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O r sanizatio n al P rofile

Our Mission:

Leading Tennessee Home by creating safe, sound, affordable housing opportunities

Our History:

The Tennessee Housing Development Agency (THDA) is a State agency that was established by
the Tennessee General Assembly in 1973 (TCA 13-23-120): "In order to promote the production of
more affordable new housing units for very low, low and moderate income individuals and families
in the state, to promote the preservation and rehabilitation of existing housing units for such
persons, and to bring greater stability to the residential construction industry and related industries
so as to assure a steady flow of production of new housing units. . . "

Our Goals:

Identified as one of the basic human needs, housing has profound impacts, both social and
economic, on individuals and communities. Safe, sound, affordable housing is essential to a healthy
household, educational achievement, successful employment, and the stability and safety of the
neighborhood. Both housing rehabilitation and the construction of new homes generate jobs and
income in the community and produce additional tax revenue.

From this understanding Tennessee Housing Development Agency was instituted in 1973. A fresh
review in 2006 developed a ne\ry vision: Every Tennessean lives in a safe, sound and affordable
home in a viable community. THDA has a broad portfolio of housing assistance programs and is
vigorously developing a network of industry and municipal partners for their delivery. Customer
Service is more than a watchword, it is a daily effort.

Our Stafft

THDA operates a central office in Nashville, Tennessee, where 83.2% of the staff work from a

single location. V/e have four (4) field offrces across Tennessee. These field offices, ranging in
size from six (6) employees to eleven (11) employees, are solely focused on administration of the
Housing Choice Vouchers and related programs: Federal programs through the Department of
Housing and Urban Development that provide rent subsidies for low income Tennesseans. As of
June 30, 2014 we had a total of thirty-two (32) field-offrce-based staff. Additionally, we have three
employees who work in the field from home-based offices, two in Knoxville and one in Memphis.

Our Policy and Commitment

THDA is firmly committed to the principle of fair and equal employment opportunities and strives
to protect the rights and opportunities of all people to seek, obtain, and hold employment without
being subjected to illegal discrimination, harassment, and retaliation in the workplace. It is

THDA's policy to provide an environment free of discrimination, retaliation, or harassment of an
individual because of that person's race, color, national origin, sex, pregnancy, age (40 and over),
religion, creed, disability, veteran's status, genetic information or any other category protected by
state and/or federal laws in the admission or access to, or treatment or employment in its programs,
services or activities.
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Vy'e continue to work towards maintaining and enhancing our diverse workforce. Vy'e continue to
create a culture that lets diversity grow, allowing us to better serve citizens of the State of
Tennessee and other key stakeholders while attracting great employees who value diversity.

I)esisnation of Responsibilities

For effective administration and positive implementation of the Equal Employment Opportunity
(EEO) Program and the Affirmative Action Plan (AAP), there shall be involvement, commitment
and support of executives, managers, supervisors and employees at all levels.

Ralph M. Perrey, Executive Director of THDA, has general oversight of our Equal Employment
Opportunityl{ffirmative Action Plan and programs, and overall responsibility for implementation
of the THDA EEO program and AAP. The Executive Director is responsible for ensuring that
management supports and promotes high visibility of affrrmative action initiatives and the total
integration of EEO concepts into all facets of personnel and program management. If there are any
allegations of illegal discrimination, harassment, or retaliation under Federal or State laws involving
internal THDA staff, the Executive Director designates the investigator or investigative team to
handle the investigation.

Donna Duarte, Director of Civil Rights Compliance and Multi-Family Advisor, serves as our Title
VI Coordinator. Title VI of the Civil Rights Act of 1964 prohibits exclusion from participation in,
denial of benefits of and discrimination under federally assisted programs on grounds of race, color
or national origin. The intent of the law is to ensure that all persons, regardless of race, color or
national origin, are afforded the opportunity to participate in federally funded programs.

Gathelyn Oliver, Director of Internal Audit, and her Internal Audit staff have responsibility to
conduct Title VI investigations. They may conduct other investigations related to discrimination
harassment, andlor retaliation if so designated by the Executive Director.

Cathy Salazar, Director of Human Resources, and the THDA Human Resources staff have
responsibility for coordinating outreach recruitment efforts for qualified protected class candidates;
monitoring hiring/promotions/demotions/transfers/terminations; ensuring employees are not
disciplined in a discriminatory manner; providing career counseling and guidance for employees;
assisting executives, managers and supervisors in arriving at solutions to problems; and
coordinating employee-related diversity initiatives and activities, including diversity training.
Additionally, any job applicant or employee with a disability who needs an accommodation in order
to perform the essential functions of his/her job will make an accommodation request to the
Director of Human Resources or her designee, as explained in THDA's Americans With
Disabilities Act (ADA) policy.

Annette Rader, Senior Human Resources Advisor, has been assigned overall responsibility for
development, implementation, dissemination and monitoring of our AAP and is responsible for
reporting activities and progress to THDA's Executive Director.

Each executive, manager and supervisor will be held accountable for implementing the Equal
Employment Opportunity and Affrrmative Action policies and goals, particularly as they relate to
hislher area of responsibility. Executives, managers and supervisors will assist in the identification
of problem areas and resolution of these problems as appropriate.
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Policy Dissemination

Copies of the Equal Employment Opportunity/Affirmative Action Plan will be forwarded to the
Executive Director and the Director of Human Resources annually.

The AAP will be available for review by any employee or other individual upon request to the
Executive Director or the Director of Human Resources. Additionally, the plan will be posted on
THDA's intranet and internet sites. Agency staff will be advised of their EEO/AA responsibilities
through staff meetings and training. EEO/AA policies will be discussed with newly hired
employees during their initial orientations to THDA.

Equal Employment Opportunity/Affrrmative Action policy statements will be displayed in all
THDA facilities, in accordance with State and Federal law.

Each member of THDA's Board of Directors will be given a copy of the updated AAP annually

Advertisements and position announcements will bear the following statement regarding EEO/AA
"THDA is an equal opportunity, equal access, affirmative action employer."

Internal Auditine and Reportins System

THDA's auditing and reporting system is designed to:

o Determine the current composition of our workforce;
o Document human resources activities;
o Identify problem areas where remedial action is needed;
o Determine the degree to which THDA's AAP goals and objectives have been met;
o Measure the effectiveness of the EEO/AAP program.

The following human resources activities are reviewed on an on-going basis to ensure
nondiscrimination and equal employment opportunity for all individuals without regard to race,
color, national origin, sex, pregnancy,age (40 and over), religion, creed, disability, veteran's status,
genetic information or any other category protected by state and/or federal laws:

o Recruitment, advertising, and job application procedures;
o Hiring, promotion, transfer, demotion, upgrading, downgrading, separation;
o Rates of pay and any other forms of compensation including fringe benefits;
. Job assignments, job classifications, job descriptions;
. V/ork schedules, flextime, telecommuting, leave usage, leaves of absence;
o Training, attendance at professional meetings and conferences, workshops, seminars;
. Any other term, condition, or privilege of employment.

The following documents are maintained as components of THDA's AAP internal audit process:

Applicant flow logs showing pertinent information and actions taken for all individuals
applying for job opportunities;
Statistical data ofjob offers and hires, promotions, resignations, terminations, and layofß;a
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o Other data deemed useful in analyzing THDA's diversity and AAP

The following reporting procedures are in place:

Annual update of the AAP and dissemination to the Executive Director, Board of Directors,
Director of Human Resources, and others as outlined above.

Additional reports throughout the year as deemed appropriate.

Training and Recruitins

Every employee of THDA will attend a Respectful Worþlace training session. Newly hired
employees will be scheduled for this training as part of the orientation and on-boarding process.
Managers are required to attend a Respectful Worþlace for Managers training session.

THDA will provide its employees learning and development opportunities to enhance their
promotional qualifications. Employees will be notified of learning and training opportunities on a
routine basis, and are encouraged to self-identify opportunities, then request participation through
their managers. Selection for participation in these opportunities will be made in an objective and
non-discriminatory way.

THDA will continue to announce position vacancies on the Agency's external website
(www.thda.org) and by posting on its intranet. Depending on the position, some openings will be
advertised internally only, offering current employees the opportunity to move into new roles. The
rest will be advertised both internally and externally.

Statistical Review and Analysis - Narrative

As of June 30, 2014 THDA had a total of 208 employees. Of these, 173 worked out of our main
offrce in downtown Nashville, Tennessee. The others worked in the field as follows:

o East Tennessee Field Office (Cookeville) - 6
. Middle Tennessee Field Office (Madison) - 11

o South Central Tennessee Field Offrce (Lewisburg) - 7
o 'West 

Tennessee Field Offrce (Jackson) - 8
o Knoxville Home Based - 2
o Memphis Home Based - 1

Out total employee make-up included 153 white employees (73.6%), 5l African American
employees (24.5%), and 4 Hispanic employees (1 .9%). We had 149 females (71.6%) and 59 males
(28.4%).

Overall, as compared to Tennessee's labor force as a whole, THDA staff characteristics in the areas
of female utilization and African American utilization show strong representation in our workforce.
Challenges lie in utilization of other minority groups (Hispanic/Latino, AsiarVPacific Islander, and
Other).

Our field units show under-utilization in several areas. Field unit analyses are difficult due to the
small staff sizes (minimum of 6 and maximum of l1) and geographical locations for three of our
units in areas of the state with limitecl diversity. Additionally, there has been very little turnover in
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recent years to allow us to improve our field unit diversity through the recruitment process. There
were no recruiting activities in any Section 8 Rental Assistance field offrce between July I,2013
and June 30,2014. In fact, our field units underwent a consolidation and a Reduction in Force at
the end of December 2013.

Due to new Federal requirements, we have begun tracking statistics related to qualified Veterans
and qualified Individuals With Disabilities. The Federal govenìment has set utilization goals for
qualified Veterans at 7.2Yo of the total workforce and of each job group, and goals for Individuals
With Disabilities at 7Yo of the workforce in aggregafe and in each job group. Since we had not
previously tracked this information, we began by asking our current staff to voluntarily self identify,
using forms modeled on sample forms by the Federal Department of Labor. Approximately 70%o of
our staff did self-identify. An analysis of the results shows:

o THDA meets the Individuals With Disabilities goals for the overall agency (10.6%), and for
all but the Professional category in the EEO Category breakdown. The Professional
category shows that 4.4%o of our Professionals have been identified as Individuals V/ith
Disabilities.

o Overall agency figures for qualified Veterans shows an under-utilization in all areas.
. Only one Field Office, Middle Tennessee, shows any staff identified as qualified Veterans or

qualified Individuals rWith Disabilities. For the Middle Tennessee office, utilization in these
two categories exceeds the Federal goals.

Detailed statistical information can be found in the charts included later in this document, including
comparisons of our labor force to the general Tennessee labor force, as reported by the Tennessee
Department of Labor and V/orkforce Development.

Identification of Problem Areas

A. Applicant Flow Information
At mid-year of 2013 THDA moved from a manual recruiting system to an automated system
through a company called Taleo. The Human Resources staff member responsible for
implementation of this system was still learning the system and its capabilities when she resigned in
October, 2013. Another Human Resources staff member became responsible for recruiting and
took over the implementation. Neither of these staff members was able to fully explore the data
tracking and reporting components useful to gathering applicant flow information for analysis. As a

result, although applicant flow information can be derived from the records, this information is not
easily obtained for analysis related to affrrmative action reviews.

B. Affirmative Outreach to Minorities
A review of THDA's current staffrng patterns in relation to Tennessee Department of Labor (TN
DOL) labor force statistics from 2013 shows above average representation by females and African
Americans in THDA's overall workforce, and especially in the Nashville Metropolitan Statistical
Area (MSA). There is room for improvement in representation from Asian and Hispanic
individuals.

In our four held offrces, the following demographics are noted:
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East Tennessee (Cookeville) - No minorities, qualified veterans, qualified individuals with
disabilities, or men represented. Putnam County, where Cookeville is located, has a total
labor force of 95.1o/o white and 45.4Yo female.
West Tennessee (Jackson) -The staff is 37.5% African American and 62.5%o 'white. This
compares favorably with the Jackson MSA statistics of 260/o African American and72.lYo
white. Underutilization is shown related to other minorities (3.5% for the area workforce
are in this category). This office is also 100% female, showing an underrepresentation of
males. There are no qualified veterans or qualified individuals with disabilities.
South Central Tennessee (Lewisburg) - This office is racially diverse in relation to the
county's available workforce. It has a female representation of 85.7o/o, compared to 45o/o

female in the area workforce. There are no qualified veterans or qualified individuals with
disabilities.

Middle Tennessee (Madison) - Located in the Nashville MSA, Madison is well represented
by African Americans and females. There are no other minorities. This offrce has a30o/o
representation of qualified individuals with disabilities, and a9.l%o representation of
qualified veterans.

o

o

C. Statistical Record Keeping and Analysis
Obtaining detailed, accurate statistical EEO data from our human resources information system,
Edison, has not been possible in the past due to major discrepancies between the Edison reported
EEOC category for each position, and the correct category. THDA's Affrrmative Action Plan
Coordinator has worked with the Tennessee Department of Human Resources (DoHR) and the
Tennessee Edison staff for the past three years to try to identify the source of the coding problem.
At one point it appeared that the problem was identified and the AAP Coordinator spent
considerable time going into Edison to update datathat was allegedly causing the issue, only to find
that the updates had no effect on the reporting outcomes.

Near the end of this reporting period the coding problem appears to have been identified and is in
the process of being resolved, with the assistance of DoHR Compensation and Classification staff.
Since the incorrect information is still pulled when Edison reports are run, analysis for this
Affirmative Action Plan was made through records outside of Edison.

D. Disability and Veteran Status
As a result of a Presidential Executive Order in the spring of 2014, we are now required to track
information related to applicants and staff who are qualified Veterans and/or qualihed Individuals
With Disabilities. Since this information has not been maintained by THDA in the past, an initial
survey of current staff was done, requesting voluntary selÊidentification. Neither current Edison
profiles nor applicant flow data has yet been updated to track this information moving forward.

Action-oriented Goals

Goal 1: To improve the collection of applicant flow information, including identifïcation of
qualified veterans and qualified individuals with disabilities, and the effectiveness of various
recruitment sources.

THDA has two issues related to the collection of this information: (1) On the people side, our
recruiting staff is inexperienced in identifying and gathering information for Affirmative Action
(AA) and Equal Employment Opportunity (EEO) analysis and reporling, in part due to turnover in
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the recruiting role; and, (2) we are still leaming how best to use our automated recruiting system
and how to program it to gather the information we need. On the first issue, extra effort is being
made this year to enhance our recruiting staffs' ability to understand applicant flow information
gathering and analysis. On the second issue, key THDA Human Resources staff have conferenced
with Taleo concerning the capabilities of the system and are in the process of exploring and
utilizing additional components that will assist us in our EEO/AAP efforts.

Goal2: Improve affirmative outreach to qualified minorities, especially minorities related to
Hispanic and Asian/Pacific Islander populations, qualifïed individuals with disabilities, and
qualified veterans, with the expectation of additional hires from these groups.

THDA's Recruitment staff routinely posts positions to THDA's intranet (for internal candidates)

and intemet as well as to the appropriate Department of Labor Tennessee Career Center (Career
Center offices include special outreach to veterans). We have also developed a list of recruitment
sources that include employment-related internet sites, local newspapers, and various educational
institutions (including the predominantly African American Tennessee State University), selecting
appropriate posting venues depending on the job to be posted. The list does not include any
primarily minority-oriented sources, groups representing people with disabilities, or veteran-
oriented organizations.

The Recruitment staff will identifu additional recruitment resources that can be used for
afhrmatively reaching out to minority and veteran populations and people with disabilities, and
begin posting to these additional organizations.

Goal3: Improve statistical recordkeeping and analysis techniques.

As stated previously, computerized records in Edison concerning the appropriate EEO
category (Executives/Senior Offrcials and Managers, First/Mid-level Officials and
Managers, Professionals, and Administrative Support) for each of our positions is
inaccurate. We are working with DoHR Classification/Compensation staff to get all of this
information updated in Edison. We will continue to analyze information in Edison and the
Edison-generated EEO reports to try to bring the EEO reports in line with the appropriate
EEO categories for reporting pu{poses.

V/e will continue working with Taleo to improve the automated tracking of key applicant
demographics.

o

o

Goal 4: Improve collection and tracking of qualified Veterans and individuals with
disabilities of both applicants and employees.

o We are reviewing documentation and guidance being generated by DoHR and incorporating
these into our processes and procedures.

o Vy'e are enhancing Taleo to include the tracking of this information on applicants.
o We have completed an initial solicitation of current staff to self-identify their protected

Veteran and/or disability status, with a 70Yo response rate. 'We are setting up processes and
procedures for tracking this information, including gathering data for staff hired after the
initial solicitation was completed.
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THDA EEO/AA Statistics June 30,2014

TOTALS
o

45
45

112
208

100.0%
100.0%
100.0%
100.0%
100.0%

Male
2

14
21

22
59

33.3%
31.1%
46.7o/o

19.6%
28.4o/o

Female
4

3 1

24
90

149

66.7%
68.9%
53.3%
80.4%
71.60/o

Veteran

1

2
1

4

2.2%
4.4o/o

0.9o/o

1.9%

Disability

2
5

15
22

4.4o/o

11.1%
13.4o/o

10.6%

Other

Asian/
Pacific
lslander

Hispanic/
Latino

1

3

4

2.2%
2.6%
1.9%

Black/
African

American
2
I
8

32
51

33.3o/o

20.0o/o

17.8o/o

28.60/0

24.5o/o

White
4

36
36
77

153

66.7o/o

80.0%
80.0%
68.8%
73.6%

EEO Category - Agency Wide
1 - Executives/Sr. Officials/Mgrs.
2 - FirsUMid-Level Officials/Mgrs.
3 - Professionals
4 - Office/Admin. Support
TOTALS

1 - Executives/Sr. Officials/Mqrs.
2 - FirsUMid-Level Officials/Mgrs
3 - Professionals
4 - Office/Admin. Support
TOTALS

TOTALS
6

41

43
83

173

100.0%
100.0%
100.0%
100.0%
100.0%

Male
2

14
21

19
56

33.3%
34.1%
48.8o/o

22.9o/o

32.4o/o

Female
4

27
22
64

117

66.7o/o

65.9%
51.2%
771%
67.6%

Veteran

1

2

3

2.4%
4.7o/o

0.o%
1.7%

Disability

2
5

11

18

4.9%
11.6%
13.3%
10.4%

Other

Asian/
Pacific
lslander

Hispanic/
Latino

1

2
3

2.3o/o

2.3%
1.7%

Black/
African

American
2
I
I

25
44

33.3o/o

22.0%
18.60/o

30.1o/o

25.4%

White
4

32
34
56

126

66.7o/o

78.0%
79.1o/o

67.5%
72.8o/o

EEO Category - Central Office
1 - Executives/Sr. Officials/Mgrs
2 - FirsUMid-Level Officials/Mqrs
3 - Professionals
4 - Office/Admin. Support
TOTALS

I - Executives/Sr. Officials/Mqrs
2 - First/Mid-Level Officíals/Mgrs
3 - Professionals
4 - Office/Admin. Support
TOTALS
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TOTALS

1

5

6

100.0%

100.0%
100.0%

MaleFemale

1

5

6

100%

100%
100o/o

Veteran

None

Disability

None

Other

Asian/
Pacific

lslander
Hispanic/

Latino

Black/
African

AmericanWhite

1

5

6

100o/o

100%
100%

EEO Category - East
Tennessee Field Office

(Cookeville)
I - Executives/Sr. Officia ls/Mgrs.
2 - FirsVMid-Level Officials/Msrs.
3 - Professionals
4 - Office/Admin. Support
TOTALS

1 - Executives/Sr. Officials/Mgrs.
2 - FirsUMid-Level Officials/Msrs.
3 - Professionals
4 - Office/Admin. Support
TOTALS

TOTALS

1

7
8

100.0%

'100.0%

100.0%

MaleFemale

1

7
8

100.0%

100.0%
r00.0%

Veteran

None

Disability

None

Other

Asian/
Pacific
lslander

Hispanic/
Latino

BlacU
African

American

3
3

42.9o/o

37.5o/o

White

1

4
5

100.0%

57.1%
62.5o/o

EEO Gategory - West
Tennessee Field Office

(Jackson)
I - Executives/Sr. Officials/Mqrs.
2 - FirsUMid-Level Officials/Mqrs.
3 - Professionals
4 - Office/Admin. Support
TOTALS

1 - Executives/Sr. Officials/Mgrs.
2 - FirsUMid-Level Officials/Mqrs.
3 - Professionals
4 - Office/Admin. Support
TOTALS
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TOTALS

1

6
7

100.0%

100.0%
100.0%

Male

1

1

14.3%
14.3%

Female

1

5
b

100.0%

85.7o/o

85.7%

Veteran

None

Disability

None

Other

Asian/
Pacific

lslander
Hispanic/

Latino

1

1

16.7%
14.3%

Black/
African

American

2
2

33.3%
28.6%

White

1

3

4

100.0%

50.0%
57.1%

EEO Category - South Gentral
Tennessee Field Office

(Lewisburg)
1 - Executives/Sr. Officials/Mgrs.
2 - First/Mid-Level Officials/Mgrs.
3 - Professionals
4 - Office/Admin. Support
TOTALS

1 - Executives/Sr. Officials/Mgrs.
2 - FirsUMid-Level Officials/Mqrs.
3 - Professionals
4 - Office/Admin. Support
TOTALS

TOTALS

1

10
11

100.0%

100.0%
100.0o/o

Male

2
2

20.0%
18.2%

Female

1

I
I

100.0%

80.0%
81.8o/o

Veteran

1

1

10.0o/o

91%

Disability

3

3

30.0%
27.3o/o

Other

Asian/
Pacific
lslander

Hispanic/
Latino

Black/
African

American

2
2

20.0o/o

18.2%

White

1

8
I

100.0%

80.0%
81.8o/o

EEO Category - Middle
Tennessee Field Office

(Madison)
1 - Executives/Sr. Officials/Mqrs.
2 - First/Mid-Level Officials/Msrs
3 - Professionals
4 - Office/Admin. Support
TOTALS

'l - Executives/Sr. Officials/Mqrs
2 - FirsUMid-Level Officials/Mgrs
3 - Professionals
4 - Office/Admin. Support
TOTALS
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NOTE: Madison is in the Nashville MSA. Combined statistics are below.

TOTALS
6

42
43
93

184

100.0%
100.0%
100.0%
100.0%
100.0%

Male
2

14
21

21

58

33.3o/o

33.3%
48.8o/o

22.6%
31.5%

Female
4

28
22
72

126

66.7%
66.7o/o

51.2o/o

77.4o/o

68.5%

Veteran

1

2
1

4

2.4o/o

4.7%
1.1o/o

2.2o/o

Disability

2
5

14
21

4.8o/o

11.60/o

15.1%
11.4%

Other

Asian/
Pacific

lslander
Hispanic/

Latino

1

2
3

2.3%
2.2o/o

1.6

Black/
African

American
2
I
8

27
46

33.3o/o

21A%
18.6%
29.0%
25.0%

White
4

33
34
64

135

66.7%
78.6%
79.1o/o

68.8%
73.4%

EEO Category - Central Office
& Middle TN Field Office

Combined Statistics
1 - Executives/Sr. Officials/Mqrs
2 - FirsUMid-Level Officials/Mgrs.
3 - Professionals
4 - Office/Admin. Support
TOTALS

1 - Executives/Sr. Officials/Mqrs
2 - FirsUMid-Level Officials/Mqrs
3 - Professionals
4 - Office/Admin. Support
TOTALS

NOTE: We have two employees in Knoxville and one in Memphis working from their homes. They are included in the overall
statistics, but not othenruise separated out.
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Affirmative Action Data Supplement

Comparison of THDA Labor Force to Tennessee Labor Force

June 30r 2014

Source: Tennessee Dept. of Labor and \Morkforce Development
Employment Security Division
Affirmative Action Data Supplement. Tennessee. 2014
flsing 2013 Annual Average Labor Force Estimates



Affirmative Action Data Supplement
Gomparison of THDA Labor Force to Tennessee Labor Force, by Location
Source: TN Department of Labor, Affirmative Action Data Supplement. Tenneessee. 2014

Nashville MSA Nashville MSA Gentral Office Central Office

Nashville MSA Nashville MSA

Central Office & Central Office &
Madison Madison

Gombined Combined

Difference

0.0%
-8.1%
9.6%

-1.0%
-2.3%
-0.2o/o

24.9%

THDA o/o of
Labor Force

Overall Agency
100.0%
73.6%
24.5%

0.0%
0.0%
1.9%

71.6%

THDA Labor
Force

Overall Agency
208
153

51

0
0
4

149

Yool TN Labor
Force

Tennessee
100.0%

81.7o/o

14.9%
1.0o/o

23%
2.1%

46.7%

TN Labor Force

Tennessee
3,070,300
2,509,880

458,840
30,140
71,440
65,780

1,433,140

Total
White
BlacUAfrican American
Asian
Other Races
Hispanic/Latino (any race)
Female

0.0%
-9.2o/o

12.0o/o

-1.4o/o

-3.3%
-1.4%
21.2o/o

100.0%
72.8%
25.4%

0.0o/o

0.0o/o

1.7o/o

67.60/o

173
126
44

0
0
3

117

100.0%
82.0o/o

13¿%
1A%
3.3%
3.1o/o

46.4%

848,090
695,060
1 13,330

1 1,910
27,790
26,490

393,520

Total
White
Blacl</African American
Asian
Other Races
Hispanic/Latino (any race)
Female

0.0%
-8.6%
11.6%
-1.4%
-3.3%
-1.5%
22.1o/o

100.0%
73.4%
25.0o/o

0.0%
0.0o/o

1.6%
68.5%

184
135
46

0

0
3

126

100.0%
82.0o/o

13.4%
1.4o/o

3.3o/o

3.1o/o

46¿%

848,090
695,060
113,330

1 I ,910
27,790
26,490

393,520

Total
White
BlacUAfrican American
Asian
Other Races
Hispanic/Latino (any race)
Female
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0.ÙYo

4.9%
-1.5o/o

-1.Oo/o

-2.4%
-3.2%
54.6%

100.0%
100.0%

0.Oo/o

0.0%
0.0%
0.0%

100.0%

6
6
0
0
0
0

6

100.0%
95.1o/o

1.5o/o

1.0o/o

2.4%
3.2o/o

45.4o/o

520

35,260
33,520

370
850

1,140
16,020

Total
White
Black/African American
Asian
Other Races
Hispanic/Latino (any race)
Female

Putnam Co Putnam Gounty Cookeville Cookeville

Jackson MSA Jackson MSA Jackson Jackson

Marshall Cou Marshall Coun Lewisburg Lewisbu

Nashville MSA Nashville MSA Madison Madison

0.0%
-9.60/o

11.5%
-0.4%
-1.5%
-1.6%
51.6%

100.0%
62.5%
37.5o/o

0.0%
0.0%
0.0%

100.0%

8
5

3
0
0

0

I

100.0%
72.1%
26.0o/o

0.4o/o

1.5%
1.6%

48.4%

56,690
40,870
14,720

240
860
910

27,450

Total
White
Black/African American
Asian
Other Races
Hispanic/Latino (any race)
Female

0.0%
-33.0%
20.9%
-0.1o/o

-2.2%
11.9%
40.7o/o

100.0%
57.1o/o

28.6%
0.0%
0.0%

14.3%
85.7o/o

1

6

7
4
2
0

0

100.0%
90.1%
7.7%
0.1%
2.2o/o

2.4%
45.0%

12,410
1 1 ,180

950
10

270
300

5,580

Asian
Other Races
H ispanic/Latino (any race)
Female

Total
White
Black/African American

0.0%
-0.2o/o

4.8%
-1.4%
-3.3o/o

-3.1%
35.4%

100.0%
81.8o/o

18.2%
0.0%
0.0o/o

0.0o/o

81.8o/o

11

9
2
0
0
0
9

100.0%
82.0o/o

13.4o/o

1.4%
3.3o/o

3.1%
46.4o/o

848,090
695,060
1 13,330

1 1,910
27,790
26,490

393,520

Total
White
Black/African American
Asian
Other Races
Hispanic/Latino (anv race)
Female
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STATE OF TENNESSEE

EXECUTIVE ORDER
BY THE GOVERNOR

NO. 3

A}.{ ORDER CONCERNING NONDISCRIMINATION IN EMPI.OYMENT PRACTICES
OF TT{E

E)GCUTTVEBRANCH

WHEREAS, orie of tlæ pnncipul initiatives of this Administration is ttre rccruiunent of additional jobs

arid ttre development of a nortforcc having ttrc drcûtior\ uaining and skills n€c€ssry (i) to aüact rpw
ørployers and indr¡ce oxi*ing e¡¡rploycrs to ¡ncæssc tlreir worldorcc, and (ii) to p€rforri and carry orÍ those

æspolrsibilities in an exemplary mameq and

WHEREA$ this Adminisrat¡qr intends to sef ú exampb ¡llustrating tlrc higlrcst standards of
enrployment practices, policies and proccú¡¡cs in ordã ûo arract, traþ pornotc a¡rd ¡etain qualifìed employees

who arc performing c the hþhcst level; urd

IilHEREAS, r polrcy stþwing thst ttp Exæutive Bræh &s not d¡scrim¡M¡e orr the basis of race,

gender, color, national origin, religion, .g9 or agdn* otherwise qualified individu¿ls wiúr disabilities in
employmcnt matErs is nd urly mand¡tsd b la*, hrt it is also criticsl ûo mâ¡ntûining ûe inægrþ and tr¡st in
Staæ govemmcnt md s€üing ttr€ strrd¡¡d fø all anploye¡s in the St¡te of Temcssee, botlr pæsent and fr¡h¡re.

NOW TIIERFOR& by virO¡e of the powcr and ¡uthority vested in mc by the Tenness¡r Consitution
and the laws of the St¡þ of Tennessee, I, B¡ll tlsslam, Covcrnor of ttp Stde of Ter¡ness, do hercby decla¡e
that it is tt¡c r¡colute ard stßádfas policy of the StåtÊ of 'f€nness€s to aftord equal opportunþ ûo all citizens in
all aspocs of st¿tc governmént

This policy specifically pdribirs discrimination on üre basis of mce, gender, color, national origitt,
rcligion, age, politirnl aftiliation or again* otl¡envise qualified individr¡als with disabilities.

Thc Commissimer of Humen Rcsor¡rces is hereby dir€cted to review cu¡r€nt employment practices

and procodr¡res ûo ens¡¡p complianoe wiú this policy of nondiscrimination. In particular, thc Commissioner
of Humnn Rcsourccs a¡d the Commissioncr of t¿bc and \ilorldorce Devolopm.ent are di¡ected to t¿lte

appropriate measu¡es to emphasiiæ ttrc ¡ecruitn¡ent, taining employmeng promotiorq recopition and
retcntion of qurlifred minaitics, vct€rans, ìrornql, d¡sabld individu¡ls and older Tcnnpsseans to serve at all
levels of State government. Those responsible ín the Executive Bnnch fm employing and appointing per¡ons

to positions with bosfds, commissions, agencies and divisions of the E:recutive Bra¡rch sl¡all tate comp¡¡¡ble
sæps to comply wiúr this overriding policy of nqrdisrimin¡tion.

Thc C,ommissioner of Economic a¡rd Cornmunity Development is hereþ d¡rÞcÉd to inforn and
insür¡ct all compariies considering Teruæssec as a business loc¿tion úråt û¡s prevailing policy of
nor¡discrimination must be rcflccted in thcir crnployment pracrices and waldorces in Tennessee.

It is imperative ttnt thc wo*,force filling state positions accurately rcflest thc citizcns that ürey ærve.
The Conunissioncr of I¡bor and Workfo¡ce Development a¡rd thc Commissioner of Human Resor.rrc¿s sh¡ll



rgport period¡cslly to ûrc Depúy Govcr¡or and Chief of Staffon the stcp taken to comply with and caÍy oú
t* poii.y a¡rd directives of Ois Oder. fury ønpbyæ of the Executive Bra¡rch for¡nd in violation of thc

policy stull be subjcct to appropriUc disciplinary ætion.

This Exærtivc Order is iilÊflded anly b impmvc tlÉ inteÍial måriagÉmcnt of tt¡e Executive Branch of
tl¡s St¡æ of Tcr¡ncssoe and does not crcsto any right to adminisffiivc or judicial rcview, or any oûrcr tight or

bcr¡efit, s¡¡búsntÍvc or proccdrl'El cnforceable a¡ l¡r or equrty by E pofty sg¡¡nf üc Statc of Tcnnesssc, its

agerrcies a insûument¡l¡tics, its officers or employeeg or ony ottr,cr person. Nor does it permit a in any way

requiro ttrc lowering of ury job rcquiremørb, pe¡ørrnsrcc st¡ndards, or qualifications for positions.

A copy of this Ordc¡ strall bc placod in corspir:uors locatioru in all stÂtÊ fæilities.

Exærnivc Order No. 3 srpcrcalcs md rcscin& Exoct¡tive Order No. I 3 dâtÊd October 9, 2003 ard sny

and allothercxpcutiw adeæ urd implcnrørting diroctivcs ud menrorandaon th,e sane subject.

IN \ilITNESS WHERBOF, I h¡vc s¡¡bÉcribod my sign¡¡uc and ca¡¡scd üE C¡eat Seal of the Sate of
Tsnnesw to be affxod úris I 5th day of Juuery, 20 I l.

Bill llrrbm, C¡over¡or

Attest:

J,
Særet¡ryof


