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PREAMBLE 

Arlington County is committed to advancing a diverse, inclusive, and equitable work environment where all 

individuals feel like they belong.  Acknowledging that this goal is a shared responsibility among all 

employees, we strive to support such an environment in numerous ways starting with the County’s Equal 

Employment Policy (“EEO Policy”) as adopted by the County Board.  The EEO Policy guarantees that 

County employees and applicants for employment with the County will not be subjected to discrimination 

based on race, color, religion, sex, sexual orientation, national origin, age, disability, or marital status and is 

integral to the County’s employment practices.  Managers and supervisors must carry out the EEO policy in 

recruitment, hiring, transfers, promotions, training, disciplinary action, and other employment matters. The 

primary goal of the EEO Policy is the provision of the most efficient, effective and productive services 

possible to every part of our community. The removal of any barriers to equal opportunity in County 

government employment is vital to reach this goal.   

In addition to a policy of non-discrimination, the County actively undertakes positive measures such as 

affirmative action to ensure equal employment opportunity to members of protected classes, minorities, 

women, and people with disabilities. The County’s annual affirmative action plan (“AAP”) helps guide the 

County in those efforts. The County is committed to making efforts to increase access to higher level 

employment opportunities and in job classifications where members of protected classes are under-utilized and 

under-represented.  To do so, Departmental leaders meet with the Office of Human Rights after the AAP plan 

is published to review goals and strategies. Hiring managers also receive support related to affirmative action 

strategies, including training on the use of diverse hiring panels. 

The County also conducts special studies from time to time related to uncovering and addressing any barrier 

to equal employment opportunity.  One such recent effort was a County-wide traditional barrier analysis 

completed in 2021 by a third-party vendor.  The barrier analysis included an analysis of statistical data related 

to employment practices, a review of relevant county-wide personnel policies and practices, and the use of 

surveys and focus groups to discern potential barriers to employment opportunities. The County is in the 

process of reviewing the study’s recommendations in an effort to prioritize and implement strategies through 

a DEIB (diversity, equity, inclusion and belonging) steering committee led by the Office of Human Rights and 

the Human Resources Department.  

The County is also proud to highlight the following efforts in support of the County’s affirmative action and 

DEIB efforts. 

• In collaboration with the Human Resources Department, the Office of Human Rights updated the 

Equal Employment Opportunity Complaints chapter of the County’s Administrative Regulation in 

2021. Notable changes included clarification on sexual and non-sexual harassment, delineation of 

religious discrimination complaints and confirming the obligation on all managers to report any 

EEO-related complaints made to them to the Office of Human Rights.  

• The Office of Human Rights implemented a County-wide cross-functional Workplace 

Accommodations Group comprised of departmental HR liaisons and managers to provide guidance 

on pandemic-related accommodations issues in an effort to support the County’s policy and practice 

of supporting religious and disability-related accommodations. The work group’s success led to a 

demand for an expansion of substantive topics to include guidance related to EEO topics. The Office 

of Human Rights continued to provide targeted, customized trainings to departments based on 

investigative findings and issues of interest to departments. 
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• The County continued the successful formal mentoring programs offered by the Department of 

Human Resources, other departments and the County’s employee resource groups (ERGs).  

For the second year in a row, Arlington County implemented a RACE based model and theory of 

change put forward by the Government Alliance on Race and Equity (GARE) to advance racial 

equity in local government led by the County’s Chief Race and Equity Officer who continued efforts 

to normalize, organize and operationalize equity through the establishment of a Racial Equity Core 

Team, Department Equity Teams, and a Racial Equity Lens Process. Virtually every department in 

the County initiated a working group and efforts to implement this vision.  Efforts range from 

training on anti-racism and unconscious bias to facilitated workshops with staff to initiatives focused 

on revising vision statements and evaluating programmatic requirements.  

Despite another challenging year of the ongoing Covid pandemic, the county once again demonstrated its 

commitment to upholding a diverse, inclusive and equitable culture of which we are proud and where we will 

build subsequent successful DEIB initiatives and programs. We celebrate the diversity and inclusive culture 

of our organization and remain committed to changes necessary to continually build and retain a workforce 

that is representative of the people we are here to serve.  

 

EXECUTIVE SUMMARY 

 

This affirmative action plan (“AAP”) was voluntarily prepared as a reaffirmation of the County’s commitment 

to equal employment opportunity and affirmative action.  For the second consecutive year, the County utilized 

a third-party consultant, Hudson Mann, to generate the AAP in order to better align the County’s AAP with 

best practices. The use of terminology such as “placement goal”, “expected number”, “problem area”, 

“utilization”, “distribution”, etc., are not admissions that either minorities or women were or are subjected to 

discrimination in any way in violation of federal, state or local fair employment practice laws.   

 

In developing and implementing this plan, the County was guided by its long-standing policy of providing 

equal employment opportunity for all County applicants and employees.  Goals established by the AAP are 

not intended to be rigid, inflexible quotas that must be met, but are intended as targets that are reasonably 

attainable through good faith implementation efforts over a period of time. The use of goals must not 

discriminate against any individual or group of individuals with respect to any employment opportunity for 

which they are qualified on the grounds that they are not the beneficiaries of affirmative action themselves. 

The AAP does not sanction the discriminatory treatment of any person and was developed in strict reliance 

upon the affirmative action guidelines issued by the Equal Employment Opportunity Commission. 

 

The AAP was developed after an in-depth analysis of the County’s employment process to determine 

whether and where impediments to equal employment opportunity exist.  This analysis included evaluation 

of the following: 

 

(1) Workforce by organizational unit and job group to determine whether there exist any problems 

with utilization or distribution of minorities or women;  

 

(2) Personnel activity, including applicant flow, hires, terminations, and promotions to determine 

whether any selection disparities exist; 

 

(3) Selection, recruitment, and other personnel procedures to determine whether such processes 

result in disparities in the employment or advancement of minorities or women; and 
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(4) Other areas (e.g. review of disposition codes) that might impact the success of the affirmative 

action program. Disposition Codes are used to describe the objective reason for why an applicant 

did not progress in the hiring process such as “Hired, “Rejected-Considered-Not Interviewed,” 

“Rejected-Does Not Meet Desirable Qualifications” and others. 

 

Job groups where underutilization of minorities or women exists are identified in the “Placement Goals” 

section of this AAP.     

 

During the year, every good faith effort will be made to meet these placement goals as opportunities arise in 

recruitment, promotions, and transfers.  The County’s ultimate goal is to reach and maintain 100% utilization 

in all job groups which, if achieved, would indicate that the County’s workforce reflects the demographics of 

the areas from which the County recruits internally and externally. “Utilization” refers to the comparison of 

the workforce to “availability” which reveals the demographics of the areas from which the County recruits 

based on occupational codes. 
 

RESULTS 

 

Adverse Impact in New Hires by Job Group 

Adverse impact in selection rates of new hires for women and minorities is determined by a statistical 

analysis based on a two-standard deviation.1 It generally occurs when the rate of selection for women or 

minorities is less than 80% of the selection rate for men or non-minorities.  It is to be used as an indicator 

that further analysis of personnel practices should be undertaken to determine if barriers to EEO are the 

source of the indicated statistical results. However, an important factor that affects this analysis is the number 

of applicants who choose not to identify race and/or gender, as sharing this information is voluntary. The 

number of applicants who choose not to self-identify affects the County’s adverse impact analysis, 

potentially providing a false positive.  The type and number of unidentified applicants are annotated in 

parenthesis using the following format:  # adversely impacted/ # of unidentified.  For example, if the number 

of applicants equal to the adverse impact found had self-identified as minorities or the relevant gender, the 

adverse impact finding would be negated. Findings of adverse impact will be reviewed to determine root 

causes. 

 

1.21 (Division Chiefs and others): Males underrepresented  

(Male number impacted: 1.4, Number of Unidentified: 2) 

22    (Mid-management and professionals): Minorities were underrepesented 

(Minority number impacted: 7.8, Number of Unidentified: 95)  

34    (IT, Networking, GIS): Minorities underrepresented  

(Minority number impacted: 4.3, Number of Unidentified:14) 

913  (Police Captain, Lieutenant, Sergeant, Corporal, Officer): Minorities and males underrepresented  

(Minorities impacted: 9, Number of Unidentified:29) 

  (Males impacted: 8.4, Number of Unidentified:24) 

 

 
1 Standard two-point deviation formula: 

 

=(((54/100)*14)-((21/100)*14))/SQRT((54/100)*(1-(54/100))*14) 

= ((total availability of protected class/100)*total population of job group) –((protected class % within job group/100*total population of 

job group))/ SQRT ((total availability of protected class/100)*(1-(total availability of protected class/100))*total population of job group) 

 

 



 

 

5 

Adverse Impact in Terminations by Job Group 

Adverse impact analysis for terminations of women and minorities also utilizes a statistical analysis based 

on a two-point standard deviation from the universe of personnel activities and is performed at the job 

group level.  One factor that affects the results of this analysis is that “terminations” include both voluntary 

and involuntary separations. Areas where adverse impact is indicated should be reviewed to determine if 

terminations were voluntary or involuntary. If the number of voluntary terminations exceeds the number 

of individuals impacted, for example, then the adverse impact indicated is eliminated.  This year, the 

analysis found that the County had no Adverse Impact in Terminations. 

 

Underrepresentation in Promotions by Job Group 

The analysis found that the County had no Adverse Impact in promotions by race or gender during this 

review period. 

 

Underutilization Goals 

This analysis compares the percentages of women and minorities employed in each job group (e.g. 

demographics of current County employees/job group analysis) to the percentages of women and minorities 

determined to be available for that job group (availability analysis). The result is a comparison of the 

County’s workforce with the labor pool from which the County recruits. Underutilization exists when the 

percentage of minorities or women employed in a particular job group is less than what would reasonably be 

expected given their availability in the labor pool from which the County recruits.  

 

Arlington County Government had two underutilization goals.   

• The first goal was for Minorities in the 913 job group in the Police Department and included 

approximately 49 positions where promotions, recruitments, or other personnel actions were taken.  

The County’s incumbency of minorities at the beginning of FY 2020 was 24.93% and the availability 

in the labor pool was 34.19% and thus the County’s long-term goal. Based on data as of June 30, 

2021, the County’s percentage of movement for hiring and promotion actions for minorities was 

36.7% demonstrating progress toward meeting the long-term goal. The County exceeded that goal 

through its promotions and new hires. 

• The second goal was for females in the 610 job group which included approximately 300 employees 

in technical trades functions across departments such as mechanics, electricians, technicians, etc.   

The County’s incumbency of females in this group at the beginning of FY 2020 was 2.83% and the 

availability in the labor pool was 14.47%. The County increased its female incumbency in this job 

group to 4.2%, so while the long-term goal was not met, meaningful progress toward the goal was 

made.    

 

 

RECOMMENDATIONS 

 

The County is committed to increasing the diversity of its workforce and promoting equal employment 

opportunity for all at every level of the organization.  As such, the County will continue to undertake 

affirmative steps to hire and promote the best qualified candidates to carry out its mission while ensuring 

equal employment opportunity and striving to increase diversity in applicant pools through targeted, 

meaningful outreach.  

 

The following are among the action-oriented programs designed to attain goals and objectives.   

 

 Prioritize recommendations from the Barrier Analysis Study and create a cross-departmental 

DEIB steering committee led by the Office of Human Rights and the Office of Human 
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Resources to create and advance strategies for increased outreach to diverse applicants and to 

advance an inclusive work environment based on results from the Barrier Analysis study. 

 

 Conduct educational awareness events and/or training around the areas of employee concerns 

as revealed by Barrier Analysis findings. 

 

 Continue to regularly conduct an adverse impact analysis through the AAP to determine if 

minorities and women are applying for County workforce positions in insufficient numbers 

and continue to conduct outreach to minority and women applicants consistent with their 

availability. 

 

 Provide training and education on the AAP and AAP goals to all hiring managers on a 

regular basis. 

 

 Continue the use of diverse interview panels pursuant to guidance issued by the Office of 

Human Resources. 

 

 Continue to provide mentoring opportunities through departmental, ERG (Employee 

Resource Group) and other programs such as the Human Resource Department’s mentoring 

program. Provide training and/or opportunities for ERGs to work together. 

 

 Continue to recruit for a diverse pool of applicants through diversity recruiting events and 

provide job postings through media that targets minorities, women, and individuals with 

disabilities. 

 

 Continue to train human resources personnel in affirmative action best practices. 

 

• Develop a plan that requires all employees to take a EEO training (which includes non-

discrimination, anti-harassment, non-retaliation and accommodations aspects) within the next 

12 months and ensures ongoing refresher EEO training on a regular basis.
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RACE & SEX CODES 
 

 

1. White (not Hispanic or Latino) – A person having origins in any of the original peoples of Europe, 

North Africa, or the Middle East. 

 

2. Black or African American (not Hispanic or Latino) - A person having origins in any of the Black 

racial groups of Africa.   

 

3. Hispanic or Latino – A person of Mexican, Puerto Rican, Cuban, Central or South American, or 

other Spanish culture or origin, regardless of race. 

 

4. Asian (not Hispanic or Latino) – A person having origins in any of the original peoples of the Far 

East, Southeast Asian, or the Indian Subcontinent including, for example, Cambodia, China, India, 

Japan, Korea, Malaysia, Pakistan, the Philippine Islands, Thailand, and Vietnam. 

 

5. American Indian or Alaskan Native (not Hispanic or Latino) – A person having origins in any of 

the original peoples of North America and South America (including Central America), and who 

maintains tribal affiliation or community attachment. 

 

6. Native Hawaiian or Other Pacific Islander (not Hispanic or Latino) – A person having origins in 

any of the peoples of Hawaii, Guam, Samoa, or other Pacific Islands. 

 

7. Two or More Races – All persons who identify with more than one of the above five races. 

 

 

 

 

   

SEX CODES 

 
 

M         Male                        

 

F          Female 
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EEO-1 JOB CATEGORIES 
 

1.1 Executive/Senior Level Officials and Managers – Individuals who plan, direct and formulate policies, set strategy and 

provide the overall direction of organizations.  Example:  Assistant County Manager, Chief Environmental Officer, Chief 

Information Officer, Clerk of Circuit Court, Commissioner of the Revenue, Community Planning, Housing & Development 

Director, County Attorney, County Manager, etc.  

 

1.2 First/Mid-Level Officials and Managers – Managers other than Executive/Senior Level.  Managers who lead major 

business units implementing policies, programs, and directives of executive/senior managers through subordinate managers.  

Example:  VPs and directors; group, regional or divisional controllers; treasurers; human resources, information systems, 

marketing, and operations managers.  Those who report directly to middle managers are also included.  These individuals 

serve at functional, line of business segment or branch levels and are responsible for directing and executing day-to-day 

operational objectives.  Example:  Division Chiefs, Deputy Directors, Bureau Chiefs, Commissioners, County Attorney 

Deputy, County Auditor, etc.  

 

2. Professional – Jobs requiring bachelor or graduate degrees and/or professional certification or comparable experience. 

Example:  Accountant, AED Specialists, Assistant Comptroller, Assistant Directors, Managers & Supervisors, Control 

Systems Engineer, Construction Plans Examiners, Attorney, Human Resources, Librarian, Planners, etc. 

 

3. Technicians – Jobs requiring applied scientific skills usually obtained by post-secondary education of varying lengths. 

Example:  Applications developer, Business Systems Analysts, Database Administrator, GIS, Network Analysts, Senior 

Infrastructure Support Specialists, Senior IT Analyst, Technology Manager, Web Developer, etc.  

 

4. Sales Workers – Non-managerial activities that wholly or primarily involve direct sales. Not applicable in County 

Workforce. 

 

5. Administrative Support Workers – Jobs involving non-managerial tasks providing administrative and support assistance, 

primarily in office settings. Example:  Administrative Assistants, Administrative Specialist, AED Specialists, Assistant 

Registrar, Court Assistant, Library Assistant, Office Aide, Records Assistant, Supply Assistant, Treasury Program Specialist, 

etc.  

 

6. Craft Workers – Higher skilled occupations in construction (building trades craft workers and their formal apprentices) and 

natural resource extraction workers; jobs related to the installation, maintenance and part replacement of equipment, 

machines & tools; and some production occupations that are distinguished by the high degree of skill and precision required 

to perform them based on clearly defined task specifications.  Example:  Auto mechanic, Building Engineer, Building 

Maintenance Operations, Carpenter, Control System Technician, Digital Press Operator, Electrician, Equipment Mechanic, 

Gardener, HVAC Mechanic, Painter, Plumber, WSS Technician Trades Manager/leader, WSS Equipment Operator, etc.  

 

7. Operatives – Jobs involving operation of machines or factor-related processing equipment or operating and controlling 

equipment to facilitate the movement of people or materials. These occupations require intermediate skill level and usually 

do not require more than several months of training.  Example: Lead Trades Worker, Motorized Vehicle Operator, Trades 

workers, etc. 

 

8. Laborers and Helpers – Jobs requiring limited skills and only brief training to perform tasks that require little or no 

independent judgment.  Example:  production & construction worker helpers; vehicle & equipment cleaners; laborers; 

freight, stock & material movers; service station attendants; construction laborers; refuse & recyclable materials collectors; 

septic tank servicers; and sewer pipe cleaners. 

 

9. Service Workers – Jobs including food service, personal service, cleaning service, and protective service activities.  Skill 

may be acquired through formal training, job-related training or direct experience.  Example: 912: Fire Department; 913: 

Police Department; 914: Sheriff Department; 915; ECC Deputy Administrator, Emergency Communications, Public Safety, 

School Crossing Guard, Security; 97: DPR, Early Childhood Assistant, Park Ranger, Gymnastics Instructor, etc.
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DEFINITIONS  

 

 For the purpose of implementing the affirmative action program, the following definitions apply: 

 

 "Disability" means with respect to an individual:  (i) A physical or mental impairment that substantially 

limits one or more major life activities of such individual; (ii) A record of such impairment; or (iii) 

Being regarded as having such an impairment.  41 CFR 60-741.3 lists exceptions:  individuals currently 

engaging in the illegal use of drugs; alcoholics whose current use of alcohol prevents such individual 

from performing the essential functions of the job; or those with a contagious disease which would 

constitute a direct health threat.  The term impairment as defined in this part does not include 

homosexuality, bisexuality, transvestitism, transsexualism, pedophilia, exhibitionism, voyeurism, 

gender identity disorders not resulting from physical impairments, or other sexual behavior disorders; 

compulsive gambling, kleptomania, or  pyromania; or psychoactive substance use disorders resulting 

from current illegal use of drugs. 

 

 “Essential functions” are fundamental job duties of the employment position the individual with a 

disability holds or desires.  Reasons a job function may be considered essential include but are not 

limited to (1) the reason the position exists is to perform that function, (2) there are a limited 

number of employees available among whom the performance of that job function can be 

distributed, and/or (3) the function is so highly specialized that the incumbent in the position is 

hired for his or her expertise or ability to perform that particular function. 
 

 "Major life activities" means functions such as caring for oneself, performing manual tasks, seeing, 

hearing, eating, sleeping, walking, standing, sitting, reaching, lifting, bending, speaking, breathing, 

learning, reading, concentrating, thinking, communicating, interacting with others, and working.  

 

 “Physical or mental impairment” means (1) any physiological disorder, or condition, cosmetic 

disfigurement, or anatomical loss affecting one or more of the following body systems: neurological, 

musculoskeletal, special sense organs, respiratory (including speech organs), cardiovascular, 

reproductive, digestive, genitourinary, hemic and lymphatic, skin, and endocrine; or (2) any mental or 

psychological disorder, such as an intellectual disability (formerly termed mental retardation), organic 

brain syndrome, emotional or mental illness, and specific learning disabilities. 

 

 "Qualified individual” means an individual who satisfies the requisite skill, experience, education and 

other job-related requirements of the employment position such individual holds or desires, and who, 

with or without reasonable accommodation, can perform the essential functions of such position. 

 

 “Reasonable accommodation” means: (1) modifications to a job application process that enable a 

qualified applicant with a disability to be considered for the position such applicant desires; (2) 

modifications to the work environment or to the manner or circumstances under which the position is 

customarily performed that enable a qualified individual with a disability to perform the essential 

functions of that position; or (3) modifications that enable the employee with a disability to enjoy equal 

benefits and privileges of employment as are enjoyed by other similarly situated employees without 

disabilities.  
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 "Record of such impairment" means has a history of, or has been misclassified as having, a mental or 

physical impairment that substantially limits one or more major life activities. An individual shall be 

considered to have a record of a disability if the individual has a history of an impairment that 

substantially limited one or more major life activities when compared to most people in the general 

population, or was misclassified as having had such an impairment.  

 

 “Regarded as having such an impairment” except in the case of impairments that are both “minor” and 

“transitory”, occurs any time a prohibited action is taken against the individual because of an actual or 

perceived impairment.  Prohibited actions include but are not limited to refusal to hire, demotion, 

placement on involuntary leave, termination, exclusion for failure to meet a qualification standard, 

harassment, or denial of any other term, condition, or privilege of employment.  

 

 "Substantially limits" shall be construed broadly in favor of expansive coverage, to the maximum 

extent permitted by law.  Substantially limits is not meant to be a demanding standard and should not 

demand extensive analysis.  An impairment is substantially limiting within the meaning of this section 

if it substantially limits the ability of an individual to perform a major life activity as compared to most 

people in the general population.  
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COMPLAINT PROCEDURES 

 
 

 Any employee or applicant for employment may personally, or by an authorized representative, file a 

written complaint alleging a violation of the County’s A.R. or EEO Policy within 60 days of the alleged 

violation unless the time for filing is extended by OHR. Complaints may be submitted to the County’s 

Office of Human Rights. Employees may also file directly with the Equal Employment Opportunity 

Commission (EEOC). All employees and applicants are informed of their right to file directly with the 

EEOC. 

 

 Internal procedures exist to investigate complaints and information concerning complaint procedures 

is available to all employees. When a complaint is filed, an investigation will be conducted in a prompt, 

neutral and thorough manner.  At the completion of the investigation, if the complaint is valid, efforts 

will be made to correct any concerns raised and reasonable accommodations made, if needed.  If the 

investigation shows that the complaint is not valid, then employee filing the complaint will be so 

informed and also advised of his/her rights.  Complaints and related actions are kept confidential to the 

extent permitted by law. 

 

Complaints must generally be signed by the complainant and must contain the following information: 

 

i. Name and address (including telephone number) of the complainant; 

 

ii. Name of the individual who committed the alleged violation; 

 

iii. A description of the act or acts considered to be a violation, including relevant dates (in the case 

of an alleged continuing violation, the earliest and most recent date that the alleged violation 

occurred should be stated); and 

 

iv. Other relevant information available to assist in the investigation and resolution of the complaint. 
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CONCLUSION 

 

 While recognizing that there are always opportunities for improvement, the demographics of the 

County workforce show a strong presence of equal opportunity, diversity, and inclusion.   The 

initiatives undertaken by the County reflect a commitment to ensuring diversity and inclusion. For 

example, the County workforce currently provides employees with the opportunity to participate in 

eight Employee Resource Groups (ERGs) and various mentoring programs, including those led by 

members of the executive leadership team, HR, and ERGs. Additionally, the County is currently 

reviewing the results and recommendations of a traditional barrier analysis study conducted by an 

expert consultant and is creating an action plan to implement greater diversity and inclusion 

strategies based on the study’s recommendations. This AAP itself reflects the County’s continuous 

reevaluation of its affirmative action, diversity and inclusion strategies in an effort to ensure the 

County workforce has in place robust policies and practices.   

 

 


