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Each year the City of Plano (COP) reports the status of diversity within its workforce as compared to the Collin County Civilian 
Labor Force (CCCLF).  We realize equal access to information is an important part of ensuring equal access for employment 
to everyone.   Therefore the City of Plano diversity report provides an opportunity to review progress towards achieving a 
more diverse workforce.   

EXECUTIVE SUMMARY 

During the 2008-09 AAP year Plano’s workforce consisted of thirty-two (32%) females.  This figure is twelve (12%) percentage 
points lower than the female representation reflected in CCCLF where females make up forty-four (44%) of the labor market 
and is one(1) percentage point less than last year.  One factor that may contribute to the under representation of females in 
our work force is that many of the jobs fall within professions that have traditionally been considered as male dominated fields, 
such as firefighter, police officer, equipment operator, maintenance workers,  etc. 

During AAP 2008-09 plan year ethnic minorities made up twenty-four (24%) of COP’s total workforce.  This figure is two 
percentage points more when compared to the CCCLF and one percentage point more when compared to AAP 2007-08.  
Proportionately there was a small change in the ethnic demographic distribution of the COP workforce for AAP 2008-09 when 
compared to AAP 2007-08.  A review of COP workforce demographics as compared to CCCLF reflects that COP’s workforce 
is five percentage points (5%) more for Blacks (B), three percentage points (3%) more for Hispanics, (H) and approximately 
one (1) percentage point more for American Indians/Native Americans (AIN). Representation of Asians (A) in the COP 
workforce remains at two percent (2%) which is four (4) percentage points lower than the CCCLF which is six percent (6%). 
One factor that may contribute to the underutilization of Asians in the City of Plano’s workforce is the documented, historical 
tendency of Asian Americans to pursue college studies and careers in the areas of finance, engineering, law, and medicine.  
Historically, fewer Asian Americans have chosen non-executive areas of municipal government as careers.  In fact, 
documented trends do not indicate governmental careers have been priority choices, although there are indications that this 
may be changing.   

ENTITY Total % White % Ethnic/Racial 
Minority 

Data Provided in % 

Black Hispanic Asian Native Am Other 

Collin County CLF# 275,190 78.00 22.00 5.00 9.00 6.00 0.05 1.50 

COP FT Workforce 09-30-09 2,032 76.00 24.00 10.00 12.00 2.00 1.00 0.00 

COP FT Workforce 09-30-08 2,073 77.00 23.00 9.00 11.00 2.00 1.00 0.00 

COP FT Workforce 09-30-07 2,040 77.00 23.00 9.00 11.00 2.00 1.00 0.00 

COP FT Workforce 09-30-06 2,001 78.00 22.00 9.00 11.00 2.00 1.00 0.00 

 

A three year analysis (AAP-06-09) of the COP workforce as compared to the CCCLF by EEO category reflects the following: 

PROFILE of CURRENT WORKFORCE 

Officials/Administrators: CCCLF reflects that ethnic minorities represent 15% of this category as compared to COP 
representation of 16%, 15%, and 16% respectively for each plan year.   Females represent 33% of the CCCLF as compared 
to COP workforce which reflects 39%, 40%, and 46% respectively for each plan year. Representation of both ethnic minorities 
and females fall within range.   

Professionals: CCCLF reflects that ethnic minorities represent 23% of this category as compared to COP representation of 
15%, 16%, and 19% respectively.  Females represent 46% of the CCCLF as compared to COP workforce which reflects 49%, 
48%, and 48% respectively for each plan year.  There has been a steady increase of ethnic minorities each year as reflected 
most recently with a three percentage point increase in AP 08-09 when compared to the previous AAP year.   



Technicians/Professionals: CCCLF reflects that ethnic minorities represent 22% of this category as compared to COP 
representation of 24%, 25%, and 27% respectively for each plan year.  Females represent 50% of the CCCLF as compared to 
COP workforce which reflects 29%, 27%, and 31% respectively for each plan year.   

Protective Service:  CCCLF reflects that ethnic minorities represent 24% of this category as compared to COP representation 
which reflects fourteen percent (14%) each AAP year.  Females represent 14% of the CCCLF force as compared to COP 
workforce which reflects 10%, 9%, and 8% respectively for each year.  There is under representation of ethnic minorities and 
females in this category. 

Office/Clerical

Skilled Craft: CCCLF reflects that ethnic minorities represent 28% of this category as compared to COP representation which 
reflects 40%, 40%, and 39% respectively for each plan year.   Females represent 9% of the CCCLF force as compared to 
COP workforce which reflects 1%, 1%, and 1% respectively for each year.  There is under representation of females in this 
category. 

: CCCLF reflects that ethnic minorities represent 18% of this category as compared to COP representation of 
23%, 24%, and 23% respectively for each plan year.  Females represent 62% of the CCCLF as compared to COP workforce 
which reflects 90%, 85%, and 83% respectively for each plan year.  

Service Maintenance: CCCLF reflects that ethnic minorities represent 41% of this category as compared to COP 
representation which reflects 45%, 48%, and 49% respectively for each plan year.  Females represent 43% of the CCCLF 
force as compared to COP workforce which reflects 5%, 10%, and 10% respectively for each year.   

RECRUITMENT and COMMUNITY OUTREACH 

The City of Plano does not discriminate on the basis of race, color, creed, religion, sex, national origin, age, or handicap status 
and is committed to hiring the best-qualified applicants.  In late 2007, the City took its first step in moving toward an electronic 
application process.   In doing so, our accessibility to the public increased substantially.  In AAP 06-07 we received over 7,700 
applications; in AAP 07-08 we received over 16,000 applications, and in AAP 08-09 we received over 15,500.     The impact of 
this increase was not only by the number of applications received, but also by the number of applications received from both 
ethnic minorities and females.  While the City continues to place most of its recruitment through traditional methods such as 
attending job fairs, internet posting, advertising in journal and publications, the City is also involved in external activities that 
support diversity in all forms.      

 Our goals are twofold: 

1. Enhance the partnership between the City and the community; and 
2. Recruit, hire and retain a diverse group of employees representative of the community we serve without regard to one’s 

race, color, creed, national origin, religion, sex, handicap status, or any protected class. 

In addition to posting job openings on our website, our public safety departments (Police and Fire) attend job/career 
fairs sponsored by area colleges and universities. The police department also sends information advertising their civil service 
entrance exams and general employment opportunities to several colleges and universities throughout the local area as well 
as the country.  Finally, detailed information relative to both the Police and Fire Departments are posted on their respective 
websites.   

The Police Department is also involved with various civic and community organizations.  Employees also participate in 
community programs through our volunteer program (adopt an angel, coat program etc.). Additionally, various staff members 
participate in activities such as Special Olympics, blood drives, Plano Balloon Festival, career day etc. 

With regard to under representation of females and ethnic minorities, efforts to recruit, retain, and promote qualified individuals 
from under represented groups will continue to be on the forefront.   A major obstacle which many employers experience is 
that women and minorities tend to be over represented in secretarial and maintenance positions, respectively, and both 
categories tend to be underrepresented in protective service.   The following are efforts to be continued in order to address 
areas of under representation:  



1. Continue to review processes and requirements to ensure there are no artificial barriers to any group of 
individuals; 

2. Explore opportunities to promote the City of Plano as a place where careers are built; 
3. Continue to develop partnerships with civic and social organizations and community groups; 
4. Explore recruitment opportunities in those areas where members of under represented groups are present;  
5. Promote the City of Plano’s philosophy of equal employment opportunity and ensure that all employees are 

aware of our philosophy; 
6. Review representation by ethnic group  to address areas of under representation;  
7. Work with Departments to identify developments/issues in terms of the local/national applicant pools. 
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