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SOUND TRANSIT EQUAL EMPLOYMENT OPPORTUNITY PROGRAM — 2022-2025

4.4 Utilization Analysis

The utilization analysis identifies job categories that have an underutilization or concentration of minorities and
women in relation to their availability in the relevant labor market. The analysis also establishes the framework for
goals and timetables to correct employment practices that contributed to any identified underutilization or
concentration.

As part of our analysis the composition of the workforce by minority group status and sex was analyzed by
organizational unit and job group to determine whether there are problems of minority and female distribution or of
minority or female utilization.

The workforce analysis includes the number of employees and salary ranges for each job category in the EEO-4
report for the following subcategories for people:

White (not Hispanic or Latino)

American Indian/Alaska Native (not Hispanic or Latino)

Black or African American (not Hispanic or Latino)

Hispanic or Latino

Asian (not Hispanic or Latino)

Native Hawaiian and Other Pacific Islander (not Hispanic or Latino)
Two or more races (not Hispanic or Latino)

EEO - 4 Job Categories

Number Category

Officials and Administrators
Professionals

Technicians

Protective Service Workers
Paraprofessionals
Administrative Support Workers
Skilled Craft Workers
Service-Maintenance Workers
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o SOUNDTRANSIT MEMO

January 2, 2018

To: All Sound Transit Employees

From: Peter Rogoff, Chief Executive Officer

Subject: 2018 Equal Employment Opportunity Policy Statement and EEQ Changes

This email is to provide you with a copy of the 2018 Equal Employment Opportunity (EEO) Policy
Statement (attached) and inform you of changes designed to support Sound Transit’'s commitment to
creating and maintaining a workplace environment that is free from harassment, discrimination or
retaliation.

Sound Transit’s Office of Equal Employment Opportunity, Equity & Inclusion is responsible for achieving
Sound Transit’s goal of growing and sustaining a diverse workforce, inclusive culture and equitable work
environment. Sound Transit has a strong commitment to the community it serves and employees. As an
equal opportunity employer, the agency strives to have a workforce that reflects our diverse
community.

Jackie Martinez-Vasquez, Director of EEO, Equity and Inclusion, is responsible for reporting EEQ issues,
concerns or complaints directly to me and recommending methods and/or next steps for addressing
employee concerns.

You will see Sound Transit’s 2018 EEO Notice to Employees and Applicants posted throughout the
agency in the next few weeks. It is important for each of you to understand this policy and know who to
contact in the event you have concerns or a complaint. It's only when issues are raised and brought to
light that we can work together to resolve them. | want each of yo'u to feel comfortable with the role
you play in creating a workplace you can be proud of — a workplace that is supportive and inclusive of us
all.

Thank you.
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Approved by: Agency Policy 605 Executive

(rirtpt

Chief Executive Officer Harassment Free Workplace

ondé Kiastn Effective Date: 02/07/2012

Chief Diversity Officer Revision Date: 5/14/2021

Harassment Free Workplace

1.0 Scope
1.1 This policy addresses Sound Transit's commitment to maintain a workplace free from any form of

harassment, including sexual harassment. This policy applies to all regular Sound Transit
employees, contractors, interns and direct hire temporary workers.

2.0 Definitions

Harassment: Unwelcome conduct that is based on one or more protected traits and is sufficiently
severe or pervasive to alter terms or conditions of employment and create a hostile or abusive work
environment. Unlawful harassment includes situations where submission to unwelcome conduct is
made a condition of continued employment.

Sexual harassment: Anything that is sexually provocative. To be considered prohibited sexual
harassment by Sound Transit, the conduct does not need to be sexual in nature as long as it is
directed at a person because of that individual's sex, sexual orfentation or gender identity.

Prohibited conduct may include, but is not limited to, the following conditions:

2.1

22

2.3
2.31
23.2
2.3.3
234
235
236
237
238
2.39
2.3.10

3.0 Policy

3.1

Offensive or derogatory comments or jokes, including sexually or racially explicit remarks,
epithets or slurs,

Intimidation or threats,

Negative stereotyping,

Gossip or questions about someone's sexual conduct or arientation,

Repeated requests for dates,

Requesting sexual favors or suggesting that sexual favors could gain employment benefits,
Unwelcome touching,

Any physical or other interference with the employee's normal work or movement,

Written or graphic material displayed on walls, bulletin boards, desks, computers or
elsewhere on Sound Transit premises or circulated in the workplace that mocks, denigrates
or shows hostility toward an individual or group or that otherwise could be offensive to
coworkers or a potential recipient, or

Displaying, sending or receiving electronic mail, instant messaging or web-based content
that is sexual or otherwise offensive.

Sound Transit is committed to providing a professional work environment where all employees may
work together comfortably and productively and where each individual Is treated with respect.

3.2 Sound Transit prohibits the harassment of any emplaoyee, particularly if the conduct is based on an
individual's race, ethnicity, sex, religion, national origin, age, sexual preference or orientation,
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Agency Policy 605 Effective Date: 02/07/2012
Harassment Free Workplace Revision Date: >/14/2021

3.3

3.4

3.5

3.6

37

3.8

3.9

gender identity or expression, marital status, disability status, pregnancy, genetic information,
veteran status or any other characteristic protected by law.

Employees are expected to respect the rights of customers, co-workers and others in the workplace
by refusing to participate in conversations or activities of an offensive, demeaning or intimidating
nature. Managers are expected to take appropriate action to eliminate such conduct and bring such
conduct to the immediate attention of the equal employment opportunity (EEQ) program staff.
Sound Transit recognizes that its role as part of the larger community is to model and actively
practice respectful communications.

Inappropriate conduct is prohibited on Sound Transit worksites and property, at employer-
sponsored activities and programs, on business-related trips and elsewhere.

Employees are responsible for immediately reporting any concerns or complaints to EEO program
staff. if employees are concerned about an issue relating to EEC program staff, they should contact
the chief human resources officer or chief executive officer.

Management is responsible for managing the work environment to make sure this policy is
followed, coaching employees on appropriate workplace conduct and immediately informing EEO
program staff of any alleged incidents, complaints or concerns raised by employees that could fall
under the scope of this policy.

EEO program staff is primarily responsible for the intake, assessment, coordination with
management, investigations and appropriate resolution of complaints or concerns.

Sound Transit has zero tolerance for any form of discrimination or harassment. If Sound Transit
determines that an employee has violated this policy, including managers who fail to report
inappropriate conduct to EEO program staff, the employee will be subject to corrective action up to
and including termination of employment.

Sound Transit does not retaliate or tolerate retaliation against those who complain in good faith
about harassment in the workplace or who are witnesses in the investigation of such allegations.
Sound Transit investigates any report of such retaliation and treats it as a violation of this policy if
substantiated. Allegations of refaliation should be reparted to EEO program staff.

4.0 References

4.1
4.2

Agency Policy 603 Equal Employment Opportunity
Agency Policy 606 Equity and Inclusion
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Effective Date: 03/01/2003

Agency Policy 608 Revision Date: 12/12/2019
Equity and Inclusion Policy Supersedes: Administrative Policy

and Procedure No. 1001

34

3.3.5 Ensure additional, specific and consistent practices to ensure inclusion and equitable
engagement of low income and communities of color who historically have been excluded
in traditional processes.

Failure to comply with this policy may result in corrective action up to and including termination.

4.0 References

4.1
4.2
4.3
4.4
45
4.6

Agency Policy No. 603 Equal Employment Opportunity

Agency Policy No. 605 Harassment Free Workplace

Board Resolution No. R2018-10 Equitable Transit Oriented Development Policy

Board Resolution No. R2013-18 Policy for Conducting Equity Analyses of Major Service Changes
Board Resolution No. R2013-19 Policy for Conducting Equity Analyses of Fare Changes

Board Resolution No. R2011-15 Inclusive Public Participation and Community Qutreach (Title V1)
Policy
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" SOUNDTRANSIT

Agenda

Sound Transit Board Meeting
Thursday, March 28, 2019
1:30 to 4:00 p.m.

Ruth Fisher Boardroom
Union Station

401 S. Jackson St.
Seattle, WA

John Marchione, Board Chair, Presiding

1.

2
3
4,
5

Call to order

Roll call of members

Report of the Chair

CEOQ report

Public comment

The Board will accept public comment on items on today’s agenda.
Consent Agenda

The Board will consider a single action to approve all items on the consent
agenda.

e Minutes: February 28, 2019, Board of Directors meeting
+ Voucher Certification: February 2019

» Motion No. M2019-23: Authorizing the chief executive officer to
execute a Memorandum of Understanding with King County for the
Downtown Redmond Link Extension in the amount of $3,040,000 to
provide schedule assurance and support from King County related to
project interfaces and to satisfy conditions related to the acquisition of
King County property.

Business items

A. Resolution No. R2019-06: Amending the Adopted 2019 Budget to
create the Portable Wheel Truing Machine Project by (1) establishing
an authorized project allocation to date in the amount of $960,000 and
(2) establishing a 2019 annual project budget of $960,000.

B. Resolution No. R2019-07: Amending the adopted budget for the |-405
Bus Rapid Transit project by (a) increasing the authorized project
allocation to date by $7,300,000 from $243,443,000 to $250,743,000
and (b) increasing the adopted 2019 annual project allocation by
$7,300,000 from $94,475,000 to $101,775,000.

CHAIR

John Marchione
Redmond Mayor

VICE CHAIRS
Kent Keel
University Place Mayor

Paul Roberts
Everett Councilmember

BOARD MEMBERS
Nancy Backus
Awbirn Mayor

David Baker
Kenniore Mayor

Claudia Balducci
King Connty Conneil Vice Chair

Dow Constantine
King County Executive

Bruce Dammeier
Pierce Coumty Evecittive

Jenny Durkan
Seattie Mayor

Dave Earling
Edmonds Mayor

Rob Johnson
Seattle Councilmember

Joe McDermott
King County Conncilmember

Roger Millar
Washington State Secretary
of Transportation

Kim Roscoe
Fife Mayor

Dave Somers
Snofiomish County Executive

Dave Upthegrove
King County Councilmenber

Peter von Reichbauer
King County Councilmember

Victoria Woodards
Tacoma Mayor

CHIEF EXECUTIVE OFFICER
Peter M. Rogoff



G.

Resolution No. R2019-08: Authorizing the chief executive officer to acquire certain real property
interests, including acquisition by condemnation to the extent authorized by law, and to
reimburse eligible relocation and re-establishment expenses incurred by affected owners and
tenants as necessary for the acquisition of the NE 44th Street Park-and-Ride site in the City of
Renton for the |-405 Bus Rapid Transit Project.

Motion No. M2019-24: Authorizing the chief executive officer to execute a Statement of
Partnering Intent with the Puyallup Tribe of Indians for the Tacoma Dome Link Extension.

Resolution No. R2019-09: Authorizing the chief executive officer to acquire certain real property
interests, including acquisition by condemnation to the extent authorized by law, and to
reimburse eligible relocation and reestablishment expenses incurred by affected owners and
tenants as necessary for the Lynnwood Link Extension.

Motion No. M2019.25: Authorizing the chief executive officer to submit a Full Funding Grant
Agreement application to the Federal Transit Administration for the Federal Way Link Extension,
including the project’s proportionate share of the Light Rail Fleet Expansion project.

Motion No. M2019-19: Adopting performance goals and objectives for Peter M. Rogoff, Sound
Transit chief executive officer.

8. Reports to the Board

Office of EEQ, Equity & Inclusion Presentation

9. Executive session

10. Other business

11. Next meeting:
Thursday, April 25, 2019
1:30 p.m. to 4:00 p.m.
Ruth Fisher Boardroom

12. Adjourn

Central Puget Scund Regional Transit Authority
Union Station + 401 8. Jackson St., Seattle, WA 98104-2826
206-398-5000 - main@soundtransit.org « www.soundtransit.org Page 2of 2


































































Percent 0% 0% 0% 0% 0% 0% 0%
Underutilized
Underutilized No No No No No No No
(Yes/No)
Number Needed to 0 0 0 0 0 0 0
Reach Parity
Planned Percent
Increase 2018
Planned Percent
Increase 2019
Planned Percent
Increase 2020
Planned Percent
Increase 2021
3 - Technicians
Female | Black | Asian | Hispanic/Latino | American Native Hawaiian | Two or more
Indian/Alas | or ofher Pacific races
ka Native Islander
Current Workforce 63 11 14 3 3 0 2
Percent in Category | 61% 10.6% | 13.5% | 2.9% 2.9% 0% 1.9%
Percent of 50% 6.4% 11.4% | 4.6% 1.2% 1% 1.3%
Availability
Percent 0% 0% 0% 2% 0% 1% 0%
Underutilized
Underutilized No No No Yes No Yes No
{Yes/No)
Number Needed to 0 0 0 +1 0 +1 0
Reach Parity
Planned Percent 2% 1%

Increase 2018

Planned Percent
Increase 2019

Planned Percent
Increase 2020

Planned Percent
Increase 2021
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6 — Administrative Support

Female Black | Asian | Hispanic/Latino | American Native Hawaiian | Two or more
Indian/Alas | or other Pacific races
ka Native Islander

Current 38 13 12 4 0 0 3
Workforce

Percent in 73% 25% 23.1% 7.7% 0% 0% 5.8%
Category

Percent of 67.01% 7.8% 11.4% 4.8% 1.6% 7% 1.2%
Availability

Percent 0% 0% 0% 0% 1.6% T% 0%
Underutilized

Underutilized No No No No Yes Yes No
{Yes/No)

Number Needed 0 0 0 0 +2 +1 0

to Reach Parity

Planned Percent 1.6% 7%
Increase 2018 '

Planned Percent
Increase 2019

Planned Percent
Increase 2020

Planned Percent
Increase 2021
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8 — Service Maintenance

Female { Black | Asian | Hispanic/Lati | American Native Two or more
no Indian/Alaska | Hawaiian or races
Native other Pacific
Isfander
Current 4 2 8 1 0 0 1
Workforce
Percent in 13.3% 68.7% 20% 3.3% 0% 0% 3.3%
Category
Percent of 18.2% 9% 11.1% | 8.2% 5.3% 6% 1.7%
Availability
Percent 5% 2% 0% 5% 5% 6% 0%
Underutilized
Underutilized Yes Yes No Yes Yes Yes No
(Yes/No)
Number Needed +4 +2 0 1 1 1 0
to Reach Parity
Planned Percent 1.25% 1% 5% 5% .B%
Increase 2018
Planned Percent | 2.5% 1%
Increase 2019
Planned Percent | 1.25% 0%
Increase 2020
Planned Percent | 0% 0%

Increase 2021

Page 15




Additional Actions

Sound Transit will revise its current utilization analysis to include a statistical
breakdown of all employees by correct EEO category cross referenced by
race, national origin, and sex;

In collaboration with the Office of Human Resources we will continue to
develop recruitment strategies, which consist of community based recruitment,
online and print media advertisement, and partnerships to attract and target
underutilized minority groups;

The Office of Human Resources will continue to target its recruitment efforts to
attract underutilized areas by placing recruitment advertisement in major
newspapers, publications and websites in an attempt to reach all qualified
applicants, including targeted minority and female populations;

In collaboration with The Office of Human Resources will participate in
job/career fairs hosted by educational institutions, community organizations,
military installations, and local agencies;

In collaboration with the Office of Human Resources we will develop and
conduct training to assist hiring managers during the recruitment process.

Sound Transit has undertaken the following activities designed to address the
items identified in the annual review of potential problem areas. These actions
demonstrate the Agency’s good faith efforts to remove identified barriers,
expand employment opportunities, and produce measurable results. This
activity will be continued until deficiencies have been corrected.

Position descriptions are reviewed and analyzed by the EEQ Program
Manager to ensure they accurately reflect position functions and are
consistent for the same position from one location to another. As job duties
and responsibilities change, the new position descriptions will be appropriately
updated.

An Internal Mobility Workgroup was created to address assist in the promotion
of internal candidates.

The recruitment and selection process is evaluated annually to ensure that it is
free from any bias and will aid in the attainment of EEO goals and objectives.
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4.

Individuals involved in recruitment, screening, selection, promotion, discipline,
and related processes will continue to receive training concerning the
recruitment process and the importance of diversity to ensure their actions are
free from any bias.

Human Resources professionals and managers who have hiring
responsibilities, will continue to be trained on EEQ, Equity and Inclusion
topics.

Ensuring Equity and Inclusion are a part of the Agency Scorecard and
Performance Measures.

Sound Transit has made the following efforts to increase the flow of minorities
and women into critical jobs:

1.

o

Contacting, as appropriate, organizations for referrals of female, disabled,
veteran and minority candidates.

Holding briefing sessions, as appropriate, with representatives from selected
recruitment sources (“community outreach agencies”). Agency tours,
forecasts of upcoming openings, explanations of positions requirements, and
the overall selection process are an integral part of these meetings.

Making minority and female employee available for participation in Career
Days, Youth Motivation Programs, and related activities in their communities.
Participating in local "Job Fairs".

In coloration with Pariner Agencies established a Regional COMTO Chapter.
Strengthening internship programs to increase opportunities for minorities,
women, veterans, and individuals with disabilities.

The Office of EEQ, Equity & Inclusion will set Equity & Inclusion goals in addition to
EEO goals. Itis the intent of the Agency to go above and beyond the requirements to
attract, select and retain a diverse workforce.
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Summary/Recommendations/Trends;

* An agency wide hiring target has been established to focus on increasing representation
of Hispanic and Latino staff over the next five years. This effort will aid the agency in
achieving the unmet EEO goal in EEO Code 1 — Official/Admin, going forward.

* The goals for Skilled Craft, Service Maintenance and Technicians are more challenging
to achieve since they are small groups with minimal turnover. The Human Resources
Business Partners (HRBP) should work closely with the hiring manager to review EEO
goals when there is a future hiring opportunity in these job classes. Additionally, the
same review should be performed with hiring managers for goal obtainment in
Administrative Support, which typically has a broader applicant pool.

* Newly established Diversity, Equity, Inclusion & Culture department goal program will
help identify areas of underutilization and direct focus to achieving goals in those areas.

» New EEO Goals will be established for the period of 2022-2025.















Create an EEO demographic dashboard so data is always current and accessible.

Monitor the trend of significant new hire of white employees, in comparison to people of .
color.

Implement a process to review and debrief the diversity of applicant pools and
candidates that were not selected.











































































































































































Is a corrective action needed?

L1 YES X NO

Describe the corrective action recommendation:

No further action needed. The recommendations were discussed and noted. Community Transit is not required
to update their program to operate under the new Federal Transit Administration Circular 4704.1A guidelines
until their review in 2020. Sound Transit has offered further assistance and resources if requested.

Contractor will be notified in writing within 15 days of site visit regarding any necessary next steps or that
compliance requirements have been met via a final report.















Evaluation Criterion 6 — Equal Employment Opportunity (EEQ) Commitment

Sound Transit is committed to building an Agency-wide culture of inclusion, with a focus on equity in
policies and practices. As an equal opportunity employer and a recipient of federal funding; Sound
Transit, our partner agencies, contractors, subcontractors, subrecipients and vendors are mandated to
comply with the Federal Transit Administration’s guidance regarding Equal Employment Opportunity
laws. The Submitter shall demonstrate past and current commitment to Equal Employment Opportunity,
and partnerships with firms that employ a workforce that draws from all highly qualified and diverse
citizens.

1.a. Firm practices Describe the efforts your firm makes to ensure
that it provides equal employment
oppoertunities to all persons without regard to
race, color, age, sex, marital status, sexual
orientation, religion, ancestry, national origin or
the presence of any sensory, mental or physical
disability, or veteran status,

(15 points)

1.b. Firm practices Describe the Submitter’s experience and
approach in ensuring diversity and inclusion on
project teams with scopes of work or size and
duration comparable to this Scope of Work.

(15 points)

If Submitter has no employees, discuss the
ways that he/she has been able to successfuily
create and/or work with a diverse and inclusive
project team.

2. Project specific practices Sound Transit is interested in the measures the
Submitter has or will initiate to ensure
participation of people of color, women and
persons with disabilities.

{20 points)

Explain the process that will be used to fill
positions (now and future) to be inclusive of
these individuals on the proposed team during
the term of the Agreement.

3. Submittal Requirements (Condition for Award)

Accordingly, each Submitter will complete and submit the following information. Subsection 3
‘Submittal Requirements’ is considered a condition for award.

3.a. Staffing Plan (Project Specific) Submitter shall complete and submit Staffing
Plan(s) for performance of the work.

Staffing Plan(s) shall include, but are not limited
to, the following:

a. A project profile breakdown by race or
ethnicity, gender, disability and other
relevant demographic information of the
individuals identified on the project team,




consistent with other information provided
in the SOQ. The Demographic Chart
template provided at the end of this criteria
contains the minimum required
information for this submission.

h. Identify the firms from which those
positions are affiliated, if other than the
Submitter;

¢. ldentify open positions {(now and future) to
be filled by Submitter or affiliated firms.

3.b. Statement of Policy

Provide a Statement of Policy signed and dated
by the chief executive officer or the general
manager. This is the Submitter's commitment
of non-discrimination against any applicant for
employment, or any employee because of age,
color, sex, disability, national origin, race,
religion, or veteran status. It is to be placed in
conspicuous locations and availahle to
employees, applicants for employment and the
general public.

3.c. Submitter EEQ point of contact

Provide the name of the individual, title, phone
number, and email address of who will be
responsible for overseeing adherence to the
EEO laws and policies, and who will ensure that
employment actions regarding staffing and
managing the work will be carried out in a
nondiscriminatory manner.

Staffing Plan Demographic Chart template {minimum required information):

WHITE AMERICAN BLACK HISPANIC/ ASIAN NATIVE TWO OR
INDIAN LATINO HAWAIIAN/ MORE
PACIFIC RACES
ISLANDER
MALE
FEMALE

OTHER
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Sound Transit, and that one deing business or offering to do business with Sound
Tramsit shall afford equal, non-discriminatory opportunities te potential joint venture
partners, subconsultants, subcontractors and suppliers on confracts and agreements
awarded by Sound Transit,

3. The Consultant shall comply with applicable obligations and requirements under
Chapter 49.60 RCW, the Washington state “law against discrimination”, ingluding rules
and regulations promulgated pursuant to such law. In particular, the Consultant as an
employer shall not commit any unfair practices listed in RCW 49.60.180,

4. The Consultant shall cooperate in any studies or surveys as may be conducted by
Sound Transit and as may be necessary to determing the extent of the Consultant's
compliance with Sound Transit's Diversity Program policies.

B. Disadvantaged Business Enterprise {DBE) Program. It is the policy of Sound Transit to ensure
that Disadvantaged Business Enterprises (DBEs), as defined in 49 Code of Federal Regulations
(CFR) Part 26, have an equal opportunity to receive and participate in federal Department of
Transportation-assisted contracts. As a part of Sound Transit's Guiding Principles and DBE
Program, and In accordance with 49 CFR § 26.39, Sound Transit also includes measures to
foster Small Business participation on federal Department of Transportation-assisted contracts.

C. In the event the Consultant and/or its subcensultants fail(s) to comply with any substantive
requirement of the Confract related to non-discrimination, participation by Disadvantaged
Business Enterprises or other Small Businesses, or equal employment opportunity, Sound
Transit may impose sanctions as it may determine to be appropriate, including but not limited

to:

1. Requiring the Consuliant to take remedial action to bring the Consultant or its
subconsuliant into compliance;

2. Withholding payments to the Consultant until the Consultant or its subconsultant is in
compliance;

3 Suspend this Contract;
Terminate this Contract;
Debar the Consultant or its subconsultant from future contracts with Sound Transit;
andfor

6. File civil andfor criminal action(s) against the Consultant and, if applicable, its

subconsultants, suppliers, employees, agenis, and representatives.

Sound Transit may consider any such failure by the Consultant in determining whether to award
any future contracts fo the Consultant.

1.6 EQUAL EMPLOYMENT OPPORTUNITY

Sound Transit is interested in proposals from firms that demonsirate a commitment to equal employment
opportunity. Sound Transit encourages proposals from firms that employ a workforce that reflects the
reglon's diversity. Proposers shall demonstrate a commitment to equal employment opportunity.
Proposers shall make efforts to employ a workforce that reflects the Sound Transit region's diversity,
Proposers shall take inte account the EEQ provisions set forth in the Contract to be awarded pursuant
to this RFP.

Proposers are advised that they shall adhere to the following non-discrimination provisions:

Specific Diversity Program provisions, including those applicable io subcontracts, are set forth in Exhibit
A, [Propesed] Contract.

Sound Transit will evaluate each Proposer's commitment to and compliance with EEQ laws and
requirements in accordance with the evaluation criteria.

A. The Consultant shall not discriminate against any employee or applicant for employment
because of race, religion, creed, sex, sexual orientation, gender identity, status as a parent,

On-Call Community Engagement Consulting Services  Page 4 RFP No. RTA/RP 0194-21
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age, nationality, or the presence of any sensory, mental, or physical disability, unless based
upon a bona fide occupational qualification. The Consultant shall make affirmative efforis to
ensure that applicants are employed, and that employees are treated during employment,
without regard to their race, religion, creed, sex, sexual orientation, gender identity, status as a
parent, age, nationality, or the presence of such disability. Such action shall include, but not be
limited to, the following: employment, upgrading, demotfion or transfer; recruitment or
recruitment adverlising; tayoff or termination; rates of pay or other forms of compensation; and
selection for training, including apprenticeship, The Consultant shall post in conspicuous
places, available to employees and applicants for employment, notices of this nondiscrimination
clause.

Within 30 days of the execution of this contract, the Consultant shal! submit a copy of its office
EEQ program in its entirety, demonstrating full compliance with the federal requirements and
this contract.

Upon request and on forms approved by Sound Transit, during the term of this Contract, the
Consultant shall submit reports of the affirmative efforts made by the Consultant in implementing
the nondiscrimination and equal employment opportunity provisions in this Contract. The
Consultant shall permit access by Sound Transit fe the Consultant’s records of employment,
employment advertisements, application forms, and other pertinent data and records for the
purpose of determining compliance with this provision.

The Consultant shall implement and carry out the obligations regarding equal employment
opportunity submitied as part of its Proposal to perform this Contract and the equal employment
opportunity provisiens in this Contract. Failure to implement and carry out these obligations and
provisions in good faith may be considered by Sound Transit a material breach of this Contract
and grounds for withholding payment and/or termination of the Contract and dismissal of the
Consultant.

The Consultant shall require that substantfally the same provisions as in this Section are
contained in all subcensultant agreements entered into by the Consultant under this Centract.

In addition {o complying with Sound Transit's Guiding Principles and Policies, the Consuliant
shall comply with, and ensure its subconsultants comply with, applicable Federal Civil Rights
Requirements in this Contract.

SOUND TRANSIT DIVERSITY PROGRAM POLICIES
Non-Discrimination in Employment and Contracting

1. Sound Transit has adopted Guiding Principtes for Employment and Contracting, a copy
of which is available upan request, identifying key objectives that Scund Transit will
promete and encourage through its policies. The Guiding Principles are implemented
in accordance with applicable federal, siate, and loca! Jaws and regulations, including
grant agreements. To the extent applicable, the Guiding Principles are the basis for
certain provisions set forth including employment and consulting goals and objectives
as specified in the Proposed Contract.

2. Sound Transit promotes and encourages paricipation in its contracis by Small
Businesses and Disadvantaged Business Enterprises (DBEs), as defined in Sound
Transit's Small Business and DBE Programs, Sound Transit is interested in proposals
from such firms.

3. If firms combine to form a joint venture to perform the Services described in this RFP,
the firms are encouraged to inchude DBEs and Small Businesses in the joint venture. If
a Proposer determines {o engage subconsultants to perform any portion of the Services
described in this RFP, the Proposer shall make good faith efforts to solicit participation
by Small Businesses or DBEs and shall maintain documentation of its efforts for review
by Sound Transit. If a Proposer elects to form a joint venture or engage subconsultants,
the Proposer shall submit a DBE/Small Business Commitmant Form (Proposal Form
No. 3B) identifying the DBEs and Small Businesses that will participate in any award
pursuant to this RFP.

Qan-Call Community Engagement Consulting Services  Page 5 RFP No. RTA/RP 0194-21
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Transit, and that one doing business or offering to do business with Sound Transit
shali afford equal, non-discriminatory opportunities to potential joint venture
partners, subcontractors, subconsultants and suppliers on contracts and
agreements awarded by Sound Transit.

3. The Consultant shall comply with applicable obligations and requirements under
Chapter 49.60 RCW, the Washington state “law against discrimination”, including
rules and regulations promulgated pursuant to such law. In particular, the
Consultant as an employer shall not commit any unfair practices listed in RCW
49.60.180.

4. The Consultant shall cooperate in any studies or surveys as may be conducted by
Sound Transit and as may be necessary to determine the extent of the Consultant's
compliance with Sound Transit's Diversity Program policies.

Disadvantaged Business Enterprise (DBE) Program. It is the policy of Sound Transit to
ensure that Disadvantaged Business Enterprises (DBEs), as defined in 49 Code of Federal
Regulations (CFR) Part 26, have an equal opportunity to receive and participate in federal
Department of Transportation-assisted contracts. As a part of Sound Transit's Guiding
Principles and DBE Program, and in accordance with 49 CFR § 26.39, Sound Transit also
includes measures to foster Small Business participation on federal Department of
Transportation-assisted contracts.

In the event the Consultant and/or its subconsultants fail(s) to comply with any substantive
requirement of the Agreement related to non-discrimination, participation by
Disadvantaged Business Enterprises or other Small Businesses, or equal employment
opportunity, Sound Transit may impose sanctions as it may determine to be appropriate,
including but not limited to:

1. Requiring the Consultant to take remedial action to bring the Consultant or its
subconsultant into compliance;

2, Withholding payments to the Consultant until the Consultant or its subconsultant is
in compliance;

3. Suspend this Agreement;
Terminate this Agreement;

5. Debar the Consultant or its subconsultant from future contracts with Sound Transit;
and/or
6. File civil and/or criminal action(s) against the Consultant and, if applicable, its

subconsultants, suppliers, employees, agents, and representatives.

Sound Transit may consider any such failure by the Consultant in determining whether to
award any future contracts to the Consultant.

SECTION 15 EQUAL EMPLOYMENT OPPORTUNITY

A

The Consultant shall not discriminate against any employee or applicant for employment
because of race, religion, creed, sex, sexual orientation, age, nationality, or the presence
of any sensory, mental, or physical disability, unless based upon a bona fide occupational
qualification. The Consultant shall make affirmative efforts to ensure that applicants are
employed, and that employees are treated during employment, without regard to their race,
religion, creed, sex, sexual orientation, age, nationality, or the presence of such disability,
Such action shall include, but not be limited to, the following: employment, upgrading,
demotion or transfer; recruitment or recruitment advertising; layoff or termination; rates of
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pay or other forms of compensation; and selection for training, including apprenticeship.
The Consultant shall post in conspicuous places, available to employees and applicants
for employment, notices setting forth the provisions of this nondiscrimination clause.

B. The Consultant shalt, during the term of this Agreement, furnish Sound Transit, upon
request and on forms approved by Sound Transit, a report of the affirmative efforts made
by the Consultant in implementing the nondiscrimination and equal employment
opportunity provisions in this Agreement. The Consuttant shall permit access by Sound
Transit to the Consultant's records of employment, employment advertisements,
application forms, and other pertinent data and records for the purpose of determining
compliance with this provision.

C. The Consultant shall implement and carry out the obligations regarding equal employment
opportunity submitted as part of its Statement of Qualifications (see Exhibit K, Staffing Plan)
to perform this Agreement and the equal employment opportunity provisions set forth in
this Agreement. Failure to implement and carry out such obligations and provisions in good
faith may be considered by Sound Transit a material breach of this Agreement and grounds
for withholding payment and/or termination of the Agreement and dismissal of the

Consultant.

D. The Consultant shall require that substantially the same provisions as in this Section are
contained in all subconsuftant agreements entered into by the Consultant under this
Agreement.

E. In addition to complying with Sound Transit's Guiding Principles and Policies, the

Consultant shall comply with, and ensure its subcontractors comply with, applicable
Federal Civil Rights Requirements set forth in this Agreement.

SECTION 16 DISADVANTAGED BUSINESS ENTERPRISE (DBE) PROGRAM

A As a recipient of financial assistance from the federal Department of Transportation (DOT),
through the Federal Transit Administration (FTA), Sound Transit developed and
administers a Disadvantaged Business Enterprise (DBE) Program in accordance with 49
Code of Federal Regulations (CFR) Part 26. As a part of Sound Transit's DBE Program,
and in accordance with 49 CFR Part 26.39, Sound Transit also includes measures to foster
Small Business participation on federal Department of Transportation-assisted contracts.
The Consultant shall comply with applicable provisions in 49 CFR Part 26.

B. Disadvantaged Business Enterprise (DBE) Program. It is the policy of Sound Transit to
ensure that Disadvantaged Business Enterprises (DBEs) and other Small Businesses, as
defined in 49 Code of Federal Regulations (CFR) Part 26, have an equal opportunity to
receive and participate in federal Department of Transportation-assisted contracts. Sound
Transit's DBE Program includes:

1. Ensuring non-discrimination in the award and administration of federal Department
of Transportation-assisted contracts;

Creating a level playing field on which DBEs can compete fairly for such contracts;

Ensuring that the Sound Transit DBE Program is narrowly tailored in accordance
+ with applicable laws;

4, Ensuring that only firms that fully meet eligibility standards as set forth in 49 CFR
Part 26 are permitted to participate as DBEs;

5, Helping remove barriers to the participation of DBEs and other Small Businesses
in such contracts; and
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a concern or a complaint, we want to hear it. You are not limited to any one of the above
steps. You may pursue two or more simultaneously or consecutively. The point here is,
regardless of the mechanism(s) you choose, if you have a concem or a complaint we
encourage you to raise it.

While we prefer that you raise these types of concerns internally, and the remainder of
these procedures focuses on our internal mechanisms for review, it is important to note
that you have other options as well. For example, you have the right to seek private
legal counsel, or to contact or file a complaint or charge with a number of governmental
agencies, including the federal Equal Employment Opportunity Commission (EEQC),
the Washington Human Rights Commission (HRC), and the City of Seattle Office of
Civil Rights. Links to these (and other) agencies are found at the appendix to this
document. You can also find contact and other information regarding these types of
additional resources on posters found in the common areas of Sound Transit's facilities.
You are not limited to any one of the above steps. The point here is, regardless of the
mechanism(s) you choose, if you have a concern or a complaint we encourage you to
raise it.

2. Dol Have to Raise My Concern or Complaint within a Certain Timeframe?

No, though we strongly prefer that you share it within 180 calendar days of the last
decision, action or event that is at issue. As noted above, if you have a concern or a
complaint, we want to hear it, and this is true regardless of how long ago the underlying
incident occurred. Still, we greatly prefer timely communication (again, within 180 days)
if possible, because in our experience issues are just generally easier to review and
resolve. Among other reasons, memories are generally fresher, and documents and
witnesses are often more readily available.

3. What Is Discrimination, Harassment, or Retaliation?

These are legal terms that carry specific definitions. Here, we provide summaries only.
For more specific information, you should contact the Deputy Director of Inclusive
Culture, Chief Human Resources Officer, or an external resource, such as private
counsel, the EEOC, the HRC or the Seattle Office of Civil Rights. We want concerns to
be raised so they may be addressed in a timely manner. We also recognize that it is
sometimes difficult to know whether a concern or a complaint does or does not involve
an element of unlawful discrimination, harassment or retaliation. This procedure is
intended to assist Sound Transit in addressing not only unlawful discrimination,
harassment, and retaliation, but also conduct that falls short of those legal thresholds
but nevertheless is against Sound Transit policy or otherwise offensive or inappropriate.
For all these reasons, we strongly urge you to use this procedure without worrying
about whether the conduct at issue rises to the level of being unlawful. If you construe
conduct as discriminatory, harassing and/or retaliatory, please report it, regardless of
whether it squarely fits any definition set forth here or elsewhere.
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Discrimination is disparate treatment of an applicant or employee based on one or
more protected traits. Under Washington state law and/or federal law, protected traits
include, but are not limited to, race, color, national origin, citizenship status, creed,
religion, sex/gender, pregnancy, age, marital status, disability, sexual orientation,
genetic information, the use of a trained guide dog or service animal, and honorably
discharged veteran or military status. Examples of disparate treatment include without
limitation using a protected trait as a reason for giving someone a negative evaluation,
holding someone to a higher performance standard, imposing discipline, denying a
promotion, or just treating someone more harshly than his or her non-protected
counterparts. Unlawful discrimination may also include the application of facially neutral
policies, procedures and/or programs that have a disproportionately adverse impact on
one or more protected groups and/or that otherwise perpetuate the effects of prior
discrimination.

Harassment is unwelcome conduct that (i) is based on one or more protected traits and
(i) is sufficiently severe or pervasive to alter terms or conditions of employment and
create a hostile or abusive work environment. Unlawful harassment also includes
situations where submission to unwelcome conduct is made a condition of continued
employment. Examples of harassment include without limitation: Epithets, slurs,
negative stereotyping or threatening, intimidating or hostile acts that relate to sex,
sexual orientation, race, color, religion, national origin, age, disability or political
ideology.

Written or graphic material displayed or circulated in our workplace that denigrates or
shows hostility or aversion toward an individual or group because of sex, sexual
orientation, race, color, religion, national origin, age, disability or political ideology.

With respect to sexual harassment, examples of conduct we prohibit include without
limitation:

» Vulgar or sexual comments, jokes, stories and innuendo.

» Graphic or suggestive comments about someone's body or manner of dress.
¢ Gossip or questions about someone's sexual conduct or orientation.

o Vulgarity, Ieering, inappropriate touching and obscene or suggestive gestures.
¢ Display of sexually suggestive photographs, cartoons, graffiti and the like.

» Unwelcome and repeated flirtations, requests for dates and the like.

¢ Solicitation or coercion of sexual activity, dates or the like by the implied or
express promise of preferential treatment or threat of punishment.
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» Intimidating, hostile, derogatory, contemptuous or otherwise offensive remarks
based on gender, whether or not the remarks are sexual in nature, when the
remarks embarrass, cause discomfort or interfere with job performance.

Retaliation means any adverse action taken against an applicant or employee because
the applicant or employee engaged in protected activity. Protected activity is activity
undertaken in good faith to oppose actions that violate EEO law and/or Sound Transit's
EEOQ policies or to participate in such opposition by someone else. Examples of
protected activity include without limitation expressing a concern or making a complaint
under this policy, participating in an investigation under this policy, filing a charge of
discrimination with a government agency like the EEOQC, HRC or Seattle Office of Civil
Rights, or participating in an investigation by such an agency.

4. How Will My Concern or Complaint be Addressed?

The first step will be to determine the nature of the concern or complaint and whether it
more properly falls within the scope and mandate of the Office of Civil Rights, Equity &
Inclusion or the Human Resources Department. Stated broadly, the Office of Civil
Rights, Equity & Inclusion is responsible for addressing EEO complaints and concerns,
while the Human Resources Department is responsible for addressing complaints and
concemns that do not involve EEO issues but nevertheless raise questions as to whether
someone is being treated fairly and in accord with other Sound Transit policy and

- expectations. Where both types of issues are present, the matter will typically be
addressed by the Office of Civil Rights, Equity & Inclusion or jointly by that office and
the Human Resources Department. This same initial determination is made when
concerns or complaints are first registered with the Human Resources Department. The
goal is to ensure that the issues are addressed by the appropriate internal personnel. If
it is determined that your concern or complaint is more properly addressed by a different
office or department than the one you first contact, the original office or department will
work with you to facilitate the transfer and will thereafter follow up with you to ensure a
consultation is scheduled.

All concerns or complaints that are determined to be properly before the Office of Civil
Rights, Equity & Inclusion will be addressed in a timely, expeditious and discreet
manner that is proportionate to the issue(s) under review, respectful of your rights and
interests as well as those of any other persons involved, and aimed at identifying and
stopping behavior that violates law or policy. While adhering to these overarching
principles, the methodology that is used to address any particular concern or complaint
is fact-specific and may vary from one circumstance to another. Some complaints may
require little more than one or two direct communications with a complainant and/or
respondent. Others may require more formal or extensive action, such as witness
interviews and other investigative steps. Most will be reviewed or investigated by an
investigator within the Office of Civil Rights, Equity & Inclusion. Some may be reviewed
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or investigated by a third party. Again, the particulars vary because they must be
tailored to each unique situation.

That said, most concerns or complaints will be addressed through one or more of three
general processes—consultation, alternative dispute resolution, and/or complaint
investigation. Each is summarized below.

Consultation

Consultations are meetings or other direct communications with the Deputy Director of
Inclusive Culture to discuss concerns you think might be related to harassment,
discrimination, or retaliation. Consultations are aimed at clarifying issues and identifying
and exploring appropriate actions, possible solutions and available resources. The
consultation process is intended to assist you in your own decision-making; to help you
identify the specific issue or issues, determine the nature of the issue or issues (i.e.,
EEQ or non-EEQ, or both) and decide how best to address the issue or issues (e.g.,
through some form of mediation, a formal complaint and related investigation, or other
means).

Alternative Dispute Resolution (ADR)

ADR is a more formal, voluntary process that helps parties reach a solution to their
problem and arrive at an outcome with which both parties agree to comply. It often
takes the form of mediation, which involves the use of a third-party to facilitate
constructive discussion. ADR has proven to be a highly valuable tool in resolving
discrimination disputes in a timely, mutually acceptable, and cost-effective manner.

Investigation

The complaint/investigation process involves more focused examination of the facts and
circumstances surrounding a complaint, typically through some form of investigation,
with an eye to rendering a finding as to whether unlawful discrimination, harassment or
retaliation has or has not occurred.

5. If There is an Investigation, What Can | Expect?

As noted above, the specifics of any investigation will be determined by the person
assigned principal responsibility for the investigation (e.g., depending on the subject of
the complaint, the Deputy Director of Inclusive Culture, the Chief Executive Officer, the
Board Chair, etc.). That said, the process will typically include the following steps and/or
adhere to the following guidelines:

i. Most commonly, a single person will be charged with responsibility within the office of
Civil Rights, Equity and Inclusion for overseeing the investigative process and
corresponding notice of the assignment will be provided to you, as the complainant. As

5
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noted above, the identity of this person will vary depending on who is the subject of the
complaint, as follows:

a. the Chief Executive Officer will oversee investigation of complaints regarding
anyone associated with the Office of Civil Rights, Equity & Inclusion;

b. the Chairperson of the Board of Directors will oversee investigation of
complaints regarding the Chief Executive Officer and/or a member of the Board
of Directors; and

c. the Board of Directors will designate one or more members to oversee
investigation of complaints regarding the Board Chairperson.

ii. With the assistance of the person assigned responsibility for overseeing the
investigation, you, as the complainant, will be asked to participate in an initial intake
consultation. The purpose of this step is to make sure that the assigned investigator
fully understands the precise nature or your complaint and fashions and conducts the
related review accordingly.

iii. The reviewer/investigator will address specific concerns you may have regarding the
process.

iv. Written notice of the complaint and the assigned reviewer/investigator will be
provided to the person who is (or persons who are) the subject of the complaint.

v. Written notice of the complaint wilt be provided to the heads of the departments in
which you (the complainant) and the respondent (the accused) work.

vi. The reviewer/investigator will ask you to identify any particular persons you believe
should be interviewed, and/or any documents you believe should be collected and
reviewed, to ensure that, to the extent reasonable, the investigation extends to the
people, documents and other items that you believe are sources of relevant information.

vii. They reviewer/investigator will pose the same question, and provide the same
opportunity, to the respondent (the accused).

viil. The review/investigatory will also specifically caution the respondent to refrain from
any actions that could constitute, or be reasonably construed as, retaliatory. Absent
special circumstances, this will typically include the instruction to cease all contact with
the complainant until the review/investigation concludes.

ix. The reviewer/investigator will then engage in whatever steps are deemed necessary
and/or appropriate to deveiop the relevant facts and circumstances.
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X. Throughout the review/investigation process, the reviewer/investigator will keep you
and the respondent generally apprised of the status of his or her efforts and otherwise
continue to reasonably involve you and the respondent in the process.

xi. Once the review/investigation process concludes, the reviewer/investigator will
document his or her investigative steps, findings, and, as applicable, recommended
remedial or corrective measures.

xii. In most instances, prior to finalization the summary document will be reviewed by
the EEO Officer, the Diversity & Inclusion Manager and/or legal counsel.

xiil. After final review, closing letters or memoranda will be provided to the complainant
and the respondent, and, depending on the circumstances, other persons, including, for
example, the respondent’s direct supervisor, the applicable member of the Executive
Leadership Team and/or the Chief Executive Officer.

Xiv. As noted above, the investigation process will be conducted in as confidential a
manner as possible.

xv. Copies of all documents related to the process will be retained by the Office of Civil
Rights, Equity & inclusion. '

6. Will My Contact with the Office of Civil Rights, Equity & Inclusion be
DPocumented?

Yes. All concerns and complaints shared with the Office of Civil Rights, Equity &
Inclusion, together with any steps taken to address them, no matter how formal or
informal, will be documented. This is important for the office not to lose sight of an issue
and to be able to identify and address patterns that might not be evident in the absence
of comprehensive tracking.

7. Will My Contact with the Office of Civil Rights, Equity & Inclusion be
Confidential?

Yes, to the fullest extent possible. The Office of Civil Rights, Equity & Inclusion will
address all issues with the utmost care and discretion, but some measure of disclosure
typically is necessary for us to meet our mission of preventing and timely putting a stop
to conduct that violates EEO law or Sound Transit policy. This means that, as a general
rule, information will be disclosed only to persons with a need to know, to the extent
necessary for us to meaningfully review or investigate and otherwise respond, or as
otherwise required by law. As this suggests, the extent of disclosure will vary based on
a number of considerations, including the nature of the concern raised and what
mechanisms are selected to review and resolve it. For example, most consultations will
be treated with a very high degree of confidentiality since they are typically exploratory
and preliminary in nature and involve the sharing of information to determine whether to
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move forward at all, and, if so, in what direction. Even in this context, however, a
concern may be raised that is sufficiently significant that it requires formal review or
investigation, or other immediate action, which, in turn, requires a greater measure of
disclosure. As noted in section viii. below, for example, in many instances limited
disclosure to your supervisor and/or department head, as well as the supervisor and/or
department head with responsibility over the person who is the subject of the complaint
or concern, may be necessary. Sound Transit may also have an obligation to make
certain disclosures to third parties because as a public agency it is subject to public
records/disclosure laws.

Please do not allow this answer to deter you from coming forward. If you have particular
concerns regarding confidentiality, please let us know. This is not uncommon. We
understand and respect your privacy and reputational interests, as well as those of any
other participants in the process, and we are mindful of the corresponding need for the
utmost care and professionalism in administering this procedure.

8. “What If My Concern or Complaint is About the Office of Civil Rights,
Equity & Inclusion, the Chief Officer of that office, the Chief Executive
Officer or a Member of the Board of Directors?

If you have a concern or a complaint regarding someone in the Office of Civil Rights,
Equity & Inclusion other than the Chief Officer, you should notify the Chief Officer of that
office, the Chief Human Resources Officer and/or the Chief Executive Officer.
Regardless of who you contact in the first instance, the Chief Executive Officer will
promptly receive written notification. Thereafter, the Chief Executive Officer, in
consultation with the Chief Diversity, Equity & Inclusion Officer, will be responsible for
making all material decisions regarding administration of the review process, including
determining whether or how the complaint or concern will be investigated, whether a
violation of law or policy has occurred, and, if so, what remedial or corrective action will
be implemented.

If you have a concern or a complaint regarding the Chief Diversity, Equity & Inclusion
Officer, you should notify the Chief Executive Officer. Thereafter, the Chief Executive
Officer will be responsible for all substantive decisions regarding the related review or
investigation.

If you have a concern or a complaint regarding the Chief Executive Officer or a member
of the Sound Transit Board of Directors, you should notify the Office of Civil Rights,
Equity & Inclusion and/or the Chief Human Resources Officer. They will immediately
escalate the matter in writing to the Chairperson for the Board of Directors. Thereafter
the Chairperson will oversee the review process to ensure the concern or complaint is
addressed in a timely and satisfactory manner. If the concern or complaint relates to the
Chairperson, the initial written notification will issue to one of the Vice Chairs for the
Board of Directors and the Board, exclusive of the Chairperson, will designate one or
more Directors to assume the oversight role.
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These assignments and reporting channels have been established to ensure that
concerns and complaints are heard and addressed by persons who present no conflict
of interest, and who have the authority to impose remedial/corrective action, prevent
retaliation, and otherwise protect the participants’ interests and effectuate positive
change. If, in any particular circumstance, additional precautions or steps are necessary
to prevent a conflict of interest and/or to ensure fair review or meaningful disposition,
they will be taken.

9. Will Voicing Concerns or Making a Complaint Jeopardize My Job?

No. Retaliation against anyone who in good faith makes a complaint, cooperates in an
investigation, or otherwise accesses the processes set forth in this procedure or
engages in protected activity is prohibited by law and Sound Transit policy. It will not be
permitted. If you have particular concerns regarding potential retaliation, please raise
them so they may be addressed.

We hope that this procedure is clear and informative. If you find it confusing in some

respect, or if you have other questions or would like additional information on any point,
please do not hesitate to contact the Deputy Director of Inclusive Culture.
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