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When it comes to workplace diversity, best practices are for 
organizations to mirror the communities in which they serve or 

consumers they sell or provide services to. The illustrations will be 
comprised of US Census’ data of the city’s resident demographics 

compared to our workforce.

City of Clearwater Demographics



City of Clearwater Demographics
Resident and Workforce

White Black
American or

Alaskan Indian
Native Hawaiian
or Other Pacific

Asian
Hispanic or

Latino
2 or More Races

Workforce 74 16 0.3 0.2 1 7 1.5

Residents 66.3 11.5 0.3 0.1 2.4 17.8 3.6

Overall, the city is doing well mirroring the ethnic 
and racial diversity of the community. However, 
the city is significantly underrepresented in the 
Hispanic/Latino community.

2016 workplace figures: White (76%); Black 
(15%); American/Alaskan Indian (.3%); Native 
Hawaiian (.1); Asian (1%); Hispanic/Latino (6%); 2 
or more (.9%) and Not specified (.2%)



City of Clearwater Demographics
Resident and Workforce
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Residents Workforce

Male Female

By having targeted DEI training and programming, we have 

increased the representation of women within our workforce 

from 30% (2016) to 32% 2020.

However, 33% of the women employed are not permanent 

employees (seasonal/variable/ESS). This would bring the 

overall women percentage down to 27% when it comes to 

FT/PT permanent positions. 



Silent (1928-1945) Boomers (1946-1964) Generation X (1965-1980) Millenials (1981-1996) Generation Z (1997-2020)

2020 1 22 34 33 10
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The median age for the city is 44 compared 
to 43 for the workforce. 

The breakdown closely aligns with the 
makeup of the US workforce. 

Workforce by Generations
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The data analyzed from here on out would be reflective of 
Permanent FT & PT employees (FY ‘19-’20). 

Employee Demographics



Employee Demographics

73%

27%

Gender Breakdown

Male Female

74%

16%

7%

Race/Ethnic Breakdown

White Black/African American

Hispanic/Latino Asian

Multi-racial American Indian

Native Hawaiian Not Listed

1%
1%

70% of Black/AA are employed in SW, PU, P&R & Engineering



White Black American or Alaskan Indian
Native Hawaiian or Other

Pacific
Asian Hispanic or Latino 2 or More Races

Female % 21 3 0 0 0 3 0

Male % 53 13 0 0 1 4 1

Overall Racial % by Gender
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Hires and Rehires vs. Applications Received
Permanent FT & PT (FY ‘19-’20)

Employee Demographics



Hires and Rehires
Permanent FT & PT (FY ‘19-’20)

74%

17%

6%

Race/Ethnic Breakdown

White Black/African American

Hispanic/Latino Asian

Multi-racial American Indian

Native Hawaiian Not Listed

1%
1%

1%

65%

35%

Gender Breakdown

Male Female



Hires and Applications Received
Gender Breakdown Comparison
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Hires % Applications Received %

Male Female

Total percentage of applications received by women and those 

hired were increases from the current workforce percentage 

(27%). 

75% of the women employed are White. Hispanic/Latino and 

Black/AA women made up 22% respectively (11% each).

61% of the female applications received were from White 

candidates. 



White Black
American or

Alaskan Indian
Native Hawaiian
or Other Pacific

Asian
Hispanic or

Latino
2 or More Races

Hires % 74 17 0 0 1 6 1

Applicants % 57 24 0 1 2 9 6

The percentages of applicants for Black/AA and 
Hispanic/Latino communities were greater than 
the percentage of the current workforce (16% and 
7%). 

The percentage of White applicants was drastically 
lower than the percentage of the current 
workforce (74%). However, the percentage of hires 
was higher than the percentage of those that 
applied, thus matching the current workforce 
percentage. 

This leads to the possibility that either the city is 
not recruiting quality diverse candidates or that 
there may be bias in the selection process. Further 
analysis is needed to identify the cause in order to 
properly strategize to implement a remedy. 

Hires and Applications Received
Race and Ethnicity Breakdown Comparison
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Promotions
Permanent FT & PT (FY ‘19-’20)

Employee Demographics



Promotions
Permanent FT & PT (FY ‘19-’20)

70%

30%

Gender Breakdown

Male Female

63%
23%

10%

Race/Ethnic Breakdown

White Black/African American

Hispanic/Latino Asian

Multi-racial American Indian

Native Hawaiian Not Listed

2%
1%

1%



Promotions
Permanent FT & PT (FY ‘19-’20)

63%
23%

10%

Race/Ethnic Breakdown

White Black/African American

Hispanic/Latino Asian

Multi-racial American Indian

Native Hawaiian Not Listed

2%
1%

1%

85% of the Black promotions were in Parks and Rec. (33%), 
Public Utilities (26%), Solid Waste (15%) and Engineering 
(15%). 

• Most of these are apprenticeships rather than 
promotions to a different/higher level position.

Black employees will continue to have limited opportunities 
for promotions if they are not properly represented 
throughout the organization. 



White Black American or Alaskan Indian
Native Hawaiian or Other

Pacific
Asian Hispanic or Latino 2 or More Races

Female % 23 3 0 0 0 4 0

Male % 41 19 1 0 1 6 3

Overall Racial % by Gender (Promotions)
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Gender, Race/Ethnicity and Generations
Permanent FT & PT (FY ‘19-’20)

Management (All Unclassified) Demographics



Management (All Unclassified)

(FY ‘19-’20)

71%

29%

Gender Breakdown

Male Female

86%

10%

Race Breakdown

White Black/African American

Hispanic/Latino Asian

Multi-racial American Indian

Native Hawaiian Not Listed

1%
1%

3%

SET 42% Female 



Silent (1928-1945) Boomers (1946-1964) Generation X (1965-1980) Millenials (1981-1996) Generation Z (1997-2020)

2020 0 38 56 6 0
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Management by Generations

(FY ‘19-’20)

Millennials are underrepresented 
compared to the makeup of city staff (33%)

65% of the Boomers are either at or within 
two years from being retirement eligible

It is important that succession planning and 
recruitment of leaders be intentional to 
incorporate diversity at all levels to better 
serve the workforce and community.
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Discipline
Permanent FT & PT (FY ‘19-’20)

Employee Demographics



Decision Making Leave (Suspensions)

Permanent FT & PT (FY ‘19-’20)

85%

15%

Gender Breakdown

Male Female

67%
25%

Race Breakdown

White Black/African American

Hispanic/Latino Asian

Multi-racial

3%
3%

3%



Decision Making Leave (Suspensions)

Permanent FT & PT (FY ‘19-’20)

67%
25%

Race Breakdown

White Black/African American

Hispanic/Latino Asian

Multi-racial

3%
3%

3%

AA/Black employees’ suspension rate is 9 percentage points 
higher than their overall representation (16%) within the 
organization.  

PU and SW accounted for 80% of the Black DMLDs citywide.



Involuntary Demotions

Permanent FT & PT (FY ‘19-’20)

29%

57%

7%

Race/Ethnic Breakdown

White Black/African American Hispanic/Latino

No women were demoted during this past FY.

While a small sample size, Black demotions came from CFR 
(Sworn), UCS, PU and SW.  
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Terminations/Turnover
Permanent FT & PT (FY ‘19-’20)

Employee Demographics



Turnover

Permanent FT & PT (FY ‘19-’20)

Women left the city by 12 percentage points higher 
compared to their overall representation (27%). The 
turnover of women was also 4 percentage points higher 
compared to the number of women hired (35%).

Parks and Rec. (24%), CPD (20%) & HR (9%) – Top 3 dept. 
turnover for women.

61% of the turnover in CPD were women (44% non-sworn)

61%
39%

Gender Breakdown

Male Female



Turnover

Permanent FT & PT (FY ‘19-’20)

Parks and Rec. (28%), Public Utilities (14%) and CPD (13%) –
Top 3 dept. for overall turnover.

Parks and Rec. (36%), Public Utilities (18%) and Solid Waste 
(18%) accounted for 72% of the turnover of Blacks.

Parks and Rec, CPD, Public Utilities and Solid Waste 
accounted for 69% of the turnover for people of color.

74%

16%

7%

Race/Ethnic Breakdown

White Black/African American

Hispanic/Latino Asian

Multi-racial

1% 3%



Failure to Complete Probation

Permanent FT & PT (FY ‘19-’20)

70%

30%

Gender Breakdown

Male Female

60%30%

10%

Race/Ethnic Breakdown

White Black/African American

Hispanic/Latino Asian

Multi-racial American Indian

Native Hawaiian Not Listed

100% of Black/AA were in P&R and SW



Violation of Rules

Permanent FT & PT (FY ‘19-’20)

86%

14%

Gender Breakdown

Male Female

57%
43%

Race/Ethnic Breakdown

White Black/African American

100% of Black/AA were in P&R and SW
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Compliance
Permanent FT & PT (FY ‘19-’20)

Equity Services
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ADA Accommodations

Requests Granted

Since 2016:
• 43% were granted 
• 23% denied
• 23% did not respond during interactive process 
• 11% either did not qualify or no longer needed

82% were Employment (Title I) 18% were Public  (Title II)
• Both may have been more but not reported by 

departments 

72% of all ADA requests came in 2020
• 43% came from IT, Library, PU and SW/GS 

ADA Accommodations 

With commencing the ADA Evaluation and Transition Plan Project: Accessibility Complaints and Requests pertaining to public 
access will increase exponentially, due to federal and state guidelines.
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EEO Complaints & Investigations

Complaints Investigations External Agency

Since 2016, we average 35 EEO related complaints 
annually citywide. 

• 18, on average, of the complaints
typically lead to investigations.

• Others may be reviewed preliminarily
and determined to not be a violation of
policy or an issue to address at the
department level.

• We do average approximately 6 cause
finding (actual EEO violations) annually.

• EEOC’s the top four discrimination
charges are Retaliation, Race, Disability
and Sex. The city’s top four are Race,
Sex, Retaliation and Disability.

Settlements: Since 2016, the city has had a total of 5 settlements, that I am aware of, related to EEO issues. The 
total of the settlements equates to roughly $205k with an average of $41k per settlement. Three of the 
settlements, which equates to approximately $180k, were EEO issues that occurred prior to my tenure and 
implemented programming. Thus, given the proper training and accountability measures, effective DEI 
programming provides for a better Return on Investment (ROI) as well as a better working environment.

EEO Activity



Equity Services Comparison
Survey sent to 40 cities representing 21 states nationwide 

• Compared based on population (100k-110k) using 2010 US
Census data)

Received information from 75% (30)
1. ADA: Areas of Responsibility

• 33%  has an ADA Coordinator (Titles I & II)
• 67% has HR handling Title I and Title II handled through

other departments
o (Public Works, Legal, Risk, City Clerk or Human

Rights)

2. DEI: Office or Initiatives
• 20% has a Diversity/Equity employee or office

o does not handle ADA
• 40% has DEI initiatives or actively working towards

them

3. EEO: Complaints and Investigations
• 10% handled by Legal
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DEI
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Survey Results



Equity Services Comparison
Survey sent to the 10 cities and counties approved as comparators for 
Clearwater.  

Received responses from 90% (9/10)
1. ADA: Areas of Responsibility

• 44%  has an actual position titled as an ADA
Coordinator/Specialist.
• 75% (3/4) only handles Title II

• 33% has HR handling both Titles I and II but split the
responsibilities to different staff or divisions.

• Only 22% of all respondents has one person handling both
Titles.

2. DEI: Office or Initiatives
• 44% has a Diversity/Equity employee or office

o 75% (3/4) handle ADA
o Median of 6 total staff

3. EEO: Complaints and Investigations
• 78% handled by HR
• 22% handled by DEI or HR Office
• Median of 3 staff total
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Survey Results



Fiscal Year 2019-2020

Department # of Termed White Black Hisp Asian

Amer. 

Indian

Native 

Haw

Multi-

racial unkown

Total 

Male White Black Hisp Asian

Amer. 

Indian 

Native 

Haw

Multi-

racial unkown

Total 

Female

GRAND 

TOTAL

Total % 

By Dept.

City Audit 1 0 1 1 1 1%

City Manager's Office 0 0 0 0 0%

CRA 0 0 0 0 0%

ED & Housing 0 0 0 0 0%

Engineering 8 4 1 5 2 1 3 8 6%

Finance 3 0 3 3 3 2%

Fire (sworn) 5 5 5 0 5 4%

Fire (non-sworn) 2 1 1 1 1 2 1%

Gas 7 3 1 1 5 2 2 7 5%

General Services 4 4 4 0 4 3%

Human Resources 5 0 5 5 5 4%

Info Technology 1 1 1 0 1 1%

Legal 0 0 0 0 0%

Library 7 2 2 3 1 1 5 7 5%

Marine & Aviation 4 3 3 1 1 4 3%

Official Records 0 0 0 0 0%

Parks & Recreation 38 18 5 1 1 25 8 3 2 13 38 28%

Planning 4 1 1 2 1 3 4 3%

Police (sworn) 7 3 1 4 3 3 7 5%

Police (non-sworn) 11 2 1 3 6 1 1 8 11 8%

Public Communications 1 1 1 0 1 1%

Public Utilities 20 13 4 1 18 2 2 20 14%

Solid Waste 5 1 3 4 1 1 5 4%

Utility Customer Svcs. 5 1 1 2 3 3 5 4%

138 61 15 4 1 0 0 3 0 84 41 7 5 0 0 0 1 0 54 138 100%

Total % Breakdown of Termed 44% 11% 3% 1% 2% 30% 5% 4% 1% 100%

Total % Breakdown of Total WF 4% 1% 0% 0% 0% 0% 0% 0% 5% 2% 0% 0% 0% 0% 0% 0% 0% 3% 8%

Total Workforce 1691

Totals include regular 

part-time and full-time 

employees only. 

FEMALEFY20 Actions & Turnover MALE
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