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Introduction 
 
The City of Mesa, Arizona has long supported equal employment 
opportunity.  Our City Charter, which was voted upon by the citizens of 
the community and granted on August 18, 1967, contains a mandate 
(Section 902-a-1) directly addressing this issue. 
 
No person shall be appointed to, removed from, favored in any way, or 
discriminated against with respect to any City position because of race, 
sex, political or religious affiliation or non-affiliation, or membership or 
non-membership in a union. 
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EQUAL EMPLOYMENT POLICY STATEMENT FOR THE CITY OF MESA 
 

AN EQUAL OPPORTUNITY EMPLOYER
 
The City of Mesa reaffirms its policy, as stated in Section 902-a-1 of the City Charter, 
granted August 18, 1967, to consider each applicant for City employment on the 
basis of his or her qualifications for the job and without regard to race, religion, sex, 
marital status, age or national origin. 
 
Nor will the City discriminate against any employee or applicant for employment 
because of physical or mental disability in regard to any position for which the 
employee or applicant for employment is qualified. 
 
Every effort will be made to insure that appointments, promotions, reclassifications, 
transfers, compensation, training, layoffs, terminations or any other type of 
personnel action are based on merit, fitness or other factors determined to be free of 
discrimination. 
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NON-DISCRIMINATION IN PUBLIC SERVICES 

 
 
The City of Mesa affirms its policy of non-discrimination, on the basis of race, color, 
religion, gender, marital status, age, national origin, or disability, in the provision of 
services provided to members of the public by agencies and facilities of the City. 
 
The City commits itself to a continuing program to assure that unlawful 
discrimination does not occur in the services it renders to the public. 
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 COMPLIANCE WITH EMPLOYMENT RELATED LAWS 
 
Through the policies and programs set forth in this plan, the City of Mesa undertakes to 
comply with applicable Federal, State, and local laws relating to equal employment 
opportunity, affirmative action, and non-discrimination in public services.  This plan 
addresses obligations under the following laws and regulations: 
 
1. Social Security Act (1935) 
 
2. Equal Pay Act, amendment to FLSA (1963) 
 
3. Titles VI and VII, of the Civil Rights Act of 1964, as amended by the Equal 

Employment Opportunity Act (1972) and the Pregnancy Discrimination Act (1978). 
 
4. Executive Order 11246, as amended by Executive Order 11375. 
 
 5. The Age Discrimination in Employment Act (ADEA) (1967), as amended in 1978 & 

1986. 
 
 6. Consumer Credit Protection Act (1968). 
 
 7. Wage Garnishment Act (1968) 
 
 8. Occupational Safety and Health Act (OSHA) (1970). 
 
 9. The Rehabilitation Act (1973), as amended in 1980. 
 
10. The Vietnam Era Veterans Readjustment Act (1974). 
 
11. Guidelines on Sexual Harassment (1980). 
 
12. Consolidated Omnibus Budget Reconciliation Act (COBRA) (1985). 
 
13. The Immigration Reform & Control Act (IRCA) (1986), as amended by the Immigration 

Act (1990). 
 
14. Drug-Free Workplace Act (1988) 
 
15. Americans with Disabilities Act (ADA (1990). 
 
16. Older Worker’s Benefit Protection Act (1990) 
 
17. Civil Rights Act of 1991 
 
18. Family Medical Leave Act (FMLA) (1993) 
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19. Omnibus Budget Reconciliation Act (OBRA) (1993) 
 
20. Uniformed Services Employment and Reemployment Rights Act (USERRA) (1994). 
 
21. Mental Health Parity Act (1996) 
 
22. Health Insurance Portability and Accountability Act. 
 
23. Arizona Revised Statutes, Article 8, Section 23-373. 
 
24. Arizona Revised Statutes, Chapter 9, Article 4, Section 41-1461 -- 41-1464. 
 
25. Arizona State Executive Order No. 75-5. 
 
26. Arizona Victim’s Leave Law 
 
27. City of Mesa, Arizona; City Charter, Section 902-a-1. 
 
28. City of Mesa Personnel Rules & Regulations; Chapter I, Section 140 - Equal 

Employment Policy Statement. 
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AFFIRMATIVE ACTION IN EMPLOYMENT 
 
The City of Mesa, AZ undertakes a program of Affirmative Action, to which good faith 
efforts will be directed to: 
 
1. Continue to monitor the extent to which minorities and women are underutilized in 

major job categories, identify causes, and devise strategies to eliminate the causes. 
 
2. Continue to monitor employment rules, policies, procedures, and practices to ensure 

they do not have an adverse impact on minority groups, women, individuals with 
disabilities, and other protected classes. 

 
3. Identify specialized recruiting sources, and develop recruitment strategies and efforts 

to locate qualified minority and female candidates in order to aggressively reduce 
underutilization. 

 
4. Identify specialized recruitment sources, and develop recruitment strategies and 

efforts to locate qualified candidates with disabilities. 
 
5. Identify specialized recruitment sources, and develop recruitment strategies and 

efforts to meet specialized needs of an age-diverse workforce. 
 
6. Establish a monitoring system that will assure effective operation of the affirmative 

action/equal employment opportunity program, achievement of its objectives and 
goals, and a means for modification of the plan as needed. 

 
7. Create and promote a productive working environment that sustains and supports a 

diverse workforce. 
 



AAP Section I 
Page I - 7 
 
 
 

CITY OF MESA 
OBJECTIVES FOR FISCAL YEARS 2006 – 2007 (7/1/05 to 6/30/07) 

 
1. Monitor employment practices for an organizational perspective. 
 

Action/Timeline:  On an ongoing basis monitor the City’s employment practices, 
providing periodic reports to City management, the Diversity Office, and 
departments, in order to ensure diversity issues are being addressed. 

 
2. Request the PeopleSoft Team write a program to generate a report that will 

consolidate PeopleSoft data by EEO job categories, gender, race and ethnic group 
for terminations, new hires and promotions in summary and by job title to be used to 
provide an analysis of the City’s Personnel Actions. 

 
Action/Timeline:  By September 2005, submit a service request to the PeopleSoft 
Team to generate a report that will consolidate PeopleSoft data by EEO job 
categories, gender, race and ethnic group for terminations, new hires and 
promotions in summary and by job title to be used to provide an analysis of the 
City’s Personnel Actions for fiscal year 2005-2006. 

 
In accordance with the City’s Strategic Plan, Key Result Area M1 Our People – Workplace 
Excellence, Goal M1.2, Recruit, retain, and develop a diverse workforce to enable them 
and the organization to excel and adapt to change.   
 
3. Using the diverse “Advertising Resources” compiled and updated by Human 

Resources, hiring supervisors and HR Analysts will collaboratively identify a list of 
diverse recruiting sources appropriate for each open recruitment. 

 
Action/Timeline:  HR Analysts will provide better awareness for Hiring supervisors 
of the diverse “Advertising Resources” manual available so that a plan/strategy is 
developed to optimize attracting a more diverse pool of applicants. 

 
4.  Demonstrate a commitment to serving an age-diverse labor market, by better 

utilizing recruitment sources targeted to returning workers, retirees, and other 
individuals who are age 40 and over. 

 
Action/Timeline:  On an ongoing basis, target the use of age-diverse recruiting 
sources. 

 
5. Implement the use of the EEO/Diversity Recruitment Checklist for Managers and 

Supervisors developed as a recommendation of the Affirmative Action Team. 
 

Action/Timeline:  Beginning with recruitments in July 2005, hold 
departments/divisions accountable for using the checklist to provide consistent 
information to City management on department/division EEO/Diversity recruitment 
efforts. 
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6. Demonstrate a commitment to decrease underutilization of protected groups in the 

“Officials and Administrators, and Professionals” job categories, and ensure 
protected groups are represented in the selection process.  Each department will be 
responsible for demonstrating a “good faith effort” to increase the current utilization.  

 
Action/Timeline:  Beginning in September 2005, department managers will provide 
to City management, documentation (EEO/Diversity Recruitment Checklist for 
Managers and Supervisors) of their good faith efforts to increase utilization. This will 
include, but not be limited to, actual hiring selections, evaluators and interviewers for 
selection processes, recruitment activities, etc. 

 
7. Promote the use of the training guide, “Inside Human Resources – A step-by-Step 

Guide to an Easy Recruitment” developed as a recommendation of the Affirmative 
Action Team. 

 
Action/Timeline:  During fiscal year 2005-2006, promote the use of the training 
guide by making the HR Analysts assigned to each department/division responsible 
for disseminating the training in their assigned areas through training of hiring-
supervisors, and other staff involved in the recruitment and hiring process.  The 
guide will also be presented at a Mid-Manager’s Meeting, and made available on the 
City’s Intranet system as soon as practical to do so. 

 
8. Recruit and hire a Part-time Human Resources Outreach Recruiter to set-up train 

representatives, and coordinate the City’s outreach efforts. 
 

Action/Timeline:  By February 2006, if budget allows, hire a Part-time Human 
Resources Recruiter to organize, train representatives, and coordinate the City’s 
outreach efforts, liaison with schools, and develop an internship program. 

 
9. Create a Citywide Recruitment Team, headed by a Human Resources staff 

member, and made up of representatives from each department/division to assist 
with community outreach programs, job and career fairs, and outreach activities to 
promote public service careers to younger generations, and others who may be 
looking to change careers,  to increase the likelihood that they will pursue public 
service careers.  

 
Action/Timeline:  During the first six months of fiscal year 2005 – 2006, recruit 
representatives from City departments/divisions to assist with creating materials and 
hand-outs for community outreach programs, and attending job and career fairs, and 
outreach activities as representatives of the City and their specific 
departments/divisions in order to speak knowledgeably to students and the public 
about functional areas in the departments. 

 
10. Expand and continue to provide current department-based and City community 

outreach programs, and explore developing additional programs that work with 
potential future employees and foster long-term relationships. 
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Action/Timeline:  On an ongoing basis, continue to provide department-based and 
City community outreach programs including:  "Adopt-a-School" programs, 
Bomberos, and Connectors (Fire), Leadership Development (Recreation), Explorer 
(Police) programs, Gang Intervention Program (Police), Junior Guard Start Program 
(Aquatics), Outreach Recruiting Teams (Fire and Police), and “Take Your Child to 
Work Day”. 

 
11. Reestablish the Retention and Recruitment Team (previously Marketing and 

Retention Team) with a representative from each department to assist in developing 
strategies and approaches for retention of employees. 

 
Action/Timeline:  By October 2005, solicit names from department managers, of 
employees interested in serving on a team to assist in developing strategies and 
approaches for retention of employees. 

 
12. Implement the City’s Talent Assessment and Development (TAD) Program to 

ensure there is a diverse pool of individuals qualified to be considered for “*Group I” 
positions in the organization. 
(*A Group I position is defined as being mission critical and difficult to fill, or legally 
mandated, or projected to have a high vacancy rate, and the department would benefit from 
investing in internal development for this position.) 

 
Action/Timeline:  During fiscal year 2005-2006, the Senior Human Resources 
Specialist assigned to lead this project, working with HR Analysts, and department 
managers/directors/supervisors, will provide training and guidance so that those 
involved in the program (1) understand the TAD System; (2) are able to understand 
and utilize a Readiness Matrix; (3) are able to identify “Group I” positions for their 
area of responsibility; (4) are able to prepare for a Gap Analysis; (5) understand how 
to conduct a Gap Analysis; (6) are able to help employees prepare for Group I 
positions of interest; and (7) know how to analyze results of a Gap Analysis. 

 
13. Review and update essential functions, qualifications, and duties of the City’s job 

descriptions in order to maintain currency. 
 

Action/Timeline:  On an ongoing basis, Human Resources Analysts in partnership 
with appropriate departments/divisions will review and update job descriptions prior 
to recruitments and during job studies. 

 
14. Coordinate diversity efforts with goals of the Human Relations Advisory Board, and 

Advisory Committee on Minority and Employee Affairs, to strengthen outreach 
efforts and ensure better coordination and communication of City diversity efforts. 

 
Action/Timeline:  On an ongoing basis, the Human Relations Advisory Board, and 
Advisory Committee on Minority and Employee Affairs will review and make 
recommendations on policies and practices related to diversity issues in order to 
promote the City’s diversity initiative. 
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RESPONSIBILITY FOR IMPLEMENTATION 
 

AUTHORITY 
 
The City Manager of the City of Mesa, Arizona, in relation to Section 902-a-1 of the City 
Charter, prohibiting discrimination, has the authority to enact an Affirmative Action Program 
and direct implementation of the program. 
 
RESPONSIBILITY 
 
City Manager 
 
In implementation of this policy, the City Manager exercises leadership in establishing, 
maintaining, and carrying out the City's "Affirmative Action" efforts to promote equal 
opportunity and diversity in every aspect of City employment. 
 
Human Resources Director 
 
Under the City's Affirmative Action Program, the Human Resources Director is responsible 
for the following action: 
 
1. Maintenance of all central human resources records in a manner consistent with 

applicable employment practice laws and regulations, and with the requirements of 
this program. 

 
2. Development and maintenance of all human resources directives in a manner that is 

consistent with applicable laws, regulations, and this program. 
 
3. Periodically reviewing the City's classification system and procedures, benefit 

packages, leave policies, training and career development programs, and other 
employment practices, to assure that all such practices conform with current legal and 
regulatory requirements and the provisions of this program. 

 
 Affirmative Action Officer Assignment 
 

The City Manager assigns responsibility for the day-to-day operations and 
implementation of this plan to Human Resources, and more specifically to a 
professional staff member(s) who assumes the Affirmative Action Officer assignment. 
Examples of responsibilities include: 
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 1) Development and maintenance of a written biennial Affirmative Action Program 

for the City, including periodic updating in conformance with all applicable 
regulations. 

 
 2) General coordination of programs established under the plan. 
 
 3) Collection, analysis, and proper publication/distribution of all statistical data 

required for this program and its guidelines for implementation. 
 
 4) Preparation of all government reports required with regard to equal employment 

opportunity in the City and to the operations of this program. 
 
 5) Preparation and distribution of an annual report on affirmative action efforts in 

the City. 
 
 Human Resources Analysts/Senior Human Resources Analyst 
 

The Human Resources Director assigns responsibility for the day-to-day liaison work 
to counsel and advise department managers, directors and supervisors regarding 
operations and implementation of this plan to Human Resources Analysts and Senior 
Human Resources Analysts.  Examples of responsibilities include: 

 
 1) Assistance to department heads and/or other personnel who need technical 

advice or administrative support in meeting their responsibilities under this plan 
and under applicable equal employment laws and regulations. 

 
 2) Review of employment practices in the City, and related documents, such as job 

descriptions, application forms, job announcements, etc., to help assure that any 
such practices which are discriminatory are eliminated or modified. 

 
3) In conjunction with departments, develop recruitment strategies to continue to 

diversify applicant pools in order to help achieve goals under this program. 
 
 4) Ensure testing administered to applicants meets standards for job relatedness, 

reliability, and appropriate language, and does not discriminate against 
applicants in protected classes. 
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Diversity Office 
 
The Diversity Office is responsible for developing, coordinating, and implementing a broad 
range of internal and external activities related to the City’s diversity initiative.  Examples of 
responsibilities include: 
 
1. Support of the Human Relations Advisory Board, made up of Mesa community 

members, who advise the City Council about diversity issues in the community.  
 
2. Support of the Employee Advisory and Solutions Team (EAST), an employee group 

that offers work-related problem resolution. 
 
3. Acting as a resource on diversity issues to City departments. 
 
Department Manager, Division Directors and City Supervisors 
 
Department Managers, Division Directors and City Supervisors will be expected to make a 
good faith effort to implement the Affirmative Action Program as part of their prescribed 
duties.  As such, they have the responsibility to: 
 
1. Implement the Affirmative Action Program in their respective department and 

divisions. 
 
2. Complete appropriate forms as may be required to monitor objectives of the 

Affirmative Action Program and diversity related issues. 
 
3. Analyze the specific employment needs and patterns of their departments and 

divisions, and supervisors to better address diversity issues. 
 
4. Collaborate with the Human Resources Division and the Diversity Office to assist in 

meeting goals and objectives of the program. 
 
5. Evaluate, in conjunction with Human Resources and the Diversity Office, the City's 

good faith efforts to achieve objectives and reach goals in accordance with the 
Affirmative Action Program. 

 
City Employees 
 
All City employees are directed to comply with the spirit and letter of the Affirmative Action 
Program.  Any employee of the City of Mesa who willfully violates the intent of this Program 
will be subject to appropriate disciplinary action. 
 
AAP-Section II.doc 
8/2005 
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PUBLICATION AND DISTRIBUTION OF AFFIRMATIVE ACTION PROGRAM 
 

Internally: 
 
1. Department/Division Heads and Supervisors will be fully informed through: 
 

A. Written communication from the City Manager. 
 
B. Copies of the Affirmative Action Program (AAP) being made available for viewing 

and downloading on the City of Mesa Internet website. 
 
C. Holding special meetings, where needed, to discuss the program, responsibilities, 

and the review process. 
 
2. The Employee Advisory and Solutions Team will be fully informed by: 
 

A. Written communication from the City Manager. 
 
B. Copies of the AAP being made available for viewing and downloading on the City of 

Mesa Internet website. 
 
C. Holding meetings, as needed, to discuss the program, responsibilities, and the 

review process. 
 

3. City Employees should be informed by the following methods: 
 

A. The City's Equal Employment Opportunity (EEO) Policy statement, and State and 
Federal EEO posters will be displayed on bulletin boards, in strategic work areas, 
and in the Human Resources Office. 

 
B. Publicity in the City's internal newsletter. 
 
C. Articles and photos in City publications featuring minorities, women and other 

protected classes at various employment levels and in non-traditional jobs. 
 
D. Presentation and discussion as part of employee orientation. 
 
E. Copies of the AAP being made available for viewing and downloading on the City of 

Mesa Internet website. 
 
F. As necessary, special meetings will be held with employees to explain key program 

elements.  Such meetings will help communicate the seriousness of organizational 
commitment and prevent "backlash" from those who might fear loss of their jobs or 
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promotional opportunities. 
 
Externally the public will be informed of City policy through: 
 
1. Posting of EEO Policy and Non-Discrimination in Public Services Policy Statements in 

City buildings in public view. 
 
2. A "diversity" statement will be made a standard part of all job announcements and 

recruitment advertising, all recruitment sources will be made aware of the "EEO" policy. 
 
3. Copies of the AAP being made available for viewing and downloading on the City of 

Mesa Internet website. 
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Participation by Race/Ethnic Group, and Gender for City Employment by Job Category 
 Date:  June 30, 2005 

Job 
Category 

Total 
Emp. 

Total 
Minorities 

Total 
Males 

White 
Males 

Black 
Males 

Hisp. 
Males 

Asian-
Am. 
Males 

Am. 
Indian 
Males 

Total 
Females 

White 
Females

Black 
Females

Hisp. 
Females

Asian-
Am. 
Females

Am. 
Indian 
Females

Officials 
& Admin. 

 
117 

 
16 

 
85 

 
73 

 
02 

 
09 

 
01 

    
32 

 
28 03 

 
01 

 

% of 
Total 

 
100% 

 
13.7% 

 
72.7% 

 
62.4%

 
1.7% 

 
7.7% 

 
.85% 

  
27.4% 

 
24% 

  
2.6% 

 
.85% 

 

Profes- 
sionals 

 
640 

 
82 

 
365 

 
324 

 
05 

 
33 

 
03 

  
275 

 
234 

 
12 

 
23 

 
05 

 
01 

% of 
Total 

 
100% 

 
12.8% 

 
57% 

 
50.6%

 
.78% 

 
5.2% 

 
.47% 

  
43% 

 
36.6% 

 
1.9% 

 
3.6% 

 
.78% 

 
.16% 

 
Tech. 

 
437 

 
76 

 
327 

 
265 

 
08 

 
42 

 
08 

 
04 

 
110 

 
96 

 
01 

 
11 

 
01 

 
01 

% of 
Total 

 
100% 

 
17.4% 

 
74.8 

 
60.6%

 
1.8% 

 
9.6% 

 
1.8% 

 
.9% 

 
25.2% 

 
22% 

 
.23% 

 
2.5% 

 
.23% 

 
.23% 

Protec. 
Service 
Workers 

 
1125 

 
234 

 
998 

 
785 

 
35 

 
157 

 
15 

 
06 

 
127 

 
106 

 
05 

 
16 

  

% of 
Total 

 
100% 

 
20.8% 

 
89% 

 
69.8%

 
3.1% 

 
14% 

 
1.3% 

 
.53% 

 
11.3% 

 
9.4% 

 
.44% 

 
1.4% 

  

Parapro- 
fessional 

 
117 

 
29 

 
14 

 
11 

 
01 

 
02 

   
103 

 
77 

 
02 

 
23 

 
01 

 

% of 
Total 

 
100% 

 
24.8% 

 
12% 

 
9.4% 

 
.85% 

 
1.7% 

   
88% 

 
65.8% 

 
1.7% 

 
19.7% 

 
.85% 

 

Admin. 
Supp. 

 
593 

 
141 

 
45 

 
33 

 
01 

 
11 

   
548 

 
420 

 
19 

 
103 

 
04 

 
02 

% of 
Total 

 
100% 

 
23.8% 

 
7.6% 

 
5.6% 

 
.17% 

 
1.9% 

   
92% 

 
70.8% 

 
3.2% 

 
17.4% 

 
.67% 

 
.34% 

Skilled 
Craft 
Worker 

 
305 

 
89 

 
299 

 
210 

 
08 

 
79 

 
01 

 
01 

 
06 

 
06 

    

% of 
Total 

 
100% 

 
29.2% 

 
98% 

 
68.9%

 
2.6% 

 
25.9%

 
.33% 

 
.33% 

 
2% 

 
2% 

    

Serv. & 
Maint. 

 
337 

 
111 

 
308 

 
203 

 
10 

 
90 

 
 

 
05 

 
29 

 
24 

 
01 

 
03 

  
01 

% of 
Total 

 
100% 

 
32.9% 

 
91.4% 

 
60.2%

 
3% 

 
26.7%

  
1.5% 

 
8.6% 

 
7.1% 

 
.30% 

 
.90% 

  
.30% 

Grand 
Totals 

 
3671 

 
778 

 
2441 

 
1904 

 
70 

 
423 

 
28 

 
16 

 
1230 

 
991 

 
40 

 
182 

 
12 

 
05 

% of 
Total 

 
100% 

 
21.2% 

 
66.5% 

 
51.9%

 
1.9% 

 
11.5%

 
.76% 

 
.44% 

 
33.5% 

 
27% 

 
1.1% 

 
5% 

 
.33% 

 
.14% 

Job Category Employee Summary.doc 
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COMMUNITY AND AREA CHARACTERISTICS 

 
Total City Population (Mesa Planning Division, October 31, 2004 population projection) 

      Gender White % Black % *Hispani
c 

% American
Indian 

 % Asian/Pac
. 
Islander 

% **Other % TOTAL %

Male              179,354 40.1% 5,814 1.3% 46,963 10.5% 3,131 0.7% 4,025 0.9% 30,861 6.9% 221,397 49.5%
Female          186,063 41.6% 5,367 1.2% 41,596   9.3% 4,025 0.9% 4,025 0.9% 30,861 6.9% 225,869 50.5%
Totals               365,416 81.7% 11,182 2.5% 88,559 19.8% 7,156 1.6% 8,051 1.8% 61,723 12.9% 447,266 100%
 
Total Maricopa County Population (Department of Economic Security estimate for July 1, 2004) 

        Gender White % Black % *Hispanic % American
Indian 

%     Asian/Pac. %
Islander 

**Other % Total %

Male             1,346,235 38.2% 66,959 1.9% 458,143 13.0% 31,718 0.9% 38,766 1.1% 278,410 7.9% 1,762,088 50%
Female               1,377,952 39.1% 63,435 1.8% 415,853 11.8% 31,718 0.9% 42,290 1.2% 250,216 7.1% 1,762,088 50%
Totals               2,724,187 77.3% 130,394 3.7% 873,995 24.8% 63,435 1.8% 81,056 2.3% 528,626 15.0% 3,524,175 100%
 
City Labor Force Breakdown (2000 Census Data) 

    Gender White % Black %       *Hispani
c 

% American
Indian 

 % Asian/Pac
. 
Islander 

% **Other % Total %

Male   84,610 45.6% 2,480 1.3% 20,094 10.8%   1,380 0.74%   1,658 0.89% 13,207   7.1% 103,335 55.6% 
Female   69,237 37.3% 2,191 1.2% 11,996   6.5%   1,420 0.76%   1,676 0.90%   7,852   4.2%   82,376 44.4% 
Totals       153,847 82.9% 4,671 2.5% 32,090 17.3%   2,800 1.50%   3,334 1.8% 21,059 11.3% 185,711 100% 
 
Maricopa County Labor Force Breakdown (Department of Economic Security estimate for March 31, 2005) 

        Gender White % Black % *Hispanic % American
Indian 

%       Asian/Pac.
Islander 

% **Other % Total %

Male               787,467 44.2% 32,069 1.8% 217,355 12.2% 13,540 0.76% 23,161 1.3% 131,838 7.4% 987,006 55.4%
Female               648,502 36.4% 28,506 1.6% 135,402 7.6% 14,431 0.81% 19,598 1.1% 81,954 4.6% 794,594 44.6%
Totals               1,435,970 80.6% 60,574 3.4% 352,757 19.8% 27,971 1.6% 42,758 2.4% 213,792 12.0% 1,781,600 100%

 
City of Mesa Workforce (As of 6/30/05) 

   Gender White % Black         % *Hispanic % American
Indian 

% Asian/Pac. %
Islander 

Total %

Male 1904 51.87%     70 1.91%    423 11.52%     16 0.44%     28 0.76% 2441 66.49% 
Female   991 27.00%     40 1.09%    182   4.96%       5 0.14%     12 0.33% 1230 33.51% 
Totals 2895 78.87%   110 3.00%    605 16.48%     21 0.58%     40 1.09% 3671 100% 
 
*Hispanic data reflects a double count of individuals in all race groups who identify with Hispanic ethnic groups. 
**Includes individuals who identified themselves as some other race, or two or more races. 
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TEN-YEAR COMPARISON 

PARTICIPATION OF RACIAL/ETHNIC AND GENDER GROUPS IN CITY OF MESA EMPLOYMENT 
 
 

 
Date:  June 30, 2005 

 Total  
Emps 

Total 
Emps 

 
WM 

 
WM 

 
WF 

 
WF 

 
BM 

 
BM 

 
BF 

 
BF 

 
HM 

 
HM 

 
HF 

 
HF 

 
AAM 

 
AAM 

 
AAF 

 
AAF 

 
AIM 

 
AIM 

 
AIF 

 
AIF 

EEO-4  Job 
Categories 

 
1995 

 
2005 

 
‘95 

 
‘05 

 
‘95 

 
‘05 

 
‘95 

 
‘05 

 
‘95 

 
‘05 

 
‘95 

 
‘05 

 
‘95 

 
‘05 

 
‘95 

 
‘05 

 
‘95 

 
‘05 

 
‘95 

 
‘05 

 
‘95 

 
‘05 

Officials/ 
Admin 

 
    87 

 
  117 

 
    66 

 
    73 

 
  18 

 
    28 

 
  01 

 
  02 

 
   0 

 
  0 

 
  01 

 
   09 

 
 01 

 
  03 

 
   0 

 
  01 

 
   0 

 
  01 

 
   0 

 
   0 

 
   0 

 
   0 

Percentage 100% 100% 75.9% 62.4% 20.7% 23.9% 1.1% 1.7%   1.1% 7.7% 1.1% 2.6%  .85%  .84%     
                       
Prof   367   640   246   324   90   234   03   05   04  12   17   33   04  23   01   03   01   05    0    0   01   01 
Percentage 100% 100% 67% 50.6% 24.5% 36.6% .81% .78% 1.1% 1.9% 4.6% 5.2% 1.1% 3.6% 1.1% .47% 1.1% .77%   1.1% .16% 
                       
Technicians   320  437   243   265   37   96   05  08   01  01   26   42   04  11    0   08   01   01   03   04    0   01 
 Percentage 100% 100% 75.9% 60.6% 11.6% 22.0% 1.6% 1.8% .31% .23% 8.1% 9.6% 1.3% 2.5%  1.8% .31% .23% 9.4% .9%  .23% 
                       
Protective 
Service 

 
  655 

 
1125 

 
  499 

 
  785 

 
  49 

 
 106 

 
  14 

 
 35 

 
  03 

 
 05 

 
  70 

 
157 

 
  08 

 
 16 

 
  06 

 
 15 

 
   0 

 
   0 

 
  06 

 
  06 

 
   0 

 
   0 

Percentage 100% 100% 76.2% 69.8% 7.5% 9.4% 2.1% 3.1% .46% .44% 10.7% 14.0% 1.2% 1.4% .92% 1.3%   .92% .53%   
                       
Paraprof     66   117     06     11   50   77    0   01   02  02   02    02   06  23    0    0    0   01    0    0    0   0 
Percentage 100% 100% 9.1% 9.4% 7.6% 65.8%  .85% 3% 1.7% 3% 1.7% 9.1% 19.7%    .86%     
                       
Admin 
Support 

 
  447 

 
  593 

 
    25 

 
    33 

 
355 

 
  420 

 
  02 

 
  01 

 
 12 

 
 19 

 
  07 

 
   11 

 
 40 

 
 103 

 
   0 

 
   0 

 
  02 

 
  04 

 
  01 

 
   0 

 
  03 

 
 02 

Percentage 100% 100% 5.6% 5.6% 79.4% 70.8% .45% .17% 2.7% 3.2% 1.6% 1.9% 8.9% 17.4%   .45% .67% .22%  .67% .34% 
                       
Skilled Craft 
Workers 

 
  240 

 
  305 

 
  156 

 
  210 

 
  02 

 
   06 

 
  08 

 
  08 

 
  01 

 
  0 

 
  72 

 
  79 

 
   0 

 
   0 

 
  01 

 
  01 

 
   0 

 
   0 

 
   0 

 
  01 

 
   0 

 
   0 

Percentage 100% 100% 65% 68.9% .83%  2% 3.3% 2.6% .42%  30% 25.9%   .42% .33%    .33%   
                       
Service/ 
Mainten 

 
  296 

 
  337 

 
  186 

 
  203 

 
  13 

 
  24 

 
  13 

 
 10 

 
   0 

 
 01 

 
  76 

 
  90 

 
  06 

 
  03 

 
  01 

 
   0 

 
   0 

 
   0 

 
  01 

 
  05 

 
   0 

 
  01 

Percentage 100% 100% 62.8% 60.2% 4.4% 7.1% 4.4% 3%  .30% 25.7% 26.7% 2%  .89 .34%    .34% 1.5%  .3% 
                       
TOTALS 2478 3671 1427 1904 525  991   46  70  23  40 271 423  69  182   09  28   04  12   11  16  04   05 
Percentage 100% 100% 57.6% 51.9% 21.2% 27.0% 2% 1.9% .93% 1.1% 10.9% 11.5% 2.8% 5.0% .36% .76% .16% .33% .44% .43% .16% .14% 
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Key: WM = White Male AAM = Asian American Male  
 WF = White Female AAF = Asian American Female 
 BM = Black Male  AIM = American Indian Male 
 BF – Black Female  AIF = American Indian Female 
 HM = Hispanic Male 
 HF = Hispanic Female 
 
Ten-Year Comp.doc 
06/30/05 

 
 
 
 
 

 



 
 
 
 
 

CITY OF MESA, AZ 
 

AFFIRMATIVE ACTION PLAN 
 

SECTION IV 
 

GOALS AND TIMETABLES 
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GOALS & TIMETABLES 
 

1. The City will establish separate goals and timetables relating to the 
employment of minorities and women in each major job category in which 
they are underutilized. 

 
2. The goals and timetables are stated as projections of the likely 

representation of minorities and women that will exist on specified dates in 
covered positions as a result of the City’s good faith efforts to make all 
aspects of its Affirmative Action Program work. 

 
3. The projections are based on the utilization analysis, turnover, expected 

expansion and other factors set forth in applicable regulations. 
 
4. The City’s goals and timetables are not developed or administered as 

quotas, nor will they be administered in a manner that discriminates in 
hiring, appointment, or promotion of any individual on grounds of race, 
color, religion, gender, national origin, or disability. 

 
5. Goals and timetables are projected for women, and racial and ethnic 

minorities.  Goals and timetables will not be projected, and a utilization 
analysis will not be conducted, on the basis of religion, age, disability or 
veteran status. 

 
 
 
 
 
 
 
 
 
 
 
AAP-Section IV.doc 
8/2005
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Total City Population (Mesa Planning Division, October 31, 2004 population projection)
Asian/Pac.
Islander

Male 179,354 40.10% 5,814 1.30% 46,963 10.50% 3,131 0.70% 4,025 0.90% 30,861 6.90% 221,397 49.50%
Female 186,063 41.60% 5,367 1.20% 41,596 9.30% 4,025 0.90% 4,025 0.90% 30,861 6.90% 225,869 50.50%
Totals 365,416 81.70% 11,182 2.50% 88,559 19.80% 7,156 1.60% 8,051 1.80% 61,723 12.90% 447,266 100%

Total Maricopa County Population (Department of Economic Security estimate for July 1, 2004)
Asian/Pac.
Islander

Male 1,346,235 38.20% 66,959 1.90% 458,143 13.00% 31,718 0.90% 38,766 1.10% 278,410 7.90% 1,762,088 50%
Female 1,377,952 39.10% 63,435 1.80% 415,853 11.80% 31,718 0.90% 42,290 1.20% 250,216 7.10% 1,762,088 50%
Totals 2,724,187 77.30% 130,394 3.70% 873,995 24.80% 63,435 1.80% 81,056 2.30% 528,626 15.00% 3,524,175 100%

City Labor Force Breakdown (2000 Census Data)
Asian/Pac.
Islander

Male 84,610 45.60% 2,480 1.30% 20,094 10.80% 1,380 0.74% 1,658 0.89% 13,207 7.10% 103,335 55.60%
Female 69,237 37.30% 2,191 1.20% 11,996 6.50% 1,420 0.76% 1,676 0.90% 7,852 4.20% 82,376 44.40%
Totals 153,847 82.90% 4,671 2.50% 32,090 17.30% 2,800 1.50% 3,334 1.80% 21,059 11.30% 185,711 100%

Maricopa County Labor Force Breakdown (Department of Economic Security estimate for March 31, 2005)
Asian/Pac.

Islander
Male 787,467 44.20% 32,069 1.80% 217,355 12.20% 13,540 0.76% 23,161 1.30% 131,838 7.40% 987,006 55.40%

Female 648,502 36.40% 28,506 1.60% 135,402 7.60% 14,431 0.81% 19,598 1.10% 81,954 4.60% 794,594 44.60%
Totals 1,435,970 80.60% 60,574 3.40% 352,757 19.80% 27,971 1.60% 42,758 2.40% 213,792 12.00% 1,781,600 100%

City of Mesa Workforce (As of 6/30/05)
Asian/Pac.
Islander

Male 1904 51.87% 70 1.91% 423 11.52% 16 0.44% 28 0.76% 2441 66.49%
Female 991 27.00% 40 1.09% 182 4.96% 5 0.14% 12 0.33% 1230 33.51%
Totals 2895 78.87% 110 3.00% 605 16.48% 21 0.58% 40 1.09% 3671 100%

*Hispanic data reflects a double count of individuals in all race groups who identify with Hispanic ethnic groups.
**Includes individuals who identified themselves as some other race, or two or more races.

COMMEEOSTATS.DOC
6/30/2005

% % Total %

Total %

Gender White % Black % *Hispanic % American 
Indian

% % **Other %

Total %

Gender White % Black % *Hispanic % American 
Indian

% % **Other %

Total %

Gender White % Black % *Hispanic % American 
Indian

% % **Other %

TOTAL %

Gender White % Black % *Hispanic % American 
Indian

% % **Other %% *Hispanic % American 
Indian

Gender White % Black

COMMUNITY AND AREA CHARACTERISTICS 
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THREE – YEAR COMPARISON 
PARTICIPATION OF RACIAL/ETHNIC GROUPS IN CITY OF MESA EMPLOYMENT 

Fiscal Years 2003, 2004, 2005 
 
 Totals   W   B   H   AA   AI   O   
Job 
Categories 

 
2003 

 
2004 

 
2005 

 
2003 

 
2004 

 
2005 

 
2003 

 
2004 

 
2005 

 
2003 

 
2004 

 
2005 

 
2003 

 
2004 

 
2005 

 
2003 

 
2004 

 
2005 

 
2003 

 
2004 

 
2005 

Off/Admin  111  114  117  102  101  101   01   01   02   06   09   12   02   03   02       
   %. 100%                     100% 100% 91.9% 88.6% 86.3% 0.9% 0.9% 1.7% 5.4% 7.9% 10.3% 1.8% 2.6% 1.7%
                      
Profession  623  625  640  545  545  558   13   15   17   56   57   56   09   08   08     01    
   % 100%                     100% 100% 87.5% 87.2% 87.2% 2.1% 2.4% 2.6% 9.0% 9.1% 8.8% 1.4% 1.3% 1.3% 0.2%
                      
Technician  533  532  437  451  457  361   13   12   09   54   50   53  10  09   09   05   04   05   01   
   % 100%                     100% 100% 84.6% 85.9% 82.6% 2.4% 2.3% 2.0% 10.1% 9.4% 12.1% 1.9% 1.7% 2.1% 0.9% 0.8% 1.1% 0.2%
                      
Protective 
Service 

 
 994 

 
1007 

 
1125 

 
 784 

 
 792 

 
 891 

 
  35 

 
  35 

 
  40 

 
 155 

 
 161 

 
 173 

 
  13 

 
  13 

 
  15 

 
  07 

 
  06 

 
  06 

   

   % 100%                     100% 100% 78.9% 78.7% 79.2% 3.5% 3.5% 3.6% 15.6% 16.0% 15.4% 1.3% 1.3% 1.3% 0.7% 0.6% 0.5%
                      
Paraprof  125  124  117    93    88    88    04    03   03   28   31   25    01   01   01            
   % 100%                   100% 100% 74.0% 71.8% 75.2% 3.2% 2.4% 2.6% 22.4% 25.0% 21.4% 0.8% 0.9% 0.8%   
                      
Admin 
Support 

 
 567 

 
 582 

 
 593 

 
 450 

 
 467 

 
 453 

 
   23 

 
   22 

 
  20 

 
   88 

 
   87 

 
  114 

 
  03 

 
  03 

 
  04 

 
  03 

 
  03 

 
  02 

   

   % 100%                   100% 100% 79.4% 80.2% 76.4% 4.1% 3.8% 3.4% 15.5% 15.0% 19.2% 0.5% 0.5% 0.7% 0.5 0.5 0.3
                      
Skilled 
Craft 

 
 292 

 
 287 

 
 305 

 
 204 

 
 198 

 
 216 

 
   09 

 
   09 

 
   08 

 
   77 

 
   78 

 
   79 

 
   01 

 
   01 

 
   01 

 
  01 

 
  01 

 
  01 

   

   % 100%                     100% 100% 69.9% 69.0% 70.8% 3.1% 3.1% 2.6% 26.4% 27.2% 25.9% 0.3% 0.4% 0.3% 0.3% 0.4% 0.3%
                      
Service/ 
Maint 

 
 336 

 
 326 

 
 337 

 
 235 

 
 224 

 
 227 

 
   13 

 
   14 

 
   11 

 
   83 

 
   82 

 
   93 

       
  05 

 
  06 

 
  06 

   % 100%                     100% 100% 69.9% 68.7% 67.4% 3.9% 4.3% 3.4% 24.7% 25.2% 27.6% 1.5% 1.8% 1.8%
                      
TOTAL 3581 3597 3671 2864 2873 2895  110  111  110   547   555   605    38    38   40    21    20    21    01   
   % 100% 100% 100% 80.0% 79.9% 78.9% 3.1% 3.1% 3.0% 15.3% 15.4% 16.5% 1.1% 1.1% 1.1% 0.6% 0.6% 0.6% .03%   
Key:  W=White, B=Black, H=Hispanic, AA=Asian American, AI=American Indian, O=Other 
Off/Admin=Officials and Administrators, Profession=Professionals, Technician=Technicians, Protective Service=Protective Service Workers, Paraprof=Paraprofessionals, Admin 
Support=Administrative Support, Skilled Craft=Skilled Craft Workers, Service/Maint=Service/Maintenance 
 
FEEO3COMP.DOC 
08/31/05
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