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Section 1:  Overview of Committee and 2019 Activities 
Tremain Hedden-Jones - Parks & Recreation Office Supervisor – EEO Committee Vice-Chair 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
   
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
The purpose of the Equal Employment Opportunity (“EEO”) Committee is to serve as a 
communication channel between City employees, the community, the City Manager, the 
City Council and the EEO Coordinator on equal employment opportunity concerns. The 
EEO Committee meets on the second Thursday of February, May, September, and 
November at 1:30 pm in the City Council Chambers. The EEO Committee consists of nine 
members. The City Council appoints two members of the public; the City Manager appoints 
one executive and three employee representatives; the service employees bargaining unit 
(SEIU Local 521) appoints one member; and the other bargaining units take turns 
appointing two members. 
 
During 2019, the EEO Committee concluded its work on salary demographics in regards to 
possible gender pay discrepancies. The study, which began in 2014, was the first 
examination by the City to question compensation differences between men and women as 
prompted by the "California Fair Pay Act" (SB 358), which became effective on January 1, 
2016. Starting in 2017, two changes updated the law – the first expanded the prohibition to 
compensation differences based on race or ethnicity; the second change explicitly prohibits 
an employer from justifying an otherwise unlawful difference in pay based on an 
employee’s or applicant’s prior salary alone. Also of note in 2018, an additional update now 
prohibits California employers from asking for prior salary information. 
 
From the study’s conclusion, a number of recommendations were sent to the Director of 
Human Resources, Lisa Murphy, in the form of a letter. Director Murphy lauded many of 
the recommendations and committed the department to implementing many of them (see 
Appendix 1). 
 
In 2019, the Committee proposed a campaign of greater outreach to City staff by promoting 
the Respectful Workplace Policy through the distribution of a poster designed by member 
Spickler and having a series of “brown bag” lunches where staff would be able to discuss 
respect in the workplace with Committee members directly. Although the Committee was 
not able to implement these actions before the end of the year, movement toward 
recognizing the Respectful Workplace policy during the month of October has gained 
momentum. 
 
The Committee accepted the resignation of Chair Beth Tobey (Economic Development) 
who departed the City for other ventures, and wished member Valerie Simmons good luck 
as she departed the Committee at the end of her two terms. 
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In conclusion, the EEO Committee would like to thank the Human Resources Department 
for the administrative and logistical support they have provided. 

City Contact and EEO Committee Coordinator: 

Joe McMullen – Principal Human Resources Analyst 
Human Resources Department – City of Santa Cruz 
809 Center Street, Room 6 
Santa Cruz, CA 95060 
Phone: 831-420-5044 
Fax: 831-420-5041 
Email: jmcmullen@cityofsantacruz.com 

mailto:jmcmullen@cityofsantacruz.com
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Section 2: Statement of EEO Committee 2020 Goals & Objectives 
 
 
Goal #1: The EEOC will be vigilant and committed to a non-discriminatory and respectful work 

environment. 
 
Objective(s): 
• Review City’s Discrimination/Harassment and Respectful Workplace Conduct Complaint logs to 

address recurring issues. 
• Review the Respectful Workplace Conduct policy periodically and revise as needed. 
 
Goal #2: The EEOC will continue to raise awareness about all types of discrimination and equal 

employment opportunity issues within the City of Santa Cruz workplace and community. 
 
Objective(s): 
• Post EEO-related information and updates to the City’s intranet and public website to share 

awareness regarding the EEOC’s focus. 
• Reach out to departments, at least once annually, to determine if any EEO-related issues of concern 

have arisen, if there is a need for awareness, training, or to provide state and/or federal updates that 
are relevant to the EEOC’s focus. 

• Provide workshops, speakers, and other forms of communications at EEO Committee meetings and 
other City events to provide state and/or federal updates of relevance, as well as EEOC updates. 

• Work with partnering agencies, vendors, and the community to raise awareness of the EEOC and its 
policies. 

 
Goal #3: The EEOC will help the City ensure pay equity is realized for all its employees. 
 
Objective(s): 
• Review hiring and promotion reports from Human Resources quarterly as received. 
• Make policy recommendations to Human Resources and the City Council on pay equity issues. 
• Continue to monitor State and Federal legislation on Pay Equity and its impacts on the City. 
 
Goal #4: The EEOC will help the City explore avenues to apply the Health in All Policies (HiAP) 
framework to its Human Resources policies. 
 
Objective(s): 

• Work towards creating a culture of greater trust and engagement. 
• Improve employee retention. 
• Support Human Resources in education and outreach on existing resources and 

accomplishments. 
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Activities Planned in Support of Goals & Objectives 

ACTIONS WHO  TIMELINE 
Discuss issues on Complaint Logs. 
(Goal #1) 

All At regular Committee 
meetings 

Provide EEOC update at Supervisors/Managers 
quarterly meeting. (Goal #2) 

Rotating At least once a year 

Select Subcommittee members and develop Annual 
Report. (Goal #2) 

Annual 
Report Ad 
Hoc 
Subcommittee 

Draft to Committee in December; 
Final approval by Committee in 
March; FYI to City Council in March 

Offer resources to present at EEOC meetings. 
(Goals #1 & #2) 

All Ongoing 

Inform members of updated EEO laws, support 
members in educating City leaders where 
appropriate.  (Goals #1 & #2) 

Staff Ongoing 

Review Committee’s Goals and Action Items 
(Goals #1, #2, & #3); Conduct outreach to 
departments (Goal #2) 

All September and December meetings 

Review quarterly employee turnover reports as 
received from Human Resources. (Goal #3) 

All Ongoing 

Survey City staff regarding workplace culture and 
trust-building. (Goal #4) 

All June 2020 
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Section 3:  Training & Employee Development 
Nicolas Megevand, Human Resources Analyst 

 
 
The City’s training programs are administered in the Human Resources Department. The EEO 
Committee has an interest in all of the training programs because they contribute to a more 
positive working environment in some way. 
 
In order to comply with City requirements and State mandates, the City continues to provide 
Harassment Prevention and Cultural Diversity trainings to employees, including elected officials 
(Councilmembers). The Cultural Diversity training is provided twice a year in classroom format. 
Due to new State-mandated training requirements, Harassment Prevention training was offered 
twenty-six times in a classroom setting; there is also an online format available to all employees.  
 
Harassment Prevention Training 
With SB1343 coming into effect on January 1, 2019, all employees and Councilmembers were 
newly required to take either a one-hour training (for non-supervisors) or a two-hour training (for 
supervisors) by December 31, 2019. Significantly, this requirement now applies to the City’s 
temporary employees. For all employees, refresher training must now be completed every two 
years after the initial training (formerly the refresher training applied only to supervisory 
employees). AB9 extended the deadline for initial completion of the training by one year to 
December 31, 2020. As of December 10, 2019, over 1,200 employees completed the training 
through the course of the year leaving a few more than a hundred remaining in need of the 
training. The City will continue to offer a mix of live classes and the option of online training to 
all employees.  
 
Cultural Diversity Training  
Four live sessions of Cultural Diversity training were offered in 2019, presented by Patty 
Sapone, retired Deputy Police Chief for the City of Santa Cruz. Sixty-two employees attended in 
2019. 
 
Employee Training Calendar  
The Human Resources Department provided a 2019 Training Calendar to all City employees 
with a variety of training opportunities in several categories, including “Mandatory Training for 
New Employees” (Harassment Prevention and Cultural Diversity), “Professional Development,” 
“In the Workplace,” “Communication Skills,” and “Technical Training.” Classes were led by 
instructors from Cabrillo Community College Corporate Training, City staff, and trainers 
provided by Optum, the City’s Employee Assistance Program (EAP). The calendar also 
incorporated courses offered by the Monterey Bay Employment Relations Consortium (ERC).  
Not accounting for multiple-session attendance, six-hundred and sixty-two employees attended a 
training class in 2019 (not including Harassment Prevention and Cultural Diversity). 
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Employee and Leadership Development Program 
The Human Resources Department further strengthened the Employee and Leadership 
Development (E&LD) Program by offering a wider variety of classes. The E&LD Program is 
comprised of a series of class modules designed to develop participants’ leadership skills and job 
competencies. Upon completion of eight qualifying classes, participants receive a Certificate of 
Completion that counts toward one year of supervisory experience in meeting the minimum 
qualifications for internal job opportunities.  
 
This Program continues to be an important component of the City’s succession planning efforts 
in that it helps employees grow both personally and professionally and provides tools designed to 
help prepare them for supervisory and management roles. Even if participants have no desire to 
become supervisors or managers, many of these courses are geared toward developing personal 
effectiveness and leadership skills. The City recognizes that leadership occurs at all levels, and 
this Program is designed to maintain leadership continuity throughout the organization as a 
whole. Department Heads, Mid-Managers, and Supervisors are now expected to attend an 
Introduction to Leadership Class along with two leadership classes annually from the E&LD 
series. 
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Section 4:  Sub-Committee Reports 

4.1 Salary Demographics Sub-Committee 

4.2 Respectful Workplace Policy Development Sub-Committee 
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Section 4.1: Salary Demographics Standing Sub-Committee  
Joe McMullen  

 
 

 The EEOC sub-committee on salary demographics and gender pay equity completed its 
work in 2019 by communicating its recommendations to the City’s HR Director about tracking 
the reasons for compensation and hiring decisions for future reference. Recommendations were 
also made for updating the City’s job descriptions to make the “other duties as assigned” 
statement more specific and also to reflect the same factors as found in the California Equal Pay 
Act (skill, effort, responsibility, and working conditions).  
 
 The HR Director committed to implementing all of the recommendations with the 
exception of incorporating “effort” into the job descriptions as being too difficult to measure, and 
in addition is planning to incorporate the following into HR’s practices: 

• Having job descriptions reviewed by departments as part of the performance evaluation 
process. 

• Tracking gender and ethnicity in quarterly hiring & turnover reports. 
• Providing training on unconscious bias to interviewing and screening panels. 

 
Please see the attached correspondence for additional information. 
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Equal Employment Opportunity Committee 
A City Council of Santa Cruz Advisory Body 

 
C O N F I D E N T I A L 
M E M O R A N D U M 

 
TO:  Lisa Murphy, Director of Human Resources 
FROM: Equal Employment Opportunity Committee 
DATE:  December 17, 2019 
SUBJECT: Response to HR Director’s Memorandum Dated September 17, 2019 
 
 
Thank you for your responses in italics below. 
The Committee has some additional yellow-highlighted responses that are inserted below. 
 
===================================================================== 
 
The Sub-Committee recommends that the following practices be adopted by the City’s Human Resources 
Department with respect to job descriptions and compensation decisions: 
 

1. Redesign of the City’s job descriptions so they are consistent with respect to how the characteristics, duties, 
knowledge/skills/abilities, and minimum qualifications are expressed to facilitate accurate comparison of 
jobs in the legal context of “substantially similar.” 

 
a. Modify the City’s job description format to describe job duties within the four categories in the 

Equal Pay Act: (1) Skill, (2) Effort, (3) Responsibility, and (4) Working Conditions. 
 

The City’s classification descriptions currently capture Skill, Responsibility, and Working 
Conditions, but do not necessarily use that exact terminology. While I agree it makes sense to 
add “Effort” for the reasons you describe, I cannot at this time determine a defining factor to 
measure ones effort required to accomplish their job. I understand you experienced the same 
difficulty and would appreciate your ongoing assistance with accomplishing this. 
 
December 17, 2019 (EEO Committee): One way to determine at least a component of “Effort” 
could be to analyze and list “expected percentage of time” spent on each essential function of 
each classification. As an example, the University of California at Santa Cruz’ employment 
website lists this information.  
 

b. Clarify the phrase found in many job descriptions “Other duties as assigned” to read “Other 
similar and comparable duties that relate to the duties described herein as assigned.” 

 
Human Resources has revised this phrase in new and updated job descriptions to read 
“Performs other related duties as assigned or which would be reasonably contemplated as part 
of the duties of this classification.” 
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c. Resources for ongoing review/update of job descriptions on a more frequent scheduled/regular 
basis to ensure they continue to accurately describe the duties currently performed. Tools available 
for use in this process include: 

i. EEOC Instruction Booklet for completing form EEO-4, Appendix 3 “Description of Job 
Categories:” https://www.eeoc.gov/employers/eeo4survey/e4instruct.cfm   

ii. US DOL Bureau of Labor Statistics Standard Occupational Classification home page 
(includes classification principles and coding guidelines): https://www.bls.gov/soc/  

iii. California EDD Standard Occupational Classification 
Codes: https://www.labormarketinfo.edd.ca.gov/OccGuides/SOCJOBFamily.aspx?Geogr
aphy=0604000073  

iv. Occupational Information Network (O-NET OnLine): https://www.onetonline.org/  
 
Prior to opening a recruitment, the Recruitment Division requests that Departments review job 
descriptions that have not been reviewed or updated in the last three years for any changes in 
duties or other requirements of the job. Unfortunately, we do not have the resources available 
for a comprehensive, scheduled, ongoing review process. One idea we’ve had is to ask 
Departments to review and provide feedback on job descriptions as part of the Performance 
Evaluation process, however we have not implemented this. I would appreciate hearing any 
ideas the Committee may have for accomplishing this. 
 
December 17, 2019 (EEO Committee): The Committee encourages and supports implementing 
Job Description Review into the Annual Performance Evaluation Process. 
 
In addition to continuing to accurately describe the duties currently performed, HR is also 
reviewing the relevance of the minimum qualifications as they relate to education and 
experience. Economically disadvantaged individuals may not have the opportunity to receive a 
degree but may have qualifying experience that could be substituted for a degree.   
 

2. Comprehensive prior review, HR approval, and documented tracking of the reasons for all starting salaries 
above the first pay step of any salary range (new hires) and/or above the minimum salary increase amount 
required by the relevant Memorandum of Understanding (promotions). 

 
These higher salaries require the approval of the Department Head, Human Resources Director, 
and/or City Manager. In every case the reason for approval is related to the candidate’s or 
employee’s advanced qualifications. The specific advanced qualifications are documented in 
employment applications, resumes, and interview notes as summarized in emails and 
memorandums from Department Heads. New hire and promotional salaries are also influenced 
by individual salary negotiations. 
 
December 17, 2019 (EEO Committee): The Committee requests that HR add “gender” and 
“ethnicity” to the quarterly turnover reports it prepares for the bargaining units and also provide 
those reports to the EEO Committee. 
 

3. Comprehensive prior review, HR approval, and documented tracking of the reasons for all merit increases 
greater than one pay step, including the number of evaluation ratings above “successful,” and comparing 
the evaluation to the provisions of APO II-41 Exceptional Performance Merit Pay.  

 
My response here is similar to my response to #2 above - merit increases greater than one pay 
step require the approval of the Department Head, Human Resources Director, and/or City 
Manager. In every case the reason for approval is related to the employee’s exceptional job 

https://www.eeoc.gov/employers/eeo4survey/e4instruct.cfm
https://www.bls.gov/soc/
https://www.labormarketinfo.edd.ca.gov/OccGuides/SOCJOBFamily.aspx?Geography=0604000073
https://www.labormarketinfo.edd.ca.gov/OccGuides/SOCJOBFamily.aspx?Geography=0604000073
https://www.onetonline.org/
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performance as documented in their performance appraisal. All such requests are evaluated 
according to the provisions of APO II-41.  
 
December 17, 2019 (EEO Committee): The Committee requests that HR add “gender” and 
“ethnicity” to the quarterly turnover reports it prepares for the bargaining units and also provide 
those reports to the EEO Committee. 
 

4. Similar to oral board scoring records, retain records from selection interviews that clearly describe the 
factors used to select the final candidate. 

 
We will add a question to the documentation requested of hiring managers “What was/were the 
basis/factors used to select the final candidate?” 

 
Supporting a goal of eliminating bias in the hiring process, the Sub-Committee also encourages Human 
Resources to provide training to all decision makers involved in the hiring process in unconscious bias, 
selecting diverse oral boards/interview panels, and using interview questions free of unintentional bias. This 
training could take many forms and possibly include a video, an instruction sheet, and/or coaching that would 
be provided prior to the start of a recruitment. 

 
Currently the City trains hiring decision makers to avoid bias in the following ways: 
 

1. The HR Recruitment Division’s intranet page for selection interviews provides guidance 
on the selection of interviewers to include individuals of diverse ethnicity and gender, 
and also on the selection of interview questions to be strictly related to the job duties and 
not about any prohibited topics. 

2. The referral memorandum that is sent to departments with the Eligibility List instructs 
hiring managers to create an interview panel that reflects the diversity of the applicant 
pool, to the limited extent that can be known in advance. 

3. The HR Recruitment Division’s document “Guidelines - Oral Examination Panel 
Members” contains information related to interviewing disabled candidates and is used in 
the Oral Exam Panel preparation meeting where an HR representative also coaches the 
panel members on how to avoid bias during the interview process. 

4. Inspired by the EEO Committee’s encouragement, HR is working on implementing 
enhanced unconscious bias guidelines and coaching for all hiring panels. 

 
The HR Recruitment Division is interested in hearing any ideas the EEO Committee may have 
for further enhancement of the information and training it provides to hiring decision makers. 
 
===================================================================== 
 
Thank you again for your recommendations and please let me know if you have any questions. 
 
December 17, 2019 (EEO Committee): Thank you for supporting efforts to ensure the City’s 
compliance with California’s Pay Equity law! 
 
 
cc: Joe McMullen, Principal HR Analyst/EEO Committee Staff Liaison 
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March 5, 2020  

Section 4.2: Respectful Workplace Ad Hoc Sub-Committee 
Tremain Hedden-Jones and Joe McMullen 

The sub-committee assisted the Human Resources department with arranging for two 
sessions of a class for employees titled “Cultural Equity – Gender & Race.” The classes were 
presented by Hannah Garcia from the Arts Council Santa Cruz County and Jamie Joy from the 
Diversity Center. 

Strides were made towards City-wide distribution of an informational poster about the 
Respectful Workplace Conduct policy. It was originally hoped to distribute the poster in October 
to coincide with anti-bullying month and to also host related events. These plans remain in place 
and will hopefully be executed in 2020, including hosting “brown bag” lunches to give 
employees an opportunity to meet the Committee members and engage in an open discussion 
about the state of our workplace as it relates to respectful conduct. 

As follow-up to the California legislature passing SB179 in September, 2017, adding a 
third available gender marker to identification cards, drivers licenses, and birth certificates 
(“non-binary”), the sub-committee requested the Human Resources department to offer existing 
employees the opportunity to update their gender designation in City employment records. The 
request was approved. 
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Section 5:  Appendices 

5.1 Calendar Year 2019 Harassment/Discrimination and 
Respectful Workplace Conduct Complaints 

5.2 Fiscal Year 2019 City Workforce & Census Demographics Analysis 

5.3 United States Department of Labor Federal Contractor Program Veterans’ 
Employment Report for 2019 (“VETS-4212 Report”) 

5.4 United States Equal Employment Opportunity Commission State and Local 
Government Report for 2019 (“EEO-4 Survey”) 
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Appendix 5.1: Calendar Year 2019 Harassment/Discrimination and 
Respectful Workplace Conduct Complaints 

Harassment/Discrimination 

All complaints from 2018 were resolved. The City received one complaint during 2019 for 
harassment based on sex.   The complaint was investigated and found to not constitute a policy 
violation, however a policy violation related to supervisory reporting to HR was sustained and 
resulted in disciplinary action.  The complaint is now closed. 

Respectful Workplace Conduct 

The first complaints received under this policy newly established in 2017 were received in 2019. 
One was administratively closed because the complainant resigned and was not available to 
complete the investigation process; a second was closed after no policy violation was found; the 
individuals involved in the two remaining open/sustained complaints are in the process of 
formally mediating their conflict. 
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Appendix 5.2: Fiscal Year 2019 City Workforce Demographics 

As of July, 2019 the City’s full-time non-temporary workforce was virtually unchanged from the 
prior year.  There was very little change in the percentages of all groups and in the proportions of 
sex/ethnic combinations within the total population.   

The proportion of white male employees increased slightly; white female employees decreased 
slightly.  The proportion of Hispanic/Latino male employees increased slightly.  There were 
slight changes in the proportions of other sex/ethnic combinations.   

Again this year, there were more men in professional positions and a larger percentage of women 
in para-professional jobs.  Men and women hold equal numbers of jobs as Officials and 
Administrators. Men dominate in technical jobs, protective service, skilled crafts, and 
service/maintenance.  Women hold the great majority of administrative support jobs.  The largest 
concentrations of ethnic minority employees are in Public Works, Police, Parks & Recreation, 
and Water (see Appendix 5.3 2019 EEO4 Report for additional information). 
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