sand Canyon Road
Yucaipa, CA, 92399

COLLEGE OF THE DESERT
43-500 Monterey Ave.
Palm Desert, CA 92260

VICTOR VALLEY COMMUNITY
COLLEGE
8422 Bear Valley Rd.
Victorville, CA, 92392-9699

MT. SAN JACINTO COLLEGE
1499 N. State Street
San Jacinto, CA 92583

Loma Linda University Adventist
Health Sciences Center
11175 Campus Street
Loma Linda, CA 92354

Harvey Mudd College
301 Platt Boulevard,
Claremont, CA 91711

CALIFORNIA STATE
UNIVERSITY, SAN
BERNARDINO
5500 University Parkway,
San Bernardino, CA 92407-2393

Scripps College
1030 Columbia Ave.
Claremont CA, 91711

LA SIERRA UNIVERSITY
4500 Riverwalk Parkway
Riverside, CA 92515

RIVERSIDE COMMUNITY
COLLEGE
4800 Magnolia Ave.
Riverside, CA 92506

CHAFFEY COLLEGE
5885 Haven Ave.
Rancho Cucamonga, CA 91737-
3002

PALO VERDE COLLEGE
One College Drive
Blythe, CA 92225

COMMUNITY CHRISTIAN
COLLEGE

CLAREMONT GRADUATE
UNIVERSITY
150 E. 10th St, Claremont,
California 91711

Pitzer College
1050 North Mills Avenue
Claremont, CA 91711
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CALIFORNIA BAPTIST
UNIVERSITY

8432 Magnolia Ave
Riverside, California 92504-3297

LOMA LINDA UNIVERSITY
Student Services Center
11139 Anderson Street

Loma Linda, California 92350

CAL POLY POMONA
3801 West Temple Avenue
Pomona, California 91768

SAN BERNARDINO VALLEY
COLLEGE
701 South Mount Vernon Ave.
San Bernardino, CA 92410

COPPER MOUNTAIN
COLLEGE
6162 Rotary Way
Joshua Tree, CA, 92252

BARSTOW COMMUNITY
COLLEGE
2700 Barstow Road.
Barstow, CA 92311

Everest — San Bernardino
217 E. Club Center Drive, Suite
A
San Bernardino, CA 92408

Claremont McKenna College
500 E. 9th Street
Claremont CA 91711

Pomona College
333 N. College Way
Claremont, CA 91711



Drucker Institute
1021 N. Dartmouth Ave.
Claremont, CA 91711

Everest College — Ontario
1460 S. Milliken Avenue
Ontario, CA 91761

United Education Institute
295 East Caroline Street, Suite E
San Bernardino, CA 92408

Maric College- Riverside Campus
4040 Vine Street
Riverside, CA 92507

University of California,
Davis One Shields Avenue
Davis, CA 95616

UCLA Wilshire Center
PO Box 951465, Suite 200
Los Angeles, CA 90095-1465

Human Resources
3101 SAASB
UC Santa Barbara
Santa Barbara, CA 93106-3160

UCSF Human Resources,
3333 California Street, Suite 305,
San Francisco, CA 94143

ITT Technical Institute
670 East Carnegie Drive
San Bernardino, CA 92408

Everest College — Ontario Metro
1819 S. Excise Avenue
Ontario, CA 91761

CET Riverside
9960 Indiana Avenue Suite 9
Riverside, CA 92503

Sage College
Moreno Valley Campus
12125 Day Street, Building L
Moreno Valley, CA 92557

University of California,
Berkeley Career Center
2111 Bancroft Way
Berkeley, CA 94720

University of California, Riverside
1160 University Avenue
Riverside, CA 92521-0427

UC Santa Cruz
1156 High Street
Santa Cruz, CA 95064

Page 149

Exhibit 23

University of La Verne College of
Law
320 East D Street
Ontario, California 91764

Intercoast College
1989 Atlanta Avenue
Riverside, CA 92507

Platt College — Ontario
3700 Inland Empire Blvd.
Ontario, CA, 91764

Universal Technical Institute
9494 Haven Ave.
Rancho Cucamonga, CA 91730-
5843

University of California, Irvine
Suite 1000 Berkeley Place
Irvine, CA 92697-4600

Human Resources Department
University of California, San Diego
9500 Gilman Drive
La Jolla, CA 92093-0922

University of California, Merced
P.O. Box 2039
Merced, CA 95344



AC Transit
1600 Franklin Street
Oakland, CA 94612

ARCATA AND MAD RIVER
TRANSIT SYSTEM

736 F

Arcata, CA 95521

CENTRAL CONTRA COSTA
TRANSIT AUTHORITY

2477 Arnold Industrial Way
Concord, CA 94520

CULVER CITY MUNICIPAL BUS LINES
9815 West Jefferson Boulevard
Culver City, CA 90230

FOOTHILL TRANSIT
Personnel Department
100 N. Barranca, #480
West Covina, CA 91761

FRESNO TRANSIT/FRESNO
AREA EXPRESS

2223 G Street

Fresno, CA 93706

GARDENA MUNICIPAL BUS LINES
15350 South Van Ness Avenue
Gardena, CA 90249

GOLDEN EMPIRE TRANSIT DISTRICT
1830 Golden State Avenue
Bakersfield, CA 93301

LACMTA
One Gateway Plaza
Los Angeles, CA 90012-2952

LONG BEACH TRANSIT
1300 Gardenia Avenue
P.O. Box 731

Long Beach, CA 90801

MONTEBELLO BUS LINES
311 South Greenwood Avenue
Montebello, CA 90640
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MONTEREY-SALINAS TRANSIT
One Ryan Ranch Road
Monterey, CA 93940

NORTH SAN DIEGO COUNTY
TRANSIT DISTRICT

Attention: Personnel

810 Mission Avenue
Oceanside, CA 92054

ORANGE COUNTY TRANSIT DISTRICT
P.O. Box 14184
Orange, CA 92613-1584

RIVERSIDE TRANSIT AGENCY
Personnel Department

1825 3rd Avenue

Riverside, CA 92507

SACRAMENTO REGIONAL
TRANSIT DISTRICT

P.O. Box 2110

Sacramento, CA 95812-2110

SAN MATEO COUNTY TRANSIT
DISTRICT

1250 San Carlos Avenue

P.O. Box 3006

San Carlos, CA 94070-1306

SAN DIEGO TRANSIT CORPORATION
P.O. Box 2511
San Diego, CA 92112-2511

SAN JOAQUIN RTD
421 E. WEBER AVE.
STOCKTON, CA 95202-3024

SANTA BARBARA METROPOLITAN
TRANSIT DISTRICT

550 Olive St

Santa Barbara, CA 93101

SANTA CRUZ METROPOLITAN
TRANSIT DISTRICT

370 Encinal St., Ste. 100

Santa Cruz, CA 95060



SANTA CLARA COUNTY
TRANSPORTATION AGENCY
3331 North First Street, Bldg. B
San Jose, CA 95134-1906

SANTA MONICA MUNICIPAL BUS
LINES

1660 7™ St.

Santa Monica, CA 90401-3324

SOUTH COAST AREA TRANSIT
P.O. Box 1146
Oxnard, CA 93032-1146

SUNLINE TRANSIT
32505 Harry Oliver Trail
Thousand Palms, CA 92276
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City of Palm Springs
3200 E Tahquitz Canyon Way
Palm Springs, CA 92262

Temecula City Hall
43200 Business Park Drive
Temecula, CA 92589-9033

Town of Apple Valley.
14955 Dale Evans Parkway,
Apple Valley, California 92307

City of West Covina
1444 West Garvey Avenue
West Covina, CA 91793

Pasadena City Hall Location
100 N. Garfield Ave.
Pasadena, CA 91109

City of Buena Park
6650 Beach Blvd.,
Buena Park, CA 90620

County of Riverside
Human Resources Department
4080 Lemon Street
Riverside, CA 92502

East County Career Center
924 E. Main Street
El Cajon, CA 92021

North County Coastal Career Center
1949 Avenida Del Oro
Oceanside, CA 92056

City of Moreno Valley
14177 Frederick Street
Moreno Valley, CA 92552

City of Corona
400 South Vicentia Avenue,
Corona, California 92882

City of Pomona
505 S. Garey Ave.
Pomona, CA 91766

City of Walnut
21201 La Puente Road
Walnut, CA 91789

City of Anaheim
200 S. Anaheim Boulevard, #332
Anaheim, CA 92805

City of Fullerton.
Human Resources,
303 W. Commonwealth,
Fullerton, CA 92832

County of San Bernardino
157 West Fifth Street
San Bernardino CA 92415-0440

Metro Career Center
3910 University Ave.
San Diego, CA 92105

North County Inland Career Center
463 North Midway Drive,
Suite 100B
Escondido, CA 92027
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CITY OF RIVERSIDE
PO Box 826
RIVERSIDE, CA 92502-0826

City of Victorville, Human Resources
Dept 14343 Civic Drive,
Victorville, CA 92392.

City of Claremont
207 Harvard Ave.,
Claremont, CA 91711

Diamond Bar City Hall
21825 Copley Drive
Diamond Bar, CA 91765

City of Brea,
1 Civic Center Circle
Brea, CA 92821

Employment Information Services
Office (EISO)
3333 Wilshire Blvd., Suite 100,
Los Angeles, CA 90010

San Diego Workforce Partnership, Inc.
3910 University Avenue,
Suite 400
San Diego, CA 92105

South Metro Career Center
4389 Imperial Avenue
San Diego, CA 92113

South County Career Center
1111 Bay Boulevard, Suite E
Chula Vista, CA 91911


http://www.workforce.org/generate/html/Job_Seekers/east_county.html�
http://www.workforce.org/generate/html/Job_Seekers/metro_center.html�
http://www.workforce.org/generate/html/Job_Seekers/south_metro.html�
http://www.workforce.org/generate/html/Job_Seekers/north_coastal.html�
http://www.workforce.org/generate/html/Job_Seekers/north_inland.html�
http://www.workforce.org/generate/html/Job_Seekers/south_county.html�

Exhibit 23

County of Orange
333 W. Santa Ana Blvd.
Santa Ana, CA 92701-4062

County of Ventura
Human Resources
800 South Victoria Ave.
Ventura, CA 93003
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Milo Victoria, CEO/General | Manager Date Marjorie Ewing, Director of Human Resources  Date
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SECTION |
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INSPECTION OF THIS AAP

41 8CFR 60-741.41
41 §CFR 60-250.41

The full Affirmative Action Program for disabled workers, special disabled veterans,
veterans of the Vietnam Era, other protected veterans, and recently separated veterans
shall be available for inspection by any applicant or employee upon request. The location
and hours during which the AAP can be obtained are posted where such information is
available to both applicants and employees. See Exhibit 1.
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SECTION Il
PERSONS COVERED BY THIS AFFIRMATIVE ACTION PROGRAM

41 CFR §60-741.2
41 CFR 860-250.2

Special disabled veteran means:

A person entitled to disability compensation under laws administered by the
Department of Veterans Affairs for a disability
= rated at 30 percent or more; or
= rated at 10 percent or 20 percent in the case of a veteran who has been determined
to have a serious employment handicap; or
A person who was discharged or released from active duty because of a service-
connected disability.

Quialified special disabled veteran means:

A special disabled veteran as defined above who:

= satisfies the requisite skill, experience, education and other job-related
requirements of the employment position such veteran holds or desires, and

= who, with or without a reasonable accommodation, can perform the essential
functions of such position.

Veteran of the Vietnam Era means:

A person who served on active duty for a period of more than 180 days and was
discharged or released therefrom with other than a dishonorable discharge, if any part
of such active duty occurred:

= in the Republic of Vietnam between February 28, 1961, and May 7, 1975; or

= between August 5, 1964, and May 7, 1975, in all other cases; or

A person who was discharged or released from active duty for a service-connected
disability if any part of such active duty was performed:

= in the Republic of Vietnam between February 28, 1961, and May 7, 1975; or

= between August 5, 1964, and May 7, 1975, in all other cases.
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Other protected veteran means:

Veterans of wars, campaigns, and expeditions for which a campaign badge is authorized
under laws administered by the Department of Defense. This includes, but is not limited
to, World War I, World War |1, the Korean War, the Gulf War, Grenada, and Bosnia.

Recently separated veteran means:

Any veteran during the one-year period beginning on the date of such veteran’s discharge
or release from active duty.

Individual with a disability means any person who:

Has a physical or mental impairment which substantially limits one or more of
such person’s major life activities;

Has a record of such impairment; or

Is regarded as having such an impairment.

Quialified individual with a disability means:

An individual with a disability who satisfies the requisite skill, experience,
education, and other job-related requirements of the employment position such
individual holds or desires, and who, with or without reasonable accommodation,
can perform the essential functions of such position, EXCEPT,

The terms individual with a disability and qualified individual with a
disability do not include individuals currently engaging in the illegal use of
drugs, when the employer acts on the basis of such use. These terms also do not
include an individual who is an alcoholic whose current use of alcohol prevents
such individual from performing the essential functions of the employment
position such individual holds or desires or whose employment, by reason of such
current alcohol abuse, would constitute a direct threat to property or to the health
or safety of the individual or others.

Substantially limits means:

Unable to perform a major life activity that the average person in the general
population can perform; or

Significantly restricted as to the condition, manner, or duration under which an
individual can perform a particular major life activity as compared to the
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condition, manner, or duration under which the average person in the general
population can perform that same major life activity.

= With respect to the major life activity of working, “substantially limits” means
significantly restricted in the ability to perform either a class of jobs or a broad
range of jobs in various classes as compared to the average person having
comparable training, skills, and abilities. The inability to perform a single,
particular job does not constitute a substantial limitation in the major life activity
of working.

Mayjor life activities means:

Functions such as caring for oneself, performing manual tasks, walking, seeing,
hearing, speaking, breathing, learning, and working.
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SECTION IllI
POLICY STATEMENT

*41 CFR §60-741.44(a)
41 CFR §60-250.44(a)

It is the policy of Omnitrans to seek and employ qualified personnel at all locations and
facilities, and to provide equal employment opportunities for all applicants and
employees in recruiting, hiring, placement, training, compensation and benefits,
promotion, transfer, and termination. To achieve this, Omnitrans will take affirmative
action to employ and advance in employment qualified individuals with disabilities,
disabled veterans, and veterans of the Vietnam Era, other protected veterans, and recently
separated veterans, and will administer all personnel actions without regard to disability
and base all such decisions on valid job requirements.

Omnitrans will ensure that applicants and employees with disabilities are informed of the
contents of its policy statement. Employees and applicants shall not be subject to
unlawful harassment.

Attached as Exhibit 2, is Omnitrans’ policy statement signed by the Director of Human
Resources.
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SECTION IV
INTERNAL DISSEMINATION OF POLICY

41 CFR §60-741.44(g)
41 CFR §60-250.44(g)

Omnitrans will disseminate this Affirmative Action Policy internally in the following
ways:

1.

Omnitrans’ policy manual contains its EEO/AA Policy, which covers individuals
with disabilities, special disabled veterans, veterans of the Vietnam Era, recently
separated veterans, and other protected veterans. See Exhibit 6.

Omnitrans’ EEO/AA Policy is posted in all offices and on all employee bulletin
boards. See Exhibit 1.

Omnitrans periodically informs all employees of its commitment to engage in
affirmative action to increase employment opportunities for qualified individuals with
disabilities, qualified special disabled veterans, qualified veterans of the Vietnam Era,
and qualified veterans of wars, campaigns or expeditions for which a campaign badge
has been authorized. This may include scheduling meetings with management
employees or all employees to discuss the policy and to explain individual
responsibilities.

Omnitrans’ Policy and the existence of the Affirmative Action Program are discussed
in new employee orientation meetings.

The Affirmative Action Program for Disabled Workers, Special Disabled Veterans,
Veterans of the Vietnam Era, Other Protected Veterans, and Recently Separated
Veterans is available for inspection upon request by any employee or applicant during
normal business hours in the Human Resources Department.

Management and other employees engaged in employment, placement, and transfer
or promotion processes receive additional training on applicable opportunity laws for
the handicapped and covered veterans. Our AAP is covered in depth with employees
who work in Human Resources.

From time to time we meet with union officials to explain Omnitrans’ equal
employment opportunity policy and to request their cooperation and support.
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SECTION YV

EXTERNAL DISSEMINATION OF POLICY,
OUTREACH AND POSITIVE RECRUITMENT

41 CFR §60-741.44(f)
41 CFR §60-250.44(f)

Omnitrans enlists the assistance and support of recruiting sources that are capable of
referring qualified individuals with disabilities, special disabled veterans, Vietnam
Era veterans, other protected veterans and recently separated veterans for
employment opportunities with Omnitrans.

Specifically, Omnitrans has sent a copy of its policy to local EDD offices.
Omnitrans has invited EDD to attend briefing sessions on our premises where they

tour the facilities, and where we can discuss our selection process, worker
specifications, etc.

. As required by these regulations, Omnitrans lists all employment opportunities and
those opportunities that we expect to fill from within our own organization, with the
state employment office where the position is located.

. When we have vacancies for which we expect to recruit externally, we notify the
sources listed in item 1. We request that they refer applicants in accordance with our
standard procedures.

Newspaper advertisements and other recruiting communications carry the tag line,
Equal Opportunity Employer, M/F/D/V.

. Jobs are listed on the Army Career & Alumni Program (ACAP) — Employers Who
Want to Hire Veterans website. (See Exhibit 9)

. Advertisements in The Veteran Journal publication. (See Exhibit 10)
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SECTION VI
RESPONSIBILITY FOR IMPLEMENTATION

41 CFR §60-741.44 (i)
41 CFR §60- 250.44(i)

Milo Victoria, Omnitrans’ CEO/General Manager has overall responsibility for the
Program. The CEO/General Manager is designated as the Affirmative Action Officer
and is responsible for implementing, monitoring, and administering the Program.
Implementation of this program has the support of top management.

The Director of Human Resources will support the CEO/General Manager by:
1. Develop policy statements, affirmative action programs, and internal and external

communication techniques, including discussions with managers, supervisors, and
employees to ensure that Omnitrans’ policy is being followed.

2. Identify problem areas in the implementation of the affirmative
action program in conjunction with line management, and develop
solutions.

3. Design and implement audit and reporting systems.

4. Serve as liaison between the Omnitrans and enforcement agencies.
5. Serve as liaison between Omnitrans and organizations by and for

disabled workers, and all veterans covered by this AAP.

6. Keep management informed of the latest developments in the
affirmative action area.

7. Arrange for career counseling as requested by known disabled
workers and all veterans covered by this AAP.

8. Advise supervisors that their work performance, including the
prevention of harassment of employees placed through affirmative action
efforts, is being evaluated on the basis of their affirmative action efforts,
as well as on the basis of other criteria.
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SECTION VII

TRAINING OF PERSONNEL INVOLVED IN SELECTION
41 CFR §60-741.44(j)
41 CFR §60-250.44(j)

All personnel involved in the recruitment, screening, selection, promotion, disciplinary,
and related processes shall be trained to ensure that the commitments in Omnitrans’
affirmative action program are carried out.
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SECTION VIl

REVIEW OF PERSONNEL PROCESSES
PROPER CONSIDERATION OF QUALIFICATIONS

41 CFR §60-741.44 (b)
41 CFR §60-250.44 (b)

Omnitrans reviews its employment procedures at least annually to ensure careful,
thorough, and systematic consideration of the job qualifications of applicants and
employees for job vacancies filled either by hiring or promotion and for all training
opportunities, including applicants and employees known to have a disability, known
special disabled veterans, known veterans of the Vietnam Era, known veterans of
wars, campaigns and expeditions for which a campaign badge has been authorized,
and recently separated veterans.

In order to ensure that there has been proper consideration of the qualifications of
covered applicants and employees, Omnitrans will file such application in a file for
each specific vacancy (whether new hire, promotion, transfer, etc.) for which the
person applied. These files shall be easily retrievable for review by the Department of
Labor and for the contractor’s own review in carrying out compliance activities.

Omnitrans will, in each case where a covered veteran or disabled person is rejected
for employment, promotion, or training, make and retain a record sufficient to
describe the reasons for the non-selection and the name of the person who was
selected. If an accommodation was considered, the record will also reflect this
information.

Omnitrans will make and retain a record of all accommodations undertaken which
make it possible to place a covered veteran or disabled individual in a job.
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SECTION IX
REVIEW OF PHYSICAL AND MENTAL QUALIFICATIONS

41 CFR §60-741.44(c)
41 CFR §60- 250.44(c)

Omnitrans has reviewed all of its jobs for physical and mental qualifications. None
have requirements that tend to screen out qualified disabled individuals unless they
are job related and consistent with business necessity.

In the same way, Omnitrans will review physical and mental qualifications of any job
whenever the position description for that job is revised.

Omnitrans administers physical examinations only post-offer/pre-employment.
Physical examinations are not given to all applicants/employees, they but are given to
each applicant offered an opportunity in a particular job title.

Information obtained about any applicant’s or employee’s medical condition or
history shall be collected and maintained on separate forms and in separate medical
files.

These files will be treated as confidential except:

() Supervisors and managers may be informed regarding necessary restrictions
on the work or duties of the applicant or employee and necessary
accommodations;

(i) First aid and safety personnel may be informed, when appropriate, if the
disability might require emergency treatment; and

(i)  Government officials engaged in enforcing the laws administered by OFCCP
or enforcing the Americans with Disabilities Act shall be provided relevant
information on request.

Information obtained regarding the medical history or condition of any applicant or
employee shall not be used for any purpose inconsistent with the law.
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SECTION X
REASONABLE ACCOMMODATIONS

41 CFR §60-741.44(d)
41 CFR §60-250.44(d)

1. Omnitrans will make reasonable accommodations to the known physical and mental
limitations of an otherwise qualified individual unless it can demonstrate that the
accommodation would impose an undue hardship on the operation of its business.

2. If an employee with a known disability is having significant difficulty performing his
or her job, and it is reasonable to conclude that the performance problem may be
related to the known disability, such employee’s supervisor will confidentially notify
the employee of the performance problem and inquire whether the problem is related
to the employee’s disability. If the employee responds affirmatively, the contractor
shall confidentially inquire whether the employee is in need of a reasonable
accommodation. This does not mean that poor performance will be tolerated; a
reasonable accommodation is that which will permit the employee to perform the job
in accordance with those standards established by the supervisor for all employees in
the same or similar position.
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SECTION XI
HARASSMENT

41 CFR §60-741.44(e)
41 CFR §60-250.44(e)

Omnitrans prohibits harassment of its employees on account of their status as
disabled, as a special disabled veteran, as a veteran of the Vietnam Era, as an other
protected veteran or a recently separated veteran within the meaning of these
regulations. Any employee who believes himself or herself to have been harassed in
violation of this policy is urged to bring this to the attention of the supervisor or the
Director of Human Resources or the CEO/General Manager immediately.

. Any supervisor who witnesses such harassment or is otherwise informed of a
violation of this policy is directed to bring this to the immediate attention of the
Director of Human Resources. Failure of a supervisor with such knowledge to
promptly advise responsible Omnitrans officials is grounds for discipline up to and
including discharge.

. The investigation of any such complaint shall be carried out promptly and shall
involve only those persons with a need to know.

. Any employee guilty of harassment of another employee in violation of this policy is

subject to discipline up to and including discharge, depending on the severity of the
offense.
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SECTION XII
MANDATORY JOB LISTING
41 CFR 860-250.5(a)(2)
1. Listing of employment openings with the employment service system shall be made
concurrently with the use of any other external recruitment source or effort.

2. Jobs will be listed with the local state employment office in the area where the job is
located.

3. Omnitrans will treat referrals from the state employment service in the same way that
it treats referrals from other sources. That is, such referrals may or may not be
interviewed in the same way that Omnitrans determines to interview applicants who
are referred by other means.
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SECTION XIII
AUDIT AND REPORTING SYSTEM
41 CFR 8860-741.44(h) and -741.80
41 CFR 8860-250.44(h) and -250.80
1. Omnitrans has designed and implemented an audit and reporting system that:
M measures the effectiveness of our program;
(i) indicates any need for remedial action;
(iii) assists us in determining the degree to which our objectives have been obtained;
(iv)  assists us in determining whether individuals covered by this Affirmative
Action Program have had the opportunity to participate in all Omnitrans-
sponsored educational, training, recreational, and social activities; and
(v) measures our compliance with specific obligations.

These are the responsibility of the CEO/General Manager.

2. Where problems are identified, Omnitrans will undertake the necessary action to
bring the program into compliance.

3. Omnitrans retains all records relating to employment decisions, such as
advertisements and postings, applications and résumés, interview notes, tests and test
results, requests for accommaodation, etc. for a period of 2 years from the date the
record was made or the date of the selection decision, whichever occurs first.
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SECTION X1V

OTHER MATTERS

As required by applicable regulations, Omnitrans:

1.

Will include the equal opportunity clause in each of our covered contracts and
purchase orders, either in totality or by incorporation by reference. 41 CFR 860-
741.5, 41 CFR 860-250.5

Will post in conspicuous places, available to applicants and employees, notices in the
form prescribed by the Department of Labor which state Omnitrans’ obligation under
the law to refrain from discrimination and to engage in affirmative action with respect
to individuals with disabilities, disabled veterans, and veterans of the Vietnam Era.

41 CFR 860-741.5, 41 CFR 860-250.5.

Will not, when employing or promoting disabled veterans and veterans of the
Vietnam era, reduce the amount of compensation offered because of any disability
income, pension or other benefit the applicant or employee receives from another
source. 41 CFR 860-741.21(i), 41 CFR 860-250.21 (i)

Will not deny a qualified individual with a disability equal access to insurance or
subject such individual to different terms or conditions of insurance based on
disability alone, if the disability does not pose increased risks. 41 CFR 860-741.25,
41 CFR §60-250.25

Will notify each applicant and employee of the availability of this Affirmation Action
Program for inspection and the hours and location where it can be examined.

Will notify each labor union or representative of workers with which it has a
collective bargaining agreement or other contractual understanding that Omnitrans is
bound by the terms of the Rehabilitation Act and the Vietnam Era Veterans
Readjustment Assistance Act. 41 CFR 8§860-741.5, 41 CFR 860-250.5
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SECTION XV EXHIBITS

EEO Policy Statement/Notice of Right of Inspection
EEO Policy Statement Concerning Non-Harassment
Purchase Order Information

Sample Job Announcement

Notice of Non-Discrimination on the Basis of Disability
Policy 221

Policy 704

Policy 225

ACAP - Employers Who Want to Hire Veterans listing
The Veteran Journal
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Exhibit 1
2011

EQUAL EMPLOYMENT OPFFORTUNITY: POLICY STATEMENT

OMMNITEANS reaffiems its palley that it ia and shall be an equal cppoitunity emplover and will
do s wimost to frtber these principles.  Successfil achievement of the Agency's AlTarmative
Action poals will provids benefits o OMMITRAMS theough broader utilization md developmend
of presdosly underutifized haoman resounoes,

Lo that the implementatson of this policy is assured, the Agency &5 commuitled o reenut, hine and
pramite for all job clasaifications withoat regasd to race, colot, ancestry, religion, national
arigin, sex, age, mentnl or physical disability, sexual afentation or marital stabas, Affirmative
astion will be taken, including goals and tmetahles, In onder to adkdnes underutilization of any
affected class,

Emplovment and promotional decisions will center sround valid job requirements developed
hafare applicemls are imerviesed. Suwch decisions will be based sobely on an Individual's job-
related qualificatione

We will insure that &l ather employment praciices, such a2 transfers, compensation, hensfits,
layoffs, termimations, Agency-sponsored tmining and otber teems and conditions of employmest
will alse be administered without regard to meee, color, arcestry, religion, natsonal origm, sex,
ape, meantal of phyabcal disabality, semaal orlemation, or marital status, We will mitiats and
promulgate these policies 1o all departmend heads o assare that they are l.d.lh]:l:td sl adhered to.
Maragerial and supervisery performance will be evalaated on the success of the Affirmative
Action Program in the sume way as their performancs oo odber Agency poala and objectives,

The CEOMGemend Manager has been designabed as e Agency's Affimnative Action Officer, and
has assigned as his altemate the Director of Humen Resources wha has Che prisary
responaibility for s lmplementation of the Affiemative Action Progmam. Howvewver, all
msnsgerent persoane] share in this nesponaibiliy and will be ssaigned specific tnsks to assare
complinnce is achisved.

Applicants and employees have the right to file complaints alleging discrimination with the
CEOMGeneral Manager or o the Director of Human Resources, Ievestigation may be assigned ta
persoma outside of the Agency if deemed approprinte,

Chnnitrans” foll Affirmative Action Program is svailable for inspection by any applicant ar
employes upon request from the Humen Resouness Department from §:00 a.m. - 5:00 ..

Yz

Mile Vietaria
CEQY General Manager

Cmritrans « 1700 Wit Fifth Streat » San Bamarngino, CA 92411
Fhiona: G633 T100 « 'Wabs dhe: -%q'qqmumw » P W0R-BE%-57 7
=rw

Sardrg the communities of Shing. Ghino Hila, Callen, Caunty of Son Bemarding. Fordand, Grand Temaoa. Highkrd
Loma Lrck. Montsior, Ontodo, Boschs Cucamonga, Rediands. Fota, San Bemarging, Upland ond Yusaksa.




Exhibit 2

POLICY STATEMENT: EQUAL EMPLOYMENT OPPORTUNITY FOR

PERSONS WITH DISABILITIES, THE VIETNAM ERA VETERANS, AND
OTHER VETERANS.

Omnitrans has posted and etherwiss published its Equal Employment Opportunity and
Affirmative Action Policy, Incorporated by reference into that policy, as required by
regulations covering certain military veterans and individuals with disabilities, is the
following additienal provision for such persons,

Employees and applicants shall not be subjected to harassment, intimidation, threats,
coercion of discrimination becauss they have engaged in or may engage in any of the
follewing activities: (1) Filing a complaint; {7) Assisting or participating in an
investigation, compliance evaluation, hearing or any other activity related to the
administration of the affirmative action provisions of the Vietnam Fra Veterans
Readjustment Assistancs Act of 1974, as amended (VEVRAA), or any other Federal,
state of local law requiring equal opportunity for special disabled veterans, veterans of
the Vietnam Era or other covered veterans; or related to the administration of section 503
of the Rehabilitation Act of 1973, as amended o other Federal, state or local law
requiring equal opportunity for disabled persons; or (3) Opposing any act or practice
made unlawful by VEVEAA or its implementing regulations in this part or any other
Federal, stale or local law requiring equal oppertunity for special disabled veterans,
welerans of the Vietnam Era, or other coversd veterans or made unlawfil by Saction 503
or its implementing regulations in this part of any ofher Federal, state or local law
requining equal opportunity for disabled persons; or {4) Exercising any other right
protected by VEVRAA or its implementing regulations in this part or other right
protected by section 503 or its implementing regulations in this part.

See alsa Omnitrans' Harassment Policy covering all employees and forbidding
harassment on account of disshility or status as o dissbled veteran, veteran of the
Vietnam Era or other covered veteran as well as sex, race, color, religion, national origin,
age, marital status, political affiliation or seyual orientation,

P adeie G )
E'«-'lal;cll::n_l‘%: Ewing, Direor of Personnel
Fape 173

Lmnitron « 1700 West Fifq Straat « San Bermarding, A 72411
Frhora; SOR-379-7100 » Wab sibe: wsra omndeons,ceg « Fox: $6-808-57 79

Serdng fw communBes of Ching, Ching Hil, Celtan, Counly of Son Bamoedno, Fordono, Grand Taimsea, Highland
Lama Lnda, Merlckl, Orfoio, Rancho Cucamaeaa, Badiards, Risito, San Bamerdng, Uplond ard Yucalpo



OMMITRAMNS
SUPPLEMENTAL TERMS AND CONDMTIONS OF PURCHASE Exhihit 3

R A T L N G e i g B e e e T e P ST e T T S e

PURCHASE ORDER (P.0.). Omnitrans shall not be responsible for goods or services provided by
Consultant to Omnitrans officials or employess without &8 duly autharized P.O.

INVOICES. Invoices shall be submilled under the samea name as that which is shown on the face of this
Furchase Service Agreement. The P.O. number must appear on all involces, shipping notices, delivery
and packing slips, packages and comespondance. Each P.O. shall be invoiced separately

PACKING SLIPS. Packing slips must accompany each shipment unit (included with each package in
shipment), showing Omnitrans' P.O. number, descriplion, and part number for each item.

ACCEPTANCE. Services are subject to Omnitrang’ inspection and appraval within a reasonable time
after delivery. i specifications are not met or not approved, material may be returned at supplers
axpense,

DELIVERY. Unlass otherwisa indicatad on the face of this order, delvary shall ba FOB destination. COD
shipments will not be accepled. Deliveries for all departments must be made through Omnifrans’
Receiving Department. Monpayment may result for goods delivered in any ather manner,

FPARTIAL DELIVERIES. Shipments must be identified as partial or complate, along with the number of
shipping umnits.

MODIFICATIONS. Consultation shall not make any alterations or change 1o this Purchase Agresment in
any fashion withouwt prior writlen authorization from Ormnitrans. Price increases caused by alteration or

madification of the original P.Q, must be authorized by the Director of Procuremant. Increases over 10%
of tha original amaount as it appears in Sectian 2, Scope of Work, requires a written Change Order,

FEDERAL, STATE AND LOCAL LAWS. All goods o services fumished pursuant to this P.O. shall
comply with all CAL-O5HA standards and regulations and all applicable Federal, state and local laws

and regulations.

BUY AMERICA. Vendor certifies that all products provided under thia Purchase Agraement complies
with the requiremeants of the Buy America Act codified in 41 USC §10a-104d.

. DISADVANTAGED BUSINESS ENTERPRISE. The supplier shall not discriminate based on race, color,

naticnal origin, or sex in the perfformance of this P.O.

. ENERGY CONSERVATION. The supplier agrees io comply with the requirerments of the Resource

Conservation and Recovery Act, as amended, 42 USC §56801 et seq.

. TITLE VI OF THE CIVIL RIGHTS ACTS OF 1964, Supplier agrees fo comply with all applicable

requirements of Title W1 of the Civil Rights Act of 1084, 42 USC § 2000d and USDOT regulations
"Nondiscrimination in Federally Assisted Programs of the Department of Transportation--Effectuation of
Tithe W1 af the Civil Rights Act” 48 CFR, part 21.

RECORD RETENTION. The supglier shall make availabla within 30 days, upon reguest by Omnitrans,
all records related to this P.O. for a pericd of up to three (3) yvears after closure,

farm IS0Q, CG 2010

AMERICANS WITH DISABILITIES ACT. The Consuftant agrees to comply with all the spplicable
requirements of the Amencans with Disabilities Act of 1920, 42 USC 5512101 et seq. in conjunctan wilh
this PO

DRUG AND ALCOHOL POLICY. It is the pelicy of Omnitrans that anyone, while on Agency property, is
prohibited from unlawfully manufacturing, distributing, dispensing, possessing or using confrolled
substances or alcohol or ibegally using or misusing legally prescribad drugs.

_ INTEREST OF MEMBERS OF CONGRESS. No mamber of or delegate to the Congress of the United

Siates shall be admitted to any share or part of this Agreament,
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OMMITRANS
SUPPLEMENTAL TERMS AND CONDITIONS OF PURCHASE Exhibit 3

INDEMNIFICATION. The Consultant shall indemnify, keep and save harmiless Omnitrans, its agents,
officials and employees from any and all claims, actons, losses, damages, andlor liability arsing out of
this P.0. from any cause whatsoever, including the acts, errors or omissions of any person and for any
costs or expenses incurred by Omnitrans on account of any claim except where such indemnification is
prohibited by law. This indemnification provision shall apply regardless of the existence or degree of
fault of indermnitees. The supplier's indemnification obligation applies to Omnitrans’ “active” as well as
“passive” negligence but does not apply to Omnitrans' “sale negliganca” or “willful misconduct” within the
meaning of Civil Code Section 2782.

FORCE MAJEURE (EVENTS BEYOND THE CONTROL OF THE CONSULTANT). The Consultant wil
not b held llable for falure of delay in fulfillment if hindered or preventad by act of God, fire, strike, loss
or shortage of transportation facilities, lock-out, commandeering of materials, products, plants or facilities
by govemment that are not reasonably foreseeahble,

ACKNOWLEDGMENT. By delivery of the goods or services purchased herein, the supplier agrees to all
the terms and conditions of this Purchase Agresment.

20. TERMINATION. Omnitrans may terminate this Agreement in whole or in part for Omnitrans’ convenience

L

3.

or because of the failure of the Censultant to fulfill its obligation. The CEQ/General Manager shall
terminate by specifying the nature, extent, and effective date of the termination. Upon recsipt of the
notice, the Consultant shall: (a) immediately discontinue all services affected and (b) deliver to the
CEQ/General Manager all data, drawings, specifications, reports, estimates, summares and other
information and materlals accumulated in performing this contract, whether completed or in process. |
the termination is for the conveniance of Omnitrans, Omnitrans shall make an equitable adjustment in
the P.O., but shall not allow anticipated profit on unperformed senvices

-APPLICABILITY. The Terms and Conditions stated herein do not supersede or supplemeant the terms

and conditions of any Omnitrans procurement wheredn the terms and conditions were previously
specified,

OS5HA COMPLIANCE. The items covered by this Agreement must conform with safety orders of
OSHA, CALOSHA, and jor NIOSH, and applicable Safety Data Sheets.

QUESTIONS. Questions regarding the Terms and Conditions of this Purchase are to be directed fo the
Procurement Office, phone 909.379.7146; fax; 9093797107, 1700 West Fifth Street, San Bamarding,
CAQ2491,

End of Supplemental Terms and Conditions
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About Omnitrans

MISSION: "To provids citizens of the San Bernarding Vallay with comprehansive public mass ransportation sar-

wices which maximize custamer use, comfort, safety and satiskaction, while sfficiently using inanclal and cther
pesurcas.”

LOCATION: Gantrally located in Southarn Caldomia, the San Bermarding Valley |s ona of the major grawth areas i
the entia Unitad States. Our servica area extends from Yucsipa in the aast ko ManiclainChina in tha west

BENEFITS; Omnitrans oifers tha fallpwing benafits far Full-lime ragular postions. Thea Agency's monthly coalibu-
than varias depending on the wmit the position is assigned 1o,

+ Paid Vacation » Paid Holidays * Pald Sick Leave
+ PEAS Retiremart Plan = Health & Dental Plans = Enoup Lﬂn: Irsurance
+ Dafamed Gompansation = Cradil Unions + Tuitham Raimburaman

General Requirements

APPLICATION PROCEDURE: Applcations ana accaptad only far fhass positions cumsntly posted on the Emploayment
Opocetunities Board. Otficial application farms and relaied materials must be fully and carecty completed, reumed
1o and recelved In the Parsannel Daparimant no later than the deadling time ard date lsted on the font of ths
baligting OKLY THOSE APPLICANTS WHO CLEARLY IMDIGATE THAT THEY MEET THE MIMIMUM REURE-

MEMTS STATED ON THE FRONT OF THIS JOB ANNOUNGEMENT WILL BE GONSIDERED IN THE SELEC-
TION PROCESS.

MEDICAL EXCAMINATION: All appicants are required o ke & rmedical exam pricr o appoirémeant The exan wiil
inchids an eleahal end drug screen, Failurs to moet madical etandarda will prechude placement in that posilion

IMMIGRATION AND CONTROL ACT OF 1888 In arder 1o comply with tha provisions of this law, all applicanis, pnos b

plecament, must provide proof of week eligibilty and attast that they are a citizen, parmanant resigant glian, ar
pihansise authonzed fo ba enplayed.

AN EQUAL OPPORTUNITY/AFFIRMATIVE ACTION EMPLOYER

THE PROVESKING OF THIS BULLETIN DO HOT COMSTITUTE A CONMTHAGT, EXPRESEED OF [MPLIED. AND ANY PROVISIONS
COMTAMED [N THIS BULLETIM MAY BE MODIFIED 0R REVDKED WITHOUT MOTICE

T ITT L
| TR IR W L WL LT
1700 WEST FIFTH STREET

AN BERNARDING
CALIFORMIA 82411
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o DMBITRANS

MNOTICE OF HON-DISCRIMIMATION ON THE BASIS OF DISABILITY

Pursuant to Section 504 of the Rehabilitation Act of 1973, nofice is hereby given
that Omnitrans, a Joint Powers Agency providing public transportation in the
County of San Bermnarding, doas not, in any facets of its employment practices,
discriminate on the basis of disability, Any facets is defined fo includa admission
or access o, or reatment or employment, in any programs or activities
sponsorad or coordinated by tha Ageancy.

Pursuant to subsection 27_33, nolice is hereby given that tha Agency will make
reasonable accommodation to the known disabilities of othersisa qualified
applicants. Reasonable accommaodation is defined to exclude those factors
which impose an undue hardship on tha Agency's programs.

Pursuant to subsection 27.35, notice Is hereby given that the Agency shall not
make usa of employment criteria that have an adverse impact on persens with
disabllities, unkess such employment critaria are shown to be related to essential
job functicns. :

Pursuant to subsectlion 27,27, notica is heraby given that the Agency shall nat

conduct pre-smployment offer Inquires as to the nature of an applicant’s
disabilities.

Pursuant lo subsection 27.13, notice is hereby given thal the Agency designalos
the following person responsible for coordinating its efforts to comply with this
part of Section S0u:

M. Ewing

Directar af Hurman Resourcas
COmnitrans

1700 Waest Fifth Streat

San Bamardira, CA 02411
(909) 889-0811 Extension 123
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PERSONNEL PoLICY MANUAL

SUBJECT APPROVED BY OMNITRANS

BOARD OF DIRECTORS

Equal Employment Opportunity
DATE: January 1, 1999

Purpose
To provide guidelines for the Equal Employment Opportunity Program.

Scope

All Departments

Procedure

A.

It has been the established policy of Omnitrans to utilize our available human
resources effectively by selecting the best-qualified person for the job. We have
always given appropriate attention to such factors as educational background,
previous experience, proven skills, desirable character traits, and growth
potential. The personnel hired and promoted in the past, along with those to be
hired and promoted in the future, have been, and will continue to be, selected
from all applicants on the basis of qualifications deemed essential for an
employee to perform well. These include such factors as ability, availability,
capability, aptitude, experience, education, health, and a willingness to work and
serve.

Since the objective of this policy is to use all qualified available human
resources to the fullest, it is essential that we administer this policy in such a
manner as not to discriminate against any person, employee, or job applicant
included in a protected class.

It is our policy to offer equal employment opportunity to all persons. No job
applicant is to be discriminated against because of inclusion in a protected
class.

This policy is intended to apply to recruiting, hiring, promotions, upgrading,
layoffs, compensation, benefits, termination of employment, and all other
privileges, terms, and conditions of employment. Our Equal Opportunity
Program will communicate the important guidelines and procedures that will be
followed in providing equal employment and advancement opportunities on the
basis of individual qualifications and job performance.

Recruitment will be on the basis of qualifications only. However, all employment
sources, including private employment agencies, state employment services,
etc., have been advised of our nondiscriminatory policy.

Liaison programs with schools have been implemented. All employment
advertisements shall identify our Company as an "Equal Opportunity Employer,
M/E."
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Exhibit 6

~1//1/4 POLICY 221 PAGE 2 OF 2
PERSONNEL PoLIcY MANUAL

SUBJECT APPROVED BY OMNITRANS
BOARD OF DIRECTORS

Equal Employment Opportunity
DATE: January 1, 1999

G. Advertisements are to be placed in the news media serving minority and female
groups as well as those with broad distribution.

H. Our application form is periodically reviewed to ensure a continued compliance
with federal and state laws in regard to interviewing, selection, and testing
procedures, and sound business practices.

I.  Omnitrans will provide promotional and upgrading opportunities to all employees
by basing criteria solely on the employee’s ability, physical fithess and
qualifications. Employees who fail to qualify for upgrading and promotion are
encouraged to improve their development by taking advantage of any training
programs made available to them by Omnitrans and/or government and
community agencies specifically geared to improving skill level and education.

J. When necessary to reduce our workforce, layoffs or recalls will be made without
unlawful discrimination. When it becomes necessary to terminate any non-
probationary employee, such termination of employment will be for cause,
without unlawful discrimination.

K. Omnitrans compensates personnel fairly according to their job classification.
Omnitrans supported benefit programs for employees will be made available to
all personnel without unlawful discrimination.

L. Omnitrans makes any tuition reimbursement and training programs available to
those desiring training and shall adequately communicate to all employees and
potential employees the availability of this training in a nondiscriminatory
manner. Those not qualifying for our training opportunity because of
deficiencies in previous training or education shall be encouraged to participate
in developmental programs.

M. Omnitrans will take appropriate steps to ensure that all personnel know of our
sincere desire to support and take affirmative action toward providing equal
employment opportunity by use and distribution of bulletin boards, EEO posters,
Agency policy, employee handbooks, supervisor's manuals, and supervisory/
employee meetings.

N. All Omnitrans facilities and sponsored activities shall continue to be available to
all employees on a non-segregated, nondiscriminatory basis.
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PERSONNEL PoLICY MANUAL POLICY 704 PAGE 1 OF 3

SUBJECT APPROVED BY OMNITRANS
BOARD OF DIRECTORS

Harassment Prevention
DATE: April 6, 2005

I. Purpose
To state Omnitrans’ policy on providing a workplace free of discrimination and
harassment; to provide a method of investigating complaints.

II. Scope
All Departments

[ll. Procedure

A. All employees, supervisory, and non-supervisory alike, must comply with this
policy and take appropriate measures to insure that such conduct does not
occur. This policy covers, but is not limited to, discrimination and harassment
for the following reasons: race, color, national origin, religion, age, sex, sexual
harassment, gender harassment, harassment due to pregnancy, childbirth or
related medical conditions, sexual orientation, marital status, mental or physical
disability, veteran status, and any other protected basis.

B. This policy applies to all employees and applicants for employment in all hiring
aspects of the employment relationship, including recruitment, hiring, promotion,
transfer, training, compensation, benefits, employee activities and termination of
employment. It also applies to how employees treat and are treated by
customers, vendors, and other people related to our business. Per AB1825, any
employee who is required to supervise or give direction to other employees will
be mandated to attend a two (2) hour sexual harassment training session every
two (2) years.

C. Harassment may take many forms. It includes, by way of example:

1. Verbal conduct such as epithets, derogatory jokes or comments, slurs, or
unwanted sexual advances, invitations or comments.

2. Visual conduct such as derogatory and/or sexually-oriented posters,
photography, cartoon, drawings, or gestures.

3. Physical conduct such as assault, unwanted touching, blocking normal
movement or interfering with work because of sex, race, or other protected
basis.

4. Threats and demands to submit to sexual requests as a condition of
continued employment, or to avoid some other loss, and offers of
employment benefits in return for sexual favors.
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OMNITRANS

PERSONNEL PoLICY MANUAL POLICY 704 PAGE 2 OF 3

SUBJECT APPROVED BY OMNITRANS

BOARD OF DIRECTORS
Harassment Prevention

DATE: April 6, 2005

. Sexual harassment includes unwelcome sexual advances, requests for sexual
favors, and other offensive verbal or physical conduct that is either sexual in nature
or directed at someone because of his or her gender. Sexual harassment
undermines the employment relationship by creating an intimidating, hostile, or
offensive work environment and will not be tolerated.

. Sexual harassment may take different forms. One specific form is the demand for
sexual favors. Other forms of harassment include, but are not limited to:

1. Verbal-sexual innuendoes, suggestive comments, jokes of a sexual nature,
sexual propositions, threats.

2. Non-verbal-sexually suggestive objects or pictures (e.g., scantily clad
models, cartoons, etc.) suggestive or insulting sounds, leering, whistling,
obscene gestures.

3. Physical-unwanted physical contact, including touching, pinching, brushing
the body, pushing.

. Whatever form it takes, harassment is insulting and demeaning to the recipient and
will not be tolerated in the work place. Violations of this policy may result in
disciplinary action up to and including termination of employment.

. All employees must comply with this policy and take appropriate measures to
prevent harassment from occurring. Managers and supervisors are responsible
for informing their employees that such conduct will not be tolerated and is
subject to immediate corrective action.

. Omnitrans encourages any employee who believes that he or she is being
discriminated or harassed to come forward and report such incidents to
management. Any employee who believes that he or she has been subjected to
discrimination or harassment from either co-worker, supervisor, or non-
employee is encouraged to make it clear to the offender that such behavior is
offensive and should immediately bring the matter to the attention of
management in the manner described below:

1. In cases where it is inappropriate to discuss issues with supervisors or
department heads, the below listed individuals should be contacted. Under
no circumstances need an employee report the discrimination or harassment
to a supervisor whom he or she is accusing of discrimination or harassment.
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SUBJECT APPROVED BY OMNITRANS

BOARD OF DIRECTORS
Harassment Prevention

DATE: April 6, 2005

2. If a situation develops which an employee feels should be investigated, the
employee should provide a written complaint to either of the following:

— CEO/General Manager
— Director of Human Resources

3. Omnitrans will promptly and thoroughly investigate any complaint as it arises
and will take appropriate action to correct the situation if the circumstances
warrant.

4. Omnitrans will not retaliate or allow any form of retaliation against any
employee for making a complaint or participating in an investigation.

Omnitrans will, to the maximum extent feasible, maintain the confidentiality of
such complaints on a need-to-know basis. However, investigation of such
complaints will generally require disclosure to the accused party and other
witnesses in order to gather pertinent facts.

If Omnitrans determines that unlawful discrimination or harassment has
occurred, remedial action will be taken in accordance with the circumstances
involved. Any employee determined by Omnitrans to be responsible for
unlawful discrimination or harassment will be subject to appropriate disciplinary
action, up to and including termination of employment.

. Whenever action is taken against the harasser, the employee lodging the
complaint will be told corrective action is being taken and Omnitrans will take
action deemed appropriate in its sole and absolute discretion to remedy any
loss to the employee resulting from harassment. Omnitrans will not retaliate
against any employee for filing a complaint and will not tolerate or permit
retaliating by management, employees, or coworkers.

. Employees should also be aware that the Federal Equal Employment Opportunity
Commission and the California Department of Fair Employment & Housing investigate
and prosecute complaints of prohibited harassment in employment and may be
contacted by the employee at anytime.

EEOC DFEH
255 E. Temple St., 4" Floor 611 W. Sixth St., 15" Floor
Los Angeles, CA 90012 Los Angeles, CA 90017
213-894-1000 800-884-1684

Page 182

Exhibit 7

PERSONNEL PoLICY MANUAL POLICY 704 PAGE 3 OF 3




Exhibit 8
”l pPoLICY 225 PAGE 1 OF 10
PERSONNEL PoLIicY MANUAL

SUBJECT APPROVED BY OMNITRANS

BOARD OF DIRECTORS
Americans With Disabilities Act (ADA) of 1990
DATE: May 2, 2007

. Purpose

To establish Omnitrans’ policy that will promote the equal treatment of qualified
employees and applicants for employment who are disabled, who have a known
relationship or association with an individual with a disability, or who have opposed
unlawful employment acts or practices that violate laws intended to protect the
rights of individuals with disabilities.

The ADA makes it illegal for employers to use qualification standards, employment
tests or other selection criteria that tend to screen out individuals with disabilities,
unless the standards, tests or criteria are directly job-related and consistent with
business necessity. Further, the ADA makes it illegal to select and administer tests
to applicants who have impaired sensory, manual or speaking skills in a manner
that would result in the test measuring the disability rather than the skills it proposes
to measure.

II. Scope

A. An employee or applicant for employment who is a qualified individual with a
disability.

B. An employee or applicant for employment who has a known relationship or an
association with an individual with a disability.

C. An employee or applicant for employment who has opposed any Omnitrans
acts or practices that relate to disability that are unlawful.

D. An employee or applicant for employment who has made a charge, testified,
assisted or participated in any manner in any investigation, proceeding, or
hearing related to alleged violations of applicable disability laws.

lll. Policy
It is the policy of Omnitrans to provide equal employment opportunities for qualified
individuals with disabilities and to prohibit employment practices that discriminate
against qualified individuals because of a disability. This is in accordance with the
Americans with Disabilities Act (ADA) signed into law on July 26, 1990 and the
California Fair Employment and Housing Act, Government Code Section 12940 et
seq. Under Title 1, 29 CFR 1630 of this Act, a qualified individual is one who can
perform the essential functions of a position that he/she holds or desires, with or
without accommodation.
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SUBJECT

Americans With Disabilities Act (ADA) of 1990

APPROVED BY OMNITRANS
BOARD OF DIRECTORS

DATE: May 2, 2007

Omnitrans does not discriminate against individuals with disabilities and seeks
equality for qualified individuals with disabilities, individuals with a known
relationship or association with an individual with a disability, and individuals who
oppose unlawful employment acts or practices that violate laws intended to protect
the rights of individuals with disabilities, in all aspects of employment, including
hiring, advancement, discharge, compensation, training, and other terms,
conditions and privileges of employment.

IV. Definitions

A. Disability — A physical or mental impairment that limits one or more of the
major life activities of an individual; a record of such an impairment; or being
regarded as having such an impairment.

B. Essential Functions — The fundamental job duties of the employment position

the individual with a disability holds or desires. In determining which duties
are fundamental to the position, Omnitrans will consider the purpose and
result of the particular job function, rather than the manner in which the
function is presently or traditionally performed.

C. Major Life Activities — Functions such as caring for oneself, performing

manual tasks, walking, seeing, hearing, speaking, breathing, learning, and

working.

D. Physical or Mental Impairment — Means:

1. Any physiological disorder or condition, cosmetic disfigurement, or
anatomical loss affecting one or more of the following body systems:

AT T SQmo o0 o

neurological;
musculoskeletal;
special sense organs;
respiratory (including speech organs);
cardiovascular;
reproductive;
digestive;
genito-urinary;

hemic and lymphatic;
skin; and
endocrine; or

2. any mental or psychological disorder, such as mental retardation,
organic brain syndrome, emotional or mental illness, and specific
learning disabilities.
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SUBJECT

Americans With Disabilities Act (ADA) of 1990

APPROVED BY OMNITRANS
BOARD OF DIRECTORS

DATE: May 2, 2007

Qualified Individual with a Disability — An individual with a disability who
satisfies the requisite skill, experience, education and other job-related
requirements of the employment position such individual holds or desires, and
who, with or without reasonable accommodation, can perform the essential
functions of such position.

Reasonable Accommodation — the term “reasonable accommodation” means
the following:

modifications or adjustments to a job application process that enable a
gualified applicant with a disability to be considered for the position
such qualified applicant desires;

modifications or adjustments to the work environment, or to the manner
or circumstances under which the position held or desired is
customarily performed, that enable a qualified individual with a
disability to perform the essential functions of that position; or

modifications or adjustments that enable an employee with a disability to
enjoy equal benefits and privileges of employment as are enjoyed by
other similarly situated employees without disabilities.

Examples of reasonable accommodations are making existing facilities
used by employees readily accessible to and usable by individuals with
disabilities, or job restructuring, part-time or modified work schedules,
reassignment to a vacant position, acquisition or modification of
equipment or devices, and other similar accommodations for individuals
with disabilities.

Record of Such Impairment — A history of, or being classified as having, a

mental or physical impairment that limits one or more major life activities.

Regarded as Having Such an Impairment — The term “regarded as having

such an impairment” means the following:

1. A physical or mental impairment that does not limit major life
activities but is treated by Omnitrans as constituting such
limitation;

2. A physical or mental impairment that limits major life activities
only as a result of the attitudes of others toward such
impairment; or Page 185
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SUBJECT APPROVED BY OMNITRANS
BOARD OF DIRECTORS

Americans With Disabilities Act (ADA) of 1990
DATE: May 2, 2007

3. none of the impairments defined previously in this policy but is
treated by Omnitrans as having a limiting impairment.

I. Undue Hardship — An action requiring significant difficulty or expense in, or
resulting from, the provision of the accommodation.

V. Responsibility

A. The Director of Human Resources is responsible for the general administration
of this policy.

B. The Certified Ergonomics Assessment Specialist is responsible for reviewing
and interpreting medical documentation provided by an individual's attending
physician. The Ergonomics Specialist's interpretation is to be in accordance
with the ADA definition of “disability” found in section IV of this policy.

C. The ADA Review Panel is responsible for determining an appropriate
reasonable accommodation for qualified individuals with disabilities. The panel
shall consist of the Ergonomics Specialist, the Director of Human Resources
or designee, the County Counsel or designee, the affected Department Head
and the affected supervisor and/or manager. The Director of Human
Resources may designate, on a case-by-case basis, other members deemed
appropriate for evaluating the requested accommodation.

D. All employees have the responsibility to ensure that their conduct does not
discriminate against employees that are covered by this policy, or otherwise
circumvent the purpose and intent of this policy.

VI. Guidelines

A. Pre-employment Inquiries — Applicants for employment shall not be asked, in
any manner, including but not limited to inquiries on application forms or in
interviews, whether or to what extent they may have a disability. This
prohibition extends to questions related to general health. The only acceptable
pre-employment inquiry related to disability is whether the job applicant can
perform the duties of the job in question. Only if the applicant for employment
has an obvious disability that might affect his or her ability to perform essential
job functions, or if the applicant for employment volunteers the fact of a
disability or the need for an accommodation to the interviewer, may the
applicant then be asked to describe and/or demonstrate how, with or without
reasonable accommodation, the applicant will be able to perform the essential
functions of the job. Page 186
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BOARD OF DIRECTORS

DATE: May 2, 2007

B.

Employment Tests and Medical Examinations

1. Employment tests and medical examinations may only be used if they
are job-related for the position to be filled, given to all applicants in the
same job category, do not tend to screen out individuals with
disabilities on the basis of disability, and are consistent with business
necessity.

2. Any employment test or other selection criteria that are consistent with
this policy must also be administered in the most effective manner to
ensure that applicants or employees with disabilities that impair
sensory, manual, or speaking skills, are not disadvantaged by the
method of administration and that the test results accurately reflect the
skills, aptitude or other factors of the applicant or employee that the
test purports to measure, rather than the impaired sensory, manual, or
speaking skills of such employee or applicant (except where such skills
are the factors that the test purports to measure).

3. Physical examinations shall be required of all candidates after making
an offer of employment and before the candidate begins employment
duties. The offer of employment shall be conditioned on the results of
such examination, if all entering employees in the same job category
are subjected to such an examination regardless of disability. If, as a
result of such examination, certain criteria are used to screen out
employees with disabilities, then the exclusionary criteria must be job-
related and consistent with business necessity, and the performance of
the essential job functions must not be capable to be accomplished
with reasonable accommodation.

4. Employees may only be required to submit a post-employment
physical or medical examination if such examination is job-related and
consistent with business necessity. Omnitrans may make inquiries into
the ability of an employee to perform job-related functions.

Accommodation — Generally, it is the responsibility of the individual with a
disability to inform the supervisor or any person involved in the recruitment
process that an accommodation is needed. However, supervisors and
managers should be sensitive to the needs of employees and use appropriate
judgment when employees imply a need for accommodation by commenting
about on-the-job difficulties. The supervisor of an employee may ask the
employee whether an accommodation is needed. Similarly, personnel involved
in the recruitment process should be sensitive to the special needs of
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SUBJECT APPROVED BY OMNITRANS
BOARD OF DIRECTORS

Americans With Disabilities Act (ADA) of 1990
DATE: May 2, 2007

applicants, but at the same time must abide by the restrictions imposed on the
pre-employment process set forth in this policy.

VIl. Procedure
A. Reguesting an Accommodation — an applicant or employee is responsible for

making a request for an accommodation, in writing, to the hiring manager or
his or her supervisor. The written request must include the following:

1. a description of the particular job duties or employment activities
involved;

2. the precise limitations imposed by the individual's disability and how
those limitations could be overcome with a reasonable
accommodation;

3. suggestions regarding potential accommodations, as well as any
preference for accommodation that the individual may have; and

4. the nature and extent of the accommodation(s) that is suggested by
the individual.

B. Reviewing a Request for Accommodation

1. Upon receipt of a request for an accommodation, the supervisor or
hiring manager must forward the request for accommodation to the
Director of Human Resources, along with a memorandum that
analyzes the particular job involved and identifies its purpose and
essential functions.

2. The Director of Human Resources will review the request for an
accommodation to determine if the person making the request is a
gualified individual with a disability under this policy and applicable law.
If a determination cannot be made, the Director of Human Resources
will forward medical documentation to the Ergonomics Specialist.

3. Upon receipt of all medical documentation by the Ergonomics
Specialist, a review of the documentation will be conducted and a
determination shall be made as to whether or not the person
requesting an accommodation meets the applicable definition of a
qualified individual with a disability. The Ergonomics Specialist will
forward a written analysis and determination to the Director of Human
Resources. Page 188
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BOARD OF DIRECTORS

DATE: May 2, 2007

C.

4. Medical information disclosed by an employee in connection with a
request for an accommodation or in response to Omnitrans’ request for
additional information to determine the degree to which an employee
may be impaired, shall be kept strictly confidential and shall not be
disclosed except to those members of the ADA Review Panel, as
appropriate, in considering the employee’s request or medical
professionals rendering an opinion concerning the employee’s medical
condition.

5. Upon receipt of a determination that the person requesting an
accommodation qualifies for consideration under this policy and
applicable law, the Director of Human Resources or his or her
designee shall engage in the interactive process with the individual
requesting an accommodation and that individual's supervisor or hiring
manager to discuss the precise job-related limitations imposed by the
individual's disability and how those limitations could be overcome by
reasonable accommodation.

The Director of Human Resources or his or her designee shall prepare
a memorandum that outlines the content of the meeting and convene
an ADA Review Panel.

6. The Director of Human Resources shall forward the memorandum
defined in this section to the ADA Review Panel within thirty (30)
calendar days after the determination of eligibility was made by the
Ergonomics Specialist, so that a final determination concerning a
reasonable accommodation can be made.

7. If the Director of Human Resources or the Ergonomics Specialist
determines that the individual requesting an accommodation does not
qualify for consideration under this policy and applicable law, the
Director of Human Resources will notify the individual and the
supervisor or hiring manager, in writing, of the determination.

Considering a Reasonable Accommodation

The ADA Review Panel has the responsibility of determining the merits of
the requested accommodation and selecting the actual accommodation.
The ADA Review Panel shall:
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Americans With Disabilities Act (ADA) of 1990
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1. identify the essential functions of the job and, if necessary, perform a
work site evaluation;

2. evaluate whether the disability prevents the individual from performing
the essential functions of the job;

3. formulate and recommend accommodations which may include, but
are not limited to, the following:

modifying the work site;

modifying equipment;

providing special equipment;

adjusting work schedules to facilitate medical treatment;
granting annual, sick, or leave without pay;

providing flexible leave options;

temporary or permanent reassignment to another position for
which the disabled employee is otherwise qualified; and

h. simplifying and truncating job responsibilities.

@ ooooTw

4. determine if the accommodation requested by the qualified individual
with a disability represents an undue hardship for Omnitrans.

D. Resolution and Notification

1. The ADA Review Panel is to form a consensus opinion as to a
reasonable accommodation.

2. The Director of Human Resources shall notify, in writing, the person
requesting accommodation and the individual's supervisor or hiring
manager, of the accommodation determination within ten (10) calendar
days of the decision.

3. In the event that the ADA Review Panel finds that accommodation
cannot be provided to an employee because it would create an undue
hardship for Omnitrans, or that the employee is unable to perform his/
her present job even with the provision of a reasonable
accommodation, then the Director of Human Resources, in
consultation with the employee’s department head and supervisor,
shall attempt to reassign the employee to a vacant position for which
the employee meets the minimum qualifications.
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”l pPoLICY 225 PAGE 9 OF 10
PERSONNEL PoLIicY MANUAL

SUBJECT APPROVED BY OMNITRANS
BOARD OF DIRECTORS

Americans With Disabilities Act (ADA) of 1990
DATE: May 2, 2007

VIIl. Requirements

A. Omnitrans may require applicants or employees claiming to be disabled and in
need of a reasonable accommodation to provide medical or other
documentation showing: (1) the existence and nature of the disability; (2) the
appropriateness of any accommodation proposed by the applicant or
employee; and (3) a medical opinion as to when an applicant or employee
suffering from a temporary disability may be expected to recover from the
disability.

B. The employee may be required to undergo medical examination by a
physician authorized and paid for by Omnitrans in an effort to obtain the
information in Section A above, unless the employee’s disability is also a
disability covered by the Family and Medical Act (FMLA). If the disability is
covered by FMLA, medical documentation may be requested in accordance
with FMLA requirements.

C. A notice that addresses the essential provisions and purpose of this policy and
applicable laws shall be posted and kept in a conspicuous location within
Omnitrans facilities where business or activity is customarily conducted.

IX. Recordkeeping

A. All documents or other records obtained pursuant to the procedures set forth
in this policy, or otherwise pertaining to the medical condition or history of an
individual with a disability or a person requesting accommodation, will be
collected and maintained in separate files and maintained by the Human
Resources Department. The files will be held strictly confidential and
information may only be released, if necessary, to do the following:

1. inform supervisors regarding necessary restrictions on the work or
duties of the employee and/or necessary accommodations;

2. inform first aid and safety personnel, when appropriate; or

3. inform government officials of relevant information necessary for an
investigation into Omnitrans’ compliance with applicable law.

B. Omnitrans shall preserve all records obtained in accordance with this policy for
a period of five (5) years from the date of receipt of such records, or from the
date of the action which is the subject of such records, whichever is greater.
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: / poLICY 225 PAGE 10 OF 10
PERSONNEL PoLicy MANUAL

SUBJECT APPROVED BY OMNITRANS

BOARD OF DIRECTORS
Americans With Disabilities Act (ADA) of 1990
DATE: May 2, 2007

C. Where a charge of discrimination is filed against Omnitrans, all records which
may be relevant to the charge or action shall be preserved until a final
disposition of the charge is made.

X. Appeal Rights

Any person who believes that he or she have been discriminated against on
the basis of disability is entitled and encouraged to seek reconsideration of any
adverse decision or situation by requesting a meeting with the Director of
Human Resources to discuss the employee or applicant’s concerns. In
addition, any person who believes that he or she may have been discriminated
against on the basis of disability may seek assistance by contacting the
California Department of Fair Employment & Housing or the Federal Equal
Employment Opportunity Commission.

EEOC DFEH

255 E. Temple St., 4" Floor 611 W. Sixth St., 15" Floor
Los Angeles, CA 90012 Los Angeles, CA 90017
213-894-1000 800-884-1684
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