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Section 1

Department Head’s Acknowledgment & Commitment to the
2025 Departmental Equal Opportunity Plan

The Monterey County Board of Supervisors adopted an ordinance reaffirming their
long-standing commitment to providing equal opportunities for all and preventing and
eliminating unlawful discrimination. The Board of Supervisors values providing an open
and empathetic communication channel for County officials and employees, applicants
for employment, and business relationships with the County. Through the adoption of
the Nondiscrimination, Sexual Harassment, Reasonable Accommodation, and the
Language Access and Effective Communication Policies, the Board of Supervisors
reaffirms its expectation that each County official and employee is responsible for
maintaining a workplace that is free from unlawful discrimination, harassment, and
retaliation.

As Department Head, my signature below verifies the accuracy of this report and affirms
my commitment to equal opportunity and civil rights, as outlined in County policies and
ordinances.

DocuSigned by:
- ol

s
P

5020CB565A18490.

Rupa Shah, CPA

Auditor-Controller
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Section 2

Organizational Profile
Auditor-Controller

Please show the reporting structure in your organizational chart. Break the chart into
separate pages by division, if necessary.

Administration
Auditor-Controller, APIF

Total: 4.5
.5 WF, 2HF
1 vacant

Internal Audit
Chief Deputy Auditor-
Controller, APIM
Total: 3
1 APIF, 1 vacant

General Accounting
Chief Deputy Auditor-
Controller, 1HF
Total: 16
4HF, 2WM, 1WF, 1APIF
7 vacant

Disbursements
Chief Deputy Auditor-
Controller, APIF
Total: 25
1HM, 3WF, 1APIF,
13HF
6 vacant

Systems
Departmental
Information Systems
Manager 11, APIF
Total: 9
3WM, 1 WF, 1, HM,
1 APIM, 1 APIF,

1 vacant

Self-reported gender and ethnicity:

M — Male F — Female

AA - African American; H — Hispanic/Latiné; API — Asian/Pacific Islander; W - White other than /Latiné;
Al — American Indian/Alaskan Native
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Section 3
Department’s Workforce Analysis Chart
(MC-HRM-EO-0003)

This is the cover sheet for this section. Place a copy of your department’s workforce
analysis chart here.

Report ID - MC-HRM-EQ-00032 County of Monterey Workforce Analysis Chart
Fun Date -03/08/2025 Job Group Within Department
Run Time :3:36 PM 2024-2025 Job Group Metrics

Cover Page

Parameters and Prompts
Home Department: 1110
Occupational Group:
Title: .

Report Description
The Monterey County Workforce Analysis Chart for Job Classifications within Job Groups Report is a listing and count of ethnicity, gender, classification and
job group within Department(s).

AMS infoAdvantage
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Report ID - MC-HRM-EQ-0003 County of Monterey Workforce Analysis Chart Page 1 0f 2
Fun Date -03/0%2025 Job Group Within Department
Run Time -3:36 PM 2024-2025 Job Group Metrics
1110 - Auditor Controller
JOB GROUP 02: Management | (37.9% Minority Avaltability) {45.7% Famale Avallabiiity)
EED
cat Total Employesc Minoritiec Maie Famaais Totale Hours
Tie o M F T F T W AA HIZE APM AW AA HIE AR w AR HIZ AP Al FIT BT
CHIEF DEFUTY AUDITOR-CONTROLLER P 1 3 4 3 4 1] 1] o 1 o o 0 2 1 a o 2 2 o 4 o
DEFARTMENTAL INFORMATION SYETEME MANAGER I P 1] 1 1 1 1 1] 1] o o o o 0 1] 1 a o 1] 1 o 1
[TOTAL Hﬂmﬂt | 1 & 5 4 5 o a a 1 1] a a z z 1] a z 3 a 5 1]
80.0% 100.0% 0.0% 00% 400% 60O0% 0.0%
JOB GROUP 03 Professlonals - Adminkstration [54% Mnority Avaltability) {60.3% Female Avallability)
EED
cat Total Employesc Minoritiec Maie Famaais Totale Hours
Tie (Gt M F T F T W AA HIE APl AW AA HIE AR W AR HIE AP Al FIT PT
ACEDUNTANT ALUDITOR I P 1 5 & & 4 1 1] o o o 1 0 3 1 2 o 3 1 o & o
ADMBIETRATIVE SERVICES OFFICER P 1] 1 1 1 1 1] 1] 1] 1] 1] 1] 0 1 1] a 1] 1 a 1] 1 1]
AUCITOR-CONTROLLER ANALYST I P 1 1 Z 1 1 1 1] 1] 1] 1] 1] 0 1 1] 1 1] 1 a 1] Z 1]
AUCITOR-CONTROLLER ANALYET I P 1] 3 E] 2 2 1] 1] 1] 1] 1] 1 0 1 1 1 1] 1 1 1] E] 1]
ERF BUEINESE AMALYET P L 2 T 1 3 3 o 1 1 o 1 o o 1 4 o 1 2 o T o
EENIOR HUMAN REEDURCEE ANALYST P o 1 1 a o o o =] =] =] 1 [ o o 1 =] o a =] =] 1
[TOTAL Professionals - Adminkstrafion 7 13 20 g 11 = a 1 1 o 4 a B E] g a T 4 a 18 1
65.0% S50% 45 OD0% 3=0% 00% 0.0%
JOB GROUP 13:  Paraprofessional - Techniclans 0 [66.2% Minority Avallabliity] - ([71.2% Femala Avallability)
EED
cat Total Employses Minoritiess (LA Famain Todals Hiours
T Cosde M F T F T W AA HIE AP Al |W AA HIE AP w AA HIZ3 AP Al FIT BT
ACTDUNTANT AUDITOR 1 FP o 2 Z 1 1 o o =] =] =] 1 [ 1 o 1 =] 1 a =] Z =]
INTERMAL ALDITOR 1 FP O 1 1 1 1 O O =] =] =] =] [ O 1 a =] O 1 =] 1 =]
[TOTAL Paraprofessional - Techniclans I o 3 3 2 2 o 0 o o oj1 ] 1 1 1 o 1 1 o 3 0
000% 66.7% 33.3% 00% 333% 33.3% 0.0%

AMS infoAdvantage
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Report ID - MC-HRM-ED-0003 County of Monterey Workforce Analysis Chart Page 2 of 2
Run Date 030082025 Job Group Within Department
Run Time -3:38 PM 2024-2025 Job Group Metrics
1110 - Auditor Controller
JOB GROUP 17: OfMice Clerical Il - {61.8% Minonty Avallabiity] -  (842% Female Avallabiity)
EED
cat Total Employesc Minoritsc M Famsis Todal Hours
Tiite Code | M F T F T |w A2 we am alw aa wme am &l | W A HE & & |eT BT
ACCOUNTING TECHNICIAN oc |1 s 5 4 & 0 o0 1 0 ofo o &4 © o ] ] g 0 0 |s @®
PAYROLL TECHNICIAN-CONFIDENTIAL oe | oo 5 3 5 & 0 o0 o o of1 0 =5 o0 @ 1 ] c 0 0 |s @®
EENIOR FAYROLL TECHHICIAN - CONFIDENTIAL oo | oo 1 1 11 0 o0 o 0o ofm o 1 0 @ ] 0 1 0 o [1 ©
EUFERVIEING PAYROLL COORDINATOR-CONFIDENTIAL oo | o 1 1 11 0 o0 o o ofe o 1 o0 @ ] ] 1 0 o [1 @
[TOTAL OMce Clarcal Il 1 12 13 M 2 (e o 1 0 o)1 0 1 oo o | 1 0 120 ' EE
52.7% 523% 7% 00 S23% 00% O0%
JOB GROUP 18: OMcs Clercal | - [B5.4% Minodty Avallablify) -  [69.6% Female Avallability)
EED
Cat Total Employees Minorities Mzl Female Tolals Hours:
Title Code (M F T F T |wW A& HWIE &M AI|W AA HIZ AP &I | W  AA HE aF & |FT BT
ACCOUNT CLERK oo | o 1 1 11 0 o0 o o ofe o 1 0 @ ] ] 1 ] o [1 @
[TOTAL Ofmca Clerical | ] 1 1 1 1 o o o o ojo @ 1 @O @ o ] 1 0 ] 1 0
1000% 1000 0.0% O0% 1000% 00% O0%
Total Employesc Minorities. Mals [Female Totals Howrs:
M F T F T |w s WE &P AI|W AA HIZ API Al | W AA W2 AP &I |RT RT
TOTAL - 1110 5 3 42 I 3 |5 o 2z 2 o|& 0 A & 0| n 0 3 ] o |41 1
Auditor Controller TEE% TIE% 2% 00% S4E% 190M OD%
Tokal Employses Minorities Male Female Tolak Hears
] F M1 m F T W oA HE AP Al 0w AR HIE AR A W AA HE AR & FT BT
GRAND TOTAL 5 1 2] 4+ L] - oz 2 )l & @© A#A & 0 1 o 3 8 ol #1
TEE® T1E%) E2% 00% 545 190% O0%

AMS infoAdvantage
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Graphs for all job groups on utilization/availability:
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Section 4

Personnel Activity (Current Plan Year)

Promotions — Into Promotions — Voluntary
Job Group: 03 New Hires Within Job Separations &
Job Group )
Group Retirements
Males | Females | Males | Females | Males | Females | Male | Females
1 1
White
African American
: " 1
Asian/Pacific Islander
American Indian/
Alaskan Native
. _ 1 1 1 1 3
Hispanic/Latiné
TOTAL (count each 1 2 1 2 1 3
person only once)
Involuntary Releases During
Separations Probationary Corrective
(Non-Probationary) Period Actions Layoffs

Males | Females | Males | Females | Males | Females Male Females

White

African American

Asian/Pacific Islander

American Indian/
Alaskan Native

Hispanic/Latiné

TOTAL (count each
person only once)
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Promotions — Into Promotions — Voluntary
Job Group: 13 New Hires Within Job Separations &
Job Group )
Group Retirements
Males | Females | Males | Females | Males | Females | Male | Females
1
White
African American
1
Asian/Pacific Islander
American Indian/
Alaskan Native
. . . 1
Hispanic/Latiné
TOTAL (count each 2 1
person only once)
Involuntary Releases During
Separations Probationary Corrective
(Non-Probationary) Period Actions Layoffs

Males | Females | Males | Females | Males | Females Male Females

White

African American

Asian/Pacific Islander

American Indian/
Alaskan Native

Hispanic/Latiné

TOTAL (count each
person only once)

10
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Promotions — Into | P romotions — Voluntary
Job Group: 17 New Hires Within Job Separations &
Job Group )
Group Retirements
Males | Females | Males | Females | Males | Females | Male | Females
1
White
African American
Asian/Pacific Islander
American Indian/
Alaskan Native
. : . 1
Hispanic/Latiné
TOTAL (count each 1 1
person only once)
Involuntary Releases During
Separations Probationary Corrective
(Non-Probationary) Period Actions Layoffs

Males | Females | Males | Females | Males | Females Male Females

White

African American

Asian/Pacific Islander

American Indian/
Alaskan Native

Hispanic/Latiné

TOTAL (count each
person only once)

11
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Personnel Activity (Previous Plan Year)

Promotions — Into Promotions — Voluntary
Job Group: 02 New Hires Within Job Separations &
Job Group )
Group Retirements
Males | Females | Males | Females | Males | Females | Male | Females
White
African American
1
Asian/Pacific Islander
American Indian/
Alaskan Native
o 1
Hispanic/Latiné
TOTAL (count each 2
person only once)
Involuntary Releases During
Separations Probationary Corrective
(Non-Probationary) Period Actions Layoffs

Males | Females | Males | Females | Males | Females Male Females

White

African American

Asian/Pacific Islander

American Indian/
Alaskan Native

Hispanic/Latiné

TOTAL (count each
person only once)

12
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Job Group: 03 S Promotions — Voluntary
Professionals- New Hires Prog:)%t'g?,sou Into Within Job Terminations &
Administration b Group Retirements
Males | Females | Males | Females | Males | Females Male Females
_ 1 3 1
White
African American
1
Asian/Pacific Islander
American Indian/
Alaskan Native
) _ 4 1 3
Hispanic
TOTAL (count each 2 7 2 3
person only once)
Involuntary Releases During
Terminations Probationary Corrective
(Non-Probationary) Period Actions Layoffs
Males | Females | Males | Females | Males | Females Male Females

White

African American

Asian/Pacific Islander

American Indian/
Alaskan Native

Hispanic

TOTAL (count each
person only once)

13
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Job Group: 13 S Promotions — Voluntary
Professionals- New Hires Promotions — Into Within Job Terminations &
. Job Group .
Technicians 11 Group Retirements

Males | Females | Males | Females | Males | Females Male Females

White

African American

Asian/Pacific Islander

American Indian/
Alaskan Native

. . 1
Hispanic
TOTAL (count each 1
person only once)
Involuntary Releases During
Terminations Probationary Corrective
(Non-Probationary) Period Actions Layoffs

Males | Females | Males | Females | Males | Females Male Females

White

African American

Asian/Pacific Islander

American Indian/
Alaskan Native

Hispanic

TOTAL (count each
person only once)

14
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) . Promotions — Voluntary
Job Group: 17 New Hires Promotions - Into Within Job Terminations &
Office Clerical Il Job Group .
Group Retirements

Males | Females | Males | Females | Males | Females Male Females

White

African American

Asian/Pacific Islander

American Indian/
Alaskan Native

. : 1 1 2
Hispanic
TOTAL (count each 1 1 2
person only once)
Involuntary Releases During
Terminations Probationary Corrective
(Non-Probationary) Period Actions Layoffs

Males | Females | Males | Females | Males | Females Male Females

White

African American

Asian/Pacific Islander

American Indian/
Alaskan Native

Hispanic

TOTAL (count each
person only once)

15
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) . Promotions — Voluntary
Job Group: 18 New Hires Promotions — Into Within Job Terminations &
Office Clerical | Job Group .
Group Retirements

Males | Females | Males | Females | Males | Females Male Females

White

African American

Asian/Pacific Islander

American Indian/
Alaskan Native

. 1
Hispanic
TOTAL (count each 1
person only once)
Involuntary Releases During
Terminations Probationary Corrective
(Non-Probationary) Period Actions Layoffs

Males | Females | Males | Females | Males | Females Male Females

White

African American

Asian/Pacific Islander

American Indian/
Alaskan Native

Hispanic

TOTAL (count each
person only once)

16
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Section 5

Recruitment — Data (Current Plan Year)
(Please include information for each underutilized job group. Please include information about the
department’s challenges in recruiting a diverse and qualified applicant pool.)

Job
Group:

Applicants

Applicants
Who Met
Minimum
Quialifications
(Initial
Screening)

Applicants
Placed on
Eligible List

Applicants
Interviewed

Applicant
Hired
for the
Position

Males | Females

Males | Females

Males | Females

Males Females

Males | Females

White

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

Job Group:

Application
Screeners
(SMEs)

Interview/Oral

Board Panelists

Targeted outreach locations that received the
job announcement and discuss any challenges

Males | Females

Males Females

White

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

17
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Recruitment — Data (Previous Plan Year)
(Please include information for each underutilized job group. Please include information about the
department’s challenges in recruiting a diverse and qualified applicant pool.)

Job
Group: 03
Auditor-
Controller
Analyst |

Applicants

Applicants
Who Met
Minimum
Quialifications
(Initial
Screening)

Applicants
Placed on
Eligible List

Applicants
Interviewed

Applicant
Hired
for the
Position

Males | Females

Males | Females

Males | Females

Males Females

Males | Females

White

3 3

1 3

1 3

1 1

African
American

1

1

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic

TOTAL
(count each
person once

only)

10 14

Job
Group:03
Auditor-
Controller
Analyst |

Application
Screeners
(SMEs)

Interview/Oral
Board Panelists

Targeted outreach locations that received the
job announcement and discuss any challenges

Males | Females

Males Females

White

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

18
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Job
Group: 03
Accountant
Auditor 111

Batch 6

Applicants

Applicants
Who Met
Minimum
Quialifications
(Initial
Screening)

Applicants
Placed on
Eligible List

Applicants
Interviewed

Applicant
Hired
for the
Position

Males | Females

Males | Females

Males | Females

Males Females

Males | Females

White

2

2

2

1

1

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

03
Accountant
Auditor 111

Batch 6

Job Group:

Application
Screeners
(SMEs)

Interview/Oral
Board Panelists

Targeted outreach locations that received the
job announcement and discuss any challenges

Males | Females

Males Females

White

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

19
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Job
Group: 03
Accountant
Auditor 111

Batch 7

Applicants

Applicants
Who Met
Minimum
Quialifications
(Initial
Screening)

Applicants
Placed on
Eligible List

Applicants
Interviewed

Applicant
Hired
for the
Position

Males | Females

Males | Females

Males | Females

Males Females

Males | Females

White

2 4

1 1

1 1

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

Job Group:

03 Accountant
Auditor 111
Batch 7

Application
Screeners
(SMEs)

Interview/Oral
Board Panelists

Targeted outreach locations that received the
job announcement and discuss any challenges

Males | Females

Males Females

White

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

Two Hispanic female candidates were selected.
One declined the offer.

20
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Job
Group: 03
Accountant
Auditor 111

Batch 8

Applicants

Applicants
Who Met
Minimum
Quialifications
(Initial
Screening)

Applicants
Placed on
Eligible List

Applicants
Interviewed

Applicant
Hired
for the
Position

Males

Females

Males | Females

Males | Females

Males Females

Males | Females

White

1

1

1

1

African
American

1

1

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

Job Group:

03 Accountant
Auditor 111
Batch 8

Application
Screeners
(SMEs)

Interview/Oral
Board Panelists

Targeted outreach locations that received the
job announcement and discuss any challenges

Males | Females

Males Females

White

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

21
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Job
Group: 03
Accountant
Auditor 111

Batch 9

Applicants

Applicants
Who Met
Minimum
Quialifications
(Initial
Screening)

Applicants
Placed on
Eligible List

Applicants
Interviewed

Applicant
Hired
for the
Position

Males | Females

Males | Females

Males | Females

Males Females

Males | Females

White

2 2

1 2

1 2

1 1

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

Job Group:

03 Accountant
Auditor 111
Batch 9

Application
Screeners
(SMEs)

Interview/Oral
Board Panelists

Targeted outreach locations that received the
job announcement and discuss any challenges

Males | Females

Males Females

White

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

22
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Job

Group: 03

ERP Business

Analyst Batch
3

Applicants

Applicants
Who Met
Minimum
Quialifications
(Initial
Screening)

Applicants
Placed on
Eligible List

Applicants
Interviewed

Applicant
Hired
for the
Position

Males | Females

Males | Females

Males | Females

Males Females

Males | Females

White

10 4

3 3

3 3

1

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once
only)

23 14

Job Group:

03
ERP Business
Analyst Batch
3

Application
Screeners
(SMEs)

Interview/Oral
Board Panelists

Targeted outreach locations that received the
job announcement and discuss any challenges

Males | Females

Males Females

White

1

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once
only)

23
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Job

Group: 03
ERP Business
Analyst
Batch 4

Applicants

Applicants
Who Met
Minimum
Quialifications
(Initial
Screening)

Applicants
Placed on
Eligible List

Applicants
Interviewed

Applicant
Hired
for the
Position

Males | Females

Males | Females

Males | Females

Males Females

Males | Females

White

5 2

2 1

2 1

1 1

1

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

19 12

Job Group:

03 ERP
Business
Analyst Batch
4

Application
Screeners
(SMEs)

Interview/Oral
Board Panelists

Targeted outreach locations that received the
job announcement and discuss any challenges

Males | Females

Males Females

White

1

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

24
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Job

Group: 03
ERP Business
Analyst
Batch 5

Applicants

Applicants
Who Met
Minimum
Quialifications
(Initial
Screening)

Applicants
Placed on
Eligible List

Applicants
Interviewed

Applicant
Hired
for the
Position

Males | Females

Males | Females

Males | Females

Males Females

Males | Females

White

3

3

African
American

1

1

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

18 5

Job Group

. 03 ERP
Business
Analyst Batch
5

Application
Screeners
(SMEs)

Interview/Oral
Board Panelists

Targeted outreach locations that received the
job announcement and discuss any challenges

Males | Females

Males Females

White

1

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

25
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Job

Group: 03
ERP Business
Analyst
Batch 6

Applicants

Applicants
Who Met
Minimum
Quialifications
(Initial
Screening)

Applicants
Placed on
Eligible List

Applicants
Interviewed

Applicant
Hired
for the
Position

Males | Females

Males | Females

Males | Females

Males Females

Males | Females

White

3

3

African
American

1

1

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)

18 5

03
ERP Business
Analyst
Batch 6

Job Group:

Application
Screeners
(SMEs)

Interview/Oral
Board Panelists

Targeted outreach locations that received the
job announcement and discuss any challenges

Males | Females

Males Females

White

African
American

Asian/Pacific
Islander

American
Indian/
Alaskan
Native

Hispanic/Latiné

TOTAL
(count each
person once

only)
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Section 6

Action-Oriented Programs

(Under the County’s Equal Opportunity Plan
Chapter 5: Designation of Responsibility)

Recruitment

What collaborative relationships has your department established with community groups
and stakeholders? How have these relationships supported the department’s recruitment
efforts? How many selective certification waivers did your department request last year?
How many were granted and why?

Auditor-Controller HR Analyst consults with the Civil Rights Office
and Human Resources Department as needed.

Use of the Talent Acquisition Database to notify community organizations and
Equal Opportunity Commission members of new recruitments.

Development of recruiting avenues to reach qualified minority and/or female
applicants to include regional, statewide, and national advertising, social
media, professional organization websites, community organizations,
governmental agencies, and attendance at job fairs and career day events when
appropriate.

Contact Equal Opportunity Commission members to request help in finding subject
matter experts to assist with recruitment efforts when needed.

In 2024, no selective certification waivers were requested.

Attendance at the All-Department County Job Fair held at Hartnell College on October
9, 2024.

Hiring

What selection criteria does the department use in the fit interview?

Questions addressing leadership, management, and communication style are included
in the final selection interview to assist the selection panel in determining the fit of a
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candidate. The questions are reviewed and revised by the hiring manager before every
final selection interview.

A writing exercise has been implemented as part of the final selection process for
management and supervisory positions. The hiring manager selects the writing
exercise topic which is used to review the candidate’s writing style but can also help
determine a good “fit”.

Reference check questions are asked regarding the selected candidate’s work habits
and performance to include the ability to cooperate with others and attitude towards
others while on the job.

How does your department ensure diversity on panels of screeners and interviewer
panelists?

The department HR Analyst uses a combination of internal and external subject
matter experts (SME’s). When using external SME’s, the Analyst may consult with
HR from other agencies for SME recommendations to ensure panel diversity.

What training or information is given to screeners and interview panelists to help
minimize bias in decision-making?

The HR Analyst briefs screeners and final selection interview panel members by
providing detailed instructions. Application materials are blind screened and
identified with an ID number. Panel members are to notify the analyst if any of the
applicants/candidates are known, and they cannot screen without bias.

When multiple internal candidates are interviewing for a position, the HR Analyst
may participate as an observer and take notes to minimize any potential bias from the
panel.

Promotions

What processes, procedures, or systems have been implemented in your department to
support protected groups moving into senior job classifications beyond regular career
progression (e.g., training, leadership development, mentoring, etc.)? How effective have
these initiatives been in supporting promotional opportunities for women and people of
color?
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 Provide training opportunities for staff to meet Continuing Professional Education
(CPE) requirements through Becker CPE subscription and Association of
Government Accountants (AGA) webinars.

« External workshops/trainings/seminars to ensure employee progression and
professional development.

« Continued support of employees wishing to further their job-related educational
goals by granting requests for flexible and alternate work schedules when feasible.

« Coaching/mentoring of employees for progression and professional development to
include CPA and other job-related licensing.

« Provide training on all aspects of accounting practices and procedures, customer
service, and leadership through Becker webinars. Specific webinars are
recommended by supervisors in performance evaluations to assist and support
professional development.

* Encourage the use of the County’s Leadership Learning Exchange for online training
of career development topics.

« Subscription to Accounting Research Manager to gain access to a database of
accounting, auditing, SEC, and governmental authoritative literature and interpretive
guidance.

« Recommend Accounting Fundamentals course offered by Alliance Career Training
Solutions (ACTS).

 Auvailability of online job-related publications and journals

« HR Analyst reviews diversity of feeder groups for potential promotional only
recruitments.

During 2024, the Auditor-Controller promoted two Hispanic females and one White
female within Job Group 3, and one Hispanic female within Job Group 17.

How does your department utilize performance evaluations to assess employees’
commitment to building a diverse and inclusive workforce? How is this commitment
considered when considering employees for promotional opportunities?
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The completion of performance evaluations is a priority in which the categories of
Teamwork and Leadership are assessed along with technical skills. The Auditor-
Controller implemented an additional review in the performance evaluation process.
The supervisor/manager of the supervisor completing the evaluation, reviews the
evaluation. The purpose of this review is to make upper-level management aware of
employee performance and allows for additional suggestions for employee
development. Managers recommend webinars and other online training resources
within the performance evaluation to assist and encourage employee development.
Once the evaluation is completed, it is sent to HR for a final review.

The Auditor-Controller continues to schedule manager/supervisor meetings throughout
the year for the purpose of discussing the preparation and importance of performance
evaluations. Meetings are also held by division to allow discussion and participation by
the attendees within a smaller group. The Auditor-Controller continues to encourage
training for the professional development of staff at all levels.

Retention and Inclusion

What data collection procedures/tools have you implemented to track the turnover rate for
protected groups?

Reports MC-HRM-EO-0003 and MC-HRM-PERS-0001

What does the data show regarding turnover rates of protected groups compared to your
department’s general population?

During 2024, there were two retirements and one resignation in Job Group 03 by
minority employees. One of the vacancies was filled by a minority female. A
recruitment is currently open to address the remaining vacancies.

In Job Group 17, there was one resignation by a minority employee. This vacancy has
been filled an Asian female.

Based on the data collected, what are the negative and positive trends you have found, and
how will you act on them?

Recruitment continues to be difficult for the Auditor-Controller’s Office as it is
Countywide. Twelve positions (backfills) were added to the Auditor-Controller budget
on July 1, 2023, to manage operations while existing management staff participate in
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the ERP System Project. Six of these backfill positions remain vacant in comparison to
nine vacancies in 2023. In 2024, three vacant ERP backfill positions were all filled by
minority females.

With new responsibilities and increases in workload, employees remain motivated to
learn and grow. The Auditor-Controller continues to review and grant requests for
flexible, alternate, and hybrid teleworking schedules while taking into consideration
both employee performance and business needs. Teleworking continues to be

successful because managers and supervisors effectively monitor and provide support
to their staff.

The Auditor-Controller’s Office utilization numbers of minorities exceed availability
in all job groups.

What steps has the department taken to ensure lactation accommodations for all its
employees?

The office adheres to the County Lactation in the Workplace policy. All new
employees receive this policy during their orientation. Employees who return from
family leave are provided information regarding lactation accommodations, which are
available on the first floor of the Government Center. In addition, the Auditor-
Controller has been generous with allowing hybrid work schedules based on
performance and business needs.

What is the department’s practice when an employee requests an accommodation?

The HR Analyst, as the Departmental Reasonable Accommodation Coordinator,

responds to requests for accommodation and collaborates with the employee through
the interactive process

Does the department conduct exit interviews? If so, what do you do with the answers to
promote diversity and inclusion? If not, what alternative methods do you use to collect
information regarding reasons for separation?

The HR Analyst conducts exit interviews. The information is shared with the Auditor-
Controller and depending on the type of feedback, may be shared with others on the
Executive Management Team. The feedback from exit interviews has been mostly
positive.
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What has been the greatest success/es regarding inclusiveness in your department?

» The ability to provide training and mentorship to prepare employees for competitive
promotional opportunities. During 2024, there were four promotions of female
candidates, three of which were minorities.

» The Auditor-Controller’s Office utilization numbers of minorities exceed availability
in all job groups.

What opportunities for improvement have you found, and how will you address them?

The Auditor-Controller’s Office has vacancies that will provide additional
opportunities for increased inclusiveness. In the FY 2025-26 budget, the Auditor-
Controller has requested the reallocation of a vacant position to a lower-level position.
Recruiting at lower levels can lead to a greater number of qualified applicants. The
selected candidate will receive training and mentoring by Auditor-Controller staff to
prepare them for future promotional opportunities.

The recently vacated Assistant Auditor-Controller position offers an opportunity for
hiring staff of color at the executive level, Job Group 01 — Management. The Assistant
Auditor-Controller is the only position in this category in the Auditor-Controller’s
Office.

32



Docusign Envelope ID: 6F2B5013-080D-4322-BB2A-2A111BA3E230

Section 7

Accomplishments and Resource Needs

Please highlight your department’s successes in achieving a diverse workforce in this
section. Describe your department’s assessment of resource needs from the Civil Rights
Office. Please share any suggestions and recommendations for improvement you can offer
regarding current policies and procedures. Feel free to use examples or specify by job

group.

Please include your department’s current compliance rates with the required training from
the Civil Rights Office. All employees must complete the Harassment and Discrimination
Prevention Training and the Civil Rights Training every two years.

# of
Harassment & Total Employees Percentage of
Discrimination Number of who Employees Completed
Prevention Training Employees | Completed Training
Training
Supervisors/Managers 30 28 93%
Employees (non- 18 16 89%
supervisor/non-manager)
Totals 48 44 92%
# of
Total Employees Percentage of
Civil Rights Training Number of who Employees Completed
Employees | Completed Training
Training
Supervisors/Managers 30 23 77%
Employees (non- 18 10 56%
supervisor/non-manager)
Totals 48 33 69%
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Section 8

Follow-Up Requested by the Commission

Please discuss any follow-up requested by the Commission during past years’ presentations
on the Departmental Equal Opportunity Plan in this section. Follow-up may occur via action,
memorandum, or additional presentation to the Commission.

34



Docusign Envelope ID: 6F2B5013-080D-4322-BB2A-2A111BA3E230

Section 9
Title VI of the Civil Rights Act Implementation*
Implementation Completion
Notes (explain how Date
your department Completed (incI:Jctlg acctluill
; fulfilled or plans to completion dates
Requirement fulfill this reql?Jirement. (Y/N) anl?j expected
Also include outcomes completion dates
of the implementation if for requirements
applicable) not yet completed)
Title VI notice at Y
public counters
Internal process to HR Analyst is Y
forward notified and forwards
discrimination to Civil Rights
complaints to Civil Office.
Rights Office
General Nonstandard NA
contracts include a
nondiscrimination
clause
Data is collected on NA
the ethnicity and
language of the
people served
Departmental NA
language assessment
completed
Vital documents NA
translated into
Spanish
Website — minimize | PDFs on department | N April 2026
Language |PDFs. When using website are under
Access PDFs, include a review.
Spanish version
Procedures and NA
budget for the use of
interpretation and
translation services
Communication NA
services for people
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who are deaf or hard
of hearing

Public voicemails in
English and Spanish

Public counters: NA
language charts

available

Public counters: all NA

signage in English
and Spanish

Public counters:
procedures to have
bilingual staff
available

Most visitors to the
Auditor-Controller’s
Office are employees
of other County
departments.
However, there are
bilingual staff
available to assist
members of the
public if needed.

Community
Engagement

Projects, programs,
policies, and services
reflect County
stakeholders and are
sensitive to diverse
demographic
backgrounds

NA

Analyzed potential
disproportionate
adverse human health
or environmental
effects on
communities of color,
tribal communities, or
others
underrepresented in
the public process

NA

Considerations taken
to ensure equitable
engagement

NA
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Key community NA
engagement contacts
established

Do you have a NA

process for accessing
language
interpretation or
translation service
providers for public
events or community
engagements?

* The County’s Title VI of the Civil Rights Act Implementation Plan includes a general overview of how the County of Monterey will
comply with requirements pertaining to Title VI of the Civil Right Act of 1964. Learn about the County’s Title VI Plan by visiting the CRO’s

website.
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