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ABSTRACT
Studies have shown, that a diverse workforce is a key component to organizations sustaining a
competitive advantage. As a result of changing demographics in the U.S, a diverse workforce
presents both challenges and opportunities. Using both contemporary and traditional literature
from human capital management, this report is designed to assist the City of Jacksonville in
analyzing current hiring and promotional practices and processes that may be creating barriers
to the diversification of their workforce. Specifically, this study will examine the City Public
Safety Departments (Police and Fire) and the managerial level of City government which
includes all department directors, and select city officials.
Based upon that analysis, the UNC Diversity team will report to the City those potential barriers
and recommend specific actions that the City should consider to accomplish the hiring and
promotion of a more diverse workforce.

BACKGROUND
A highly qualified and diverse workforce is critical for the success of municipal governments.
Diversity is increasing among citizens and employees, representing a variety of different
backgrounds, preferences, and needs. Diversity management has been defined as “the ability
of top management to develop strategies as well as programs and policies to manage and
accommodate diversity in workplaces” (Riccucci, 2002) This can be developing relevant policies
and procedures to attract, retain, and train diverse employees, or facilitating conversation and
communication about diversity within the workplace, with an emphasis on organizational
performance. Despite this increased attention, only 39% of public sector organizations reported
having an official definition of diversity (Riccucci, 2002).
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Research has shown that workforce diversity is capable of improving service delivery because it
promotes understanding of values and norms of populations that are served. Studies have also
shown that organizations or companies that are more gender or ethnically diverse tend to
outperform those that are not. Organizations that are more gender-diverse are 15% more
likely to outperform those that are not, and ethnically diverse organizations are 35% more
likely to outperform those that are not. (Hunt, Layton, and Prince, 2015). What is important to
note, is that the practices that address company diversity rather than just demographics
themselves, also have an impact on organizational performance.
Indicators such as absenteeism, turnover, and innovation are influenced by diversity practices.
One study showed that there is a race discrepancy in absenteeism, and Black employees are
more likely to be absent when they perceive that the organization places a low value on
diversity, but not if their supervisor is of the same-race. This finding demonstrates that mixedmessages or a lack of clarity about the value that an organization places on diversity can be
detrimental to the employees and absenteeism rates. Findings like these supports
complementary work which have found that a low perceived value of diversity is related to high
turnover across all groups, including majority groups (Toelle, 2007). This study will use literature
to assist in the identification of barriers within the City of Jacksonville and identify potential
solutions.

LITERATURE REVIEW
The Importance of Bureaucratic Representation
Governments have a vested interest in ensuring that their citizens feel incorporated through the
democratic process. Statistics show that citizens have the highest levels of trust and confidence in
local government rather than government at the federal and state levels (McCarthy, 2014).
Therefore, local government in all divisions and departments, should be representative of the
people they serve. Felix Nigro, a public administration professor, provides core arguments for
truly public and what he calls representative bureaucracies:
1. In a democratic society, a public bureaucracy must serve the interests of the people
it represents.
2. A bureaucracy which truly represents all segments of the population can best serve
the interests of the people (emphasis added).
3. By creating greater employment opportunities for those formerly and presently
excluded from public employment, affirmative action policies increase the
representatives of bureaucracies.
4. If the representativeness of bureaucracies is increased, bureaucracies will more
greatly serve the interests of people (Nigro, 1965).
Democratic societies are empowered to select a representative government that can maximize
opportunities for all citizens. However, not all public administrators are selected at the will of
the citizenry.

LITERATURE REVIEW
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The Importance of Bureaucratic Representation – Continued
Evans argues that Nigro’s definition of representative bureaucracy is too narrow and that
representative bureaucracies instead should be defined as a “body which stands in the place of
a larger body as agent, deputy, substitute, delegate or trustee, and whose members are
invested with the authority of the larger, or principal body to which it is responsible and
accountable (Evans, 1974).
In selection processes, representativeness is a legally appropriate consideration on a case-bycase basis as long as there is equivalent merit and documented imbalance. In recent diversity
programs, there has been an emphasis on fostering a supportive environment that welcomes
employment of different groups and making sure diversity programs are mission driven and
derived from internal business needs. (BBWV, 2016)

Diversity Perspectives
There are three central diversity perspectives to Human Resource Management. The first is,
Integration & Learning, which links diversity to the work processes and the way people do and
experience work in a manner that turns diversity into a resource for learning and adaptive
change. The second, Access & Legitimacy is based in the recognition that the organizations
markets and constituencies are culturally diverse. Organizations who follow this perspective,
typically have not incorporated cultural competencies of their diverse workforces into their
actual core functions. The third, Discrimination & Fairness, is characterized by a belief in a
culturally diverse workforce as a core moral value in order to ensure fair treatment of all
members of society. This perspective is concentrated in providing equal opportunities in hiring
and promotion, and suppressing negative attitudes, prejudices, and eliminating discrimination.
(Ely and Thomas, 2001).
However, this view is assuming that there is no link between diversity and an organization or
group’s work. These three perspectives on diversity are crucial because whichever view the City
of Jacksonville aligns itself with, will help identify potential barriers as well as potential
solutions.

LITERATURE REVIEW
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Diversity Perspectives - Continued
The table above, summarizes the characteristics of each diversity perspectives as they concern
work group dynamics. The four principal characterizations are a rationale for diversifying, value
of cultural identity, connection between cultural diversity and work, and indicators of progress.
Each characterization operates differently within each perspective. The perspectives ultimately
explain through what cognitive frames members of a group or organization use to interpret and
act on their experiences of cultural identity differences within the group. The frames used, can
impact group efficacy, which in the case of a local government organization, could be helpful or
detrimental.

Diversity Recruitment Barriers/Opportunities
A diverse workforce is based in equal opportunity employment, and the barriers to achieving
this arise at various points in the “career lifecycle”, including recruitment, hiring, promotion, and
retention (Matthies, Keller, Lim, 2012). In order to manage diversity in the workplace, effective
human resource practices must be put in place to address representation of underrepresented
groups. Differences in diversity recruitment may also vary depending on the position, especially
from entry level to managerial positions.

LITERATURE REVIEW
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Diversity Recruitment Barriers/Opportunities - Continued
According to studies, public sector selection should be primarily based on merit principles, but is
often determined by internally based hiring. Although hiring from within is said to boost morale,
increase loyalty, reduce training times, and provide recruiting incentives for strong candidates, it
actually reduces full competition and the introduction of outside, skills, insights, and perspectives
(BBWV, 2016). This is reflected in a closed personnel system, a merit-based personnel strategy
that provides few opportunities for lateral entry by outside the organization. It allows for more
position mobility.
Diversity is especially critical to law enforcement agencies, as individuals from different
backgrounds bring a range of cultural understandings and language skills that help with
establishing trust with citizens and community policing. The U.S. Department of Justice also
stated that lack of diversity in police departments directly implicates fundamental civil rights
laws and protections, including Title VII of the Civil Rights of 1964. This law prohibits intentional
employment discrimination and the use of neutral selection practices that favor one group over
another, unless the practices have been shown to be job related and a business necessity
(USDOJ, 2015).

LITERATURE REVIEW
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Diversity Recruitment Barriers/Opportunities - Continued
An indication of lack of diversity in recruitment is a lower number of women and racial and
ethnic minorities applying for the job, traced to three factors: being unaware, unqualified, or
uninterested.
In terms of hiring, police and fire departments often have strict education and physical fitness
tests. Educational quality, health disparities, and socioeconomic status often disproportionately
affect racial and ethnic minorities and women. Not only are educational expectations lower for
black children, they are also more likely to drop out before earning a high school diploma and
have lower math, reading, and SAT test scores (Cook, 2015). Physical education requirements
and actual student participation rates decline between 8th and 12th grades. Participation also
correlated negatively with socioeconomic status, and black and Hispanic students participated
less. These trends also extend to intramural sports. Blacks and Hispanics also who suffer from a
higher prevalence of obesity, which can be attributed to disparities in resources available to
schools that serve higher-risks students (Johnston and O’Malley, 2007). Assessing processes and
standards that can be reasonably modified without sacrificing quality is an important part of
evaluating barriers to diversity.
There are many opportunities that organizations can take to make sure diversity is reflected as
a priority in selection processes and eventually work diversity management into the strategic
plan. It is important to have a consistent message from employees, the website, recruitment
materials, and internal communications about the value of diversity. Establishing a presence at
cultural and community events is also key to gaining more awareness for recruiting purposes.

EEOC - Hiring Practices & Procedures: Key Questions
The Equal Employment Opportunity Commission requires federal agencies to
systematically and regularly examine their employment policies and practices to identify
and remove barriers to equal employment opportunity, known as Management Directive
715 (MD-715). The agency provides some guidance on how smaller agencies can
identify and eliminate these barriers.
Consistent with the City of Jacksonville, many small federal agencies are challenged with limited
hiring, low turnover, and highly specialized occupational groups. To conduct a barrier analysis,
the EEOC recommends using a series of workforce data tables to identify possible areas where
barriers exists, but also looking “in context of the totality of the circumstances.” There should be
a separate barrier analysis for each major occupation.

LITERATURE REVIEW
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EEOC - Hiring Practices & Procedures: Key Questions
Other recommendations include:
• Develop a strategic recruitment plan: e..g. Maintain an email group of special
interest or advocacy groups, professional organizations, and similar contacts
• Review and evaluation of hiring policies and practices: how and where are hiring
decisions made? What are the hiring trends (qualifications of successful candidates,
people hired with advanced degrees even though position doesn’t require it,
retention of new hires)? Is there any unofficial hiring criteria that affects likelihood of
hiring?
• Examine promotions to help identify potential barriers to equal opportunity and
assist in the design and development of effective career enhancement programs:
identify feeder pools and jobs that are more likely to lead to management level
positions, ask decision makers within the agency about senior level position
characteristics (EEOC)

METHODS
The methodology used in this project was a literature search and review methodology.
Additionally, data provided by the City of Jacksonville was used to apply literature
supported conclusions and recommendations. The situations in the literature were selected, and
compared to what is known about Jacksonville’s conditions. Articles were selected based on
their relevance to organizational effectiveness, representation in the public sector or local
government, and other prominent diversity themes in human capital management. The goal
was to identify the triggers and barriers to diversity in Jacksonville’s hiring process and
current workforce and use the mixed-methodology to provide supported recommendations by
empirical literature and case studies.

THE CITY OF JACKSONVILLE
Snapshot of City Racial/Ethnic and Gender Diversity
The City of Jacksonville is the 5th fastest growing small city in the United States (Forbes) and
is the 9th biggest employer in Onslow County. The City is near the coast and has a heavy
military influence based off the City’s close proximity to Camp Lejeune, one of the largest
Marine Corps bases in the United States. The city boasts a diverse and vibrant community.
Approximately 80,000 people live within the city’s jurisdiction. The median income is
$32,000; 14.1 percent of the total population lives below the poverty line. A quarter of
Jacksonville’s population is under 18 years old and the average age is around 24 years old.
Women make up about 41 percent of the population.
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THE CITY OF JACKSONVILLE
Snapshot of City Racial/Ethnic and Gender Diversity
Below is the racial and ethnic breakdown of the population:

City of Jacksonville

Percent

White

58

African American

22

Hispanic

9

Other

6

Mixed

3

Asian

2

JACKSONVILLE POLICE
Human Resource Procedures (City of Jacksonville P18.01) outline the procedures the City must
take regarding recruiting candidates to the workforce. This process begins with completion and
approval of the Personnel Requisition by the hiring manager, Human Resources, and the City
Manager. All position vacancies must be posted, excluding temporary positions. The City posts
jobs to the City of Jacksonville’s website and posts to the North Carolina Department of
Commerce Workforce Solutions website (NCWorks). Additionally, Advertisements are placed in
local newspapers and on local government access channels. Jobs are also posted to job search
engines like Glassdoor and Indeed, as internet searches are a major source of applicants.
Applicants then fill out a 26 page application. Applications are not accepted on a rolling basis.
Retention rates remain relatively high throughout the Jacksonville Police Department (92% for
2015). Low turnover rates could affect the City of Jacksonville’s ability to attract highly
qualified and diverse candidates to the Police Department.
The North Carolina Training and Standards Commission controls the minimum requirements for
certified officers. The course is approximately 620 hours and covers all aspects of criminal
justice from law, ethics, communications, and policies and procedures in North Carolina. The
Course costs approximately $2,440. Scholarships are available for select students. A Physical
Abilities Test (POPAT) exists for potential officers, as well as a Test for Adult Basic Education
(TABE). Applicants must successfully complete POPAT, and receive a mean score of 10.0 on the
test.
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JACKSONVILLE POLICE
The Jacksonville Police Department is currently engaged in several community outreach initiatives
including:

Onslow County Schools

Graduating Senior Project, job
shadowing

Coastal Carolina Community College

Intern Program for Criminal Justice
curriculum students

Career Development Program

Creates a career path by which
employees progress through the agency
with support

Higher Education Partnership

Students can use credits from work
experience with online classes to obtain
a degree

Black Male Summit

Recruiting booths at summit

Explorer Program

Provide youth with advice for career
planning
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JACKSONVILLE FIRE DEPT.
The Jacksonville Fire Department is internationally accredited through the Federal Fire
Association Center for Public Safety Excellence (CSPE). There are written and physical tests for
selection. The written Test of Adult Basic Education (TABE) is the basis for a work plan for
training. A qualifying score of 11.0 (combined average in reading, math, and language) is
required. The TABE is also used as a qualifier for many Continuing Education classes in career
positions.
The physical agility test is a pass/fail component of the hiring process, designed to examine
physical qualities (strength, agility, endurance) that can’t be measured by written tests. The
components are sit-ups, a balance beam, climbing a 4-foot barrier, and 100 foot body drag.
There is also a ladder climb, stair climb and hose raise, and half-mile endurance run. There are
specific time limits for each component. All physical tests are job-related/
The fire department started out as a volunteer organization in the 1900s and still runs a robust
volunteer program. Volunteers are recruited to be part of the organization as equal members
with the paid staff. It is considered a stepping stone into full-time employment into a career
position as a firefighter. Initial training requirements do not apply to Volunteer Firefighters, but
they are required to complete selection tests and an interview, with the Deputy Fire Chief having
final approval. Volunteers must attend a minimum of 36 hours of training annually and 4 hours a
month of the ride-along program, designed to enhance familiarity with equipment and career
personnel.
There are 3 levels of volunteer training:
• Support Member: new member with basic fire ground support for Incident
Commander
• Exterior Firefighter: trained in hose line handling, basic tools, ladders, not authorized
to perform interior firefighting
• Interior Firefighter: trained in basic exterior and interior fire attack (only with career
personnel present), basic search/rescue
To move into a career position, volunteers must be in good standing with the program, complete
the agility test, background investigation, and reference checks. The Director of Public Safety
will approve or deny the transition to a career position.
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JACKSONVILLE FIRE DEPT.

Members of Jacksonville Fire and Emergency Services are directly involved in the curriculum
and continuing education training at the Coastal Carolina Fire Academy, offered by Coastal
Carolina Community College. Financial aid is not available for the academy, but candidates are
strongly encouraged to become members of the local volunteer fire department to obtain
waived registered fees and give them access to required firefighter gear. There is a 24 class
certification series. The agility test and TABE test are required as part of the academy as well.
Because of the academy’s partnership with the department, academy cadets are able to learn
more about the Jacksonville Fire and Emergency Services’ mission, vision, and values and be
exposed to career firefighters who may be a valuable resource in the job search.
The department also participates in the Onslow County School Board’s Graduation Project
Mentoring Program and the Public Safety Explorer Program. The latter program is run by
Sandy Baptist Church and structured to provide high school youth and young adults with advice
on steps to prepare and position themselves for careers in public safety service.
Recruiting efforts are extensive, but fire department application still show differences by
ethnicity and gender.

Applications by Ethnicity

Percent

Applications by Gender

Percent

White

73

Male

86

African American

11

Female

8

Hispanic

7

Other

6

Other

9

Application sources also reveal differences by level of training. For top positions (division chief,
fire battalion chief, and fire company officer), internal transfers or referrals from a city
employee made up 40 percent of the applicant sources. For fire driver/operators I and II, fire
operations chief, and fire inspectors, internal transfers and referrals again topped the list
(around 39 percent), Indeed.com came in at 32.5 percent.
Firefighter trainees were more likely to apply via the City of Jacksonville Website or an Internet
search. Online marketing will be crucial to recruitment of diverse candidates at the entry level
position.
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DEMOGRAPHICS – POLICE

The following section includes a series of tables that explain the demographic breakdown of the
police and fire departments by race and age, as well as the demographic data for recruitment
and hiring.

Police Demographics - Race
Race/Ethnicity

Percent

Number

White

79%

126

Black

11%

17

Hispanic

9%

14

Asian/Pacific Islander

1%

1

Native American

1%

2

100%

160

Total

Of the 160 police officers, 79 percent are White, while the other racial and ethnic groups do
not account for even a quarter of the number of officers. This gap is troubling, particularly when
it comes to representation because in the City of Jacksonville 55 percent of the population is
White, while 79 percent of its police force is White, and 22 percent of the city population is
Black, yet only 11 percent of the police force is Black. The Native American, Hispanic and
Asian/Pacific Islander are the only groups in the police force that demographically align with
the population of Jacksonville.

Police Demographics - Age
Age Range

Percentage

Number

<30

29%

46

31-40

29%

47

41-50

26%

42

51-60

11%

18

4%

7

100%

160

60+
Total

The age range for police was pretty evenly distributed in the 10-year categories, with a
majority of officers under the age of 50.
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DEMOGRAPHICS – POLICE
Police Demographics - Sex
Sex

Percent

Number

Male

65%

104

Female

35%

56

100%

160

Total

DEMOGRAPHICS – FIRE
Fire Demographics - Race
Race/Ethnicity

Percent

Number

White

92%

88

Black

3%

3

Hispanic

3%

3

Native American

1%

2

100%

89

Total

Of the 89 firefighters, 92 percent are White, while the other racial and ethnic groups account
for less than 10 percent of the entire department. Once again from the lens of representation,
this gap between the population and the fire department is troubling. Compared to the city’s
population which has a population that is 55 percent White, almost double that number, at 92
percent is White in the fire department. Compared to the 22 percent of Black citizens in
Jacksonville, there are only 3 Black firefighters which make up 3 percent of the entire
department. There are only 89 employees in this data set, and 82 of them are White, leaving 7
distributed across the other categories and also poorly represented.

Fire Demographics - Age
Age Range

Percentage

Number

<30

37%

33

31-40

22%

20

41-50

26%

23

51-60+

14%

13

100%

89

Total

The fire department’s age range varies, but over half of the department is under the age of 40.
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DEMOGRAPHICS – FIRE
Fire Demographics - Sex
Sex

Percent

Male
Female
Total

Number
93%

83

7%

6

100%

89

The fire department is overwhelmingly male, with only 6 of the 89 officers identifying as
female. This does not line up with the demographics of the City of Jacksonville, as the female
population is about 6 times this percentage.

EEO SURVEY
The following two tables contain data for protective services which is a combination of fire and
police services. Out of the 2,252 total applications, 1,946 were males, and 306 were females.
There were 64 hires, and 53 of those hires were male, and 11 were female. The tables below
breaks down the demographics of the applicants, and indicates that there was also a
disproportionate amount of applicants in non-protected classes.

The table to the right breaks down the number of protective service hires by racial
category, the 64 hires were overwhelmingly White and Male.

Male (%)

Race/Ethnicity

Female (%)

71.9

White

64.7

12.8

Black

14.4

9.0

Hispanic

10.8

0.56

Asian

0.3

0.70

American Indian/Alaska
Native

2.9

0.5

Native Hawaiian or
Pacific Islander

0.4

3.0

Two or more races

6.2

1.54

Prefer not to answer

0.3

Male (%)

Race/Ethnicity

Female
(%)

86.8

White

72.7

5.7

Black

0

5.7

Hispanic

9.1

0

Asian

0

0

American
Indian/Alaska Native

18.2

0

Native Hawaiian or
Pacific Islander

0

1.8

Two or more races

0
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EEO SURVEY
Sources for Protective Services applications and hires
(Data provided by City of Jacksonville)

This table shows the sources for 21,192 applicants in the last 3 years and the subsequent 305
hires. As noted, other applicant sources were used, but over 80 percent of application came
from Internet sources, either the job website Indeed, the City of Jacksonville website, or an
Internet search. Although about 36 percent of new hires did not select a source, from the data
provided, almost half of those hired were referred by another City employee or transferred
from another department from the City of Jacksonville, reinforcing the prevalent internal hiring
culture. If recruitment efforts are limited to posting vacancies on job sites, recruitment may not
result in a representative applicant pool.
Applicants* (%)

Source

Hires** (%)

24.0

COJ Website

11.1

3.0

Employment Security Commission

0.3

42.0

Indeed.com

2.0

Internal Transfer

26.6

7.0

Referred by City employee or other person

17.7

15.0

Internet search

4.9

5.0

Other

3.0

-

*Other applicant sources (less than 1% of applicants used): job fair, local government access channel,local newspaper, Glassdoor.com
**36.4 of new hires did not select source
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TOP MANAGEMENT
Top Management Demographics

The following table is a complete demographic breakdown of the department heads for the
City of Jacksonville. There are 34 total individuals, of which: 10 are department directors, 1
city attorney, 1 city manager, 1 deputy manager, and 21 division directors. The table is broken
down by age (over or under 40), race, and gender.
The items highlighted in blue are the positions held by females, the positions highlighted in red,
are positions held by persons of color. The remaining positions that are not highlighted are
positions held by White males. Note, there is no specific color attributed to persons under or
over 40, and that will be discussed below.)

Job Title

Race

Gender

Age ( +
over 40 ; under 40)

Facilities Manager

White

Male

+

Director of Recreation Services

White

Female

+

City Attorney

White

Male

+

Fire Battalion Chief

Native American

Male

+

Utilities Service Services Superintendent

White

Male

+

Police Captain

White

Female

+

Police Captain

White

Male

+

Planning and Development Services Director

Black

Male

+

Community Development Administrator

Black

Female

+

Public Services Director

White

Female

-

Fire Operations Chief

White

Male

+

Assistant City Manager for Communication

White

Male

+

Division Chief Training and Standards

White

Male

-

Planning and Permitting Administrators

White

Male

-

Chief Information Officer

White

Male

+

Fire Deputy Chief

White

Male

+
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TOP MANAGEMENT
Top Management Demographics – Continued

The following table is a complete demographic breakdown of the department heads for the
City of Jacksonville. There are 34 total individuals, of which: 10 are department directors, 1
city attorney, 1 city manager, 1 deputy manager, and 21 division directors. The table is broken
down by age (over or under 40), race, and gender.
The items highlighted in blue are the positions held by females, the positions highlighted in red,
are positions held by persons of color. The remaining positions that are not highlighted are
positions held by White males. Note, there is no specific color attributed to persons under or
over 40, and that will be discussed below.)

Job Title

Race

Gender

Age ( +
over 40 ; under 40)

Fire Battalion Chief

Black

Male

+

Director of Parks Facilities

White

Male

+

Finance Director

White

Female

+

Deputy Director Public Safety/Deputy Police Chief

White

Male

+

Deputy City Manager

White

Male

+

City Clerk

White

Female

+

Police Captain

White

Male

+

Transportation Services Administrator

White

Male

-

Fire Battalion Chief

White

Female

-

Fleet Maintenance Supervisor

White

Male

+

Division Chief Fire Prevention

White

Male

+

Streets Superintendent

White

Male

+

Sanitation Superintendent

Black

Male

+

Police Deputy Chief

White

Male

+

Police Captain

White

Female

-

Chief Human Resource Officer

White

Female

+

City Manager

White

Male

+

Public Safety Director/Police Chief

White

Male

+

TOP MANAGEMENT
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Top Management Demographics - Continued
When analyzing the data from this table it was important to separate the information by the
categories that were examined: age, race, gender. The first category that was examined was
race. Since there individuals over 40 years of age are considered being a part of a protected
class, the first task was to identify how many were a part of that protective class and whether
they were highly represented or underrepresented in top management.
Age: Over / Under 40
Of the 34 persons in Top Management, 27 are over 40 years of age. This amounts to 79% of
the Top Management being a part of this protected class. This leaves 21% ( seven individuals)
who are not a part of the over 40 protected class category. This protected class is highly
represented.
Race
Of the 34 persons in Top Management, there are five persons of color. Four African American
Department Heads (three males, one female), and one Native American male. The persons of
color make up 14.71% of the positions in Top Management. There are 29 White individuals in
Top Management, which comprises the remaining 85% of the positions in Top Management.
The non-white individuals are highly underrepresented, as they comprise less than 25% of the
top management positions, and the white individuals comprise over ½ of the positions.
Gender
Of the 34 persons in Top Management, there are eight females, and 25 males. Females
comprise 23% of the positions, and males comprise 76.5%. Females are underrepresented in
this category, falling just under the 25% mark. Males however across all races, represent over
half of the top management positions in the city.
Of the three categories, the area with the largest disparity is race, with a 70.29 percentage
point gap between non-white individuals and white individuals in top management. The second
area with the largest disparity is gender, with a 53.5 percentage point gap between males
and females in top management. And finally, although the gap is greater between individuals
over 40 and under 40 (58%), the under 40 demographic is not a protected class.
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TOP MANAGEMENT

Recruitment and Hiring for Top Level - Management Positions
This table below is a 3-Year Review of Hiring/Selection for Top Management in the City of
Jacksonville. Of the four top level management positions, only one, was not an internal hire.
Subsequently, only one was a part of a protected class, one female. However all individuals
placed in these positions are White. Despite an open recruitment process, this was the end result.
If concerned about diversity in terms of hiring and selecting in top level management, hiring
from the same workforce that is in search of more diverse applicants and hires and lacks both,
is a counterproductive method. This is the case unless efforts are taken to create a diverse pool
of internal candidates to counteract the consequences of an unintentional internal hiring trend.
Please see Appendix 1-A for further explanation of the 3 year review hiring/selection results as
provided by the city.
3 Year Review of Hiring/Selection for Top Management
Job Title

Hire Date

Year Placed in Position

Sex

DIRECTOR OF RECREATION SERVICES

11/18/2002

2014

F

White

DIRECTOR OF PARKS FACILITIES

11/12/1987

2014

M

White

PUBLIC SERVICES DIRECTOR

4/28/2003

2014

M

White

M

White

CHIEF INFORMATION OFFICER
(IT DIRECTOR)

3/1/2013

Race

BARRIERS AND SOLUTIONS

22

In order to encourage diversity and inclusion throughout the workforce, the City must do several
things such as have diverse leadership, and be proactive in its steps towards promoting an
authentic culture of diversity and inclusion. Thus, the following is an outline of barriers and
potential solutions to address them:

Hiring and Recruitment
v B1: Current recruitment websites may not reach target audiences
Recommended Solution: Post open job positions in a larger range
of publications, target publications that are centered around
diversity and have whose audience is primarily comprised of
people of color.
v B2: The internal candidate pool, particularly for leadership vacancies, is
not diverse enough as desired for the future.
Recommended Solution: The City of Jacksonville should employ
cultural competency trainings and development in order to prepare
current high performing employees and attract more diverse
candidates for future leadership opportunities.
v B3: Current hiring strategies and patterns do not support the selection of
diverse candidates the City would ideally like to have for its workforce and
future leadership.
Recommended Solution: Revisit the hiring policies and practices to
better align with the idea of increasing diversity and inclusion in
Jacksonville’s workforce. Create more diverse selection committees
and provide recruitment training. Identify external and external
opportunities to bring in employees that align with diversity
objectives
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Fire
Both women and other minority groups are underrepresented in Fire and Emergency
Services. The following are barriers and recommended solutions for this department:
v B4: Historically, the Fire and Emergency services in Jacksonville, NC has
been comprised of a non-diverse workforce and a pattern of few minority
role models in the fire and emergency services department.
Recommended Solution: Identify existing employees that are a part
of underrepresented groups (racial or gender wise) and develop
programs that integrate them into more community activities. The
exposure may help encourage interest with youth a part of those
same underrepresented groups.
Recommended Solution: Create a training sponsorship program that
will allow the youth in the underrepresented gender and racial
groups to transition into fire and emergency services careers.

v B5: There is a discrepancy between the the training received by active duty
personnel and the requirements of state certified firefighters.
Recommended Solution: Create or develop a transitional course for
service members and work with them to accomplish the required
training or an equivalent before they exit the military.

v B6: Training for Emergency Medical and other firefighter training
requirement costs can be above the financial abilities of potential
candidates.
Recommended Solution: The City should expand its volunteer program
to offset the training costs, and sponsor candidates in order to
reduce the costs of the required programs.
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Police
According to the City of Jacksonville, the twelve month turnover rate for the Police
Department averages about 10.47% over the past three years. This implies that there
is sufficient need and opportunity to increase the agency’s diversity through their
recruitment and hiring practices. Special attention should be placed on hiring women
and candidates from other underrepresented groups.
v B7: Promotion within the Police Department is primarily internal despite the
heavy external recruitment. The internal promotion culture is designed to
encourage longevity, loyalty, and career development. Although this does
occur, the consequence has been seen in the lack of diversity in
supervisory positions.
Recommended Solution: The City should target minority and diversity
focused publications for entry-level police positions in order to create
a more diverse pool of candidates for internal promotion to
supervisor and leadership positions.
v B8: Recruitment materials are unclear or do not reflect the desired
employment composition of the City and encourage a diverse pool of
applicants.
Recommended Solution: Publish more materials that promote the City’s
view on diversity and inclusion as well as the desire to have a more
diverse workforce. This will lead to applicants in underrepresented
groups being more able to envision themselves becoming a part of
the workforce if they feel the city will value them.
v B9: Discrepancy in training received by active duty military personnel. The
military training does not meet the total requirements of state certified
police officers. Thus hindering the placement of diverse candidates exiting
the military.
Recommended Solution: Develop a transitional course or program that
targets exiting service members and work with them during their
exiting process in order to meet state certification requirements. Like
the proposed fire program listed in the previous section, consider
sponsoring candidates to remove the barrier of financial need.

BEST PRACTICES
The following section is devoted to the best practices for promoting diversity and
inclusion in the field of human resource management.
In order to improve or change employee perceptions of diversity:
v Devote resources to ensure that diversity is being managed effectively.
v Establish a system of accountability for ensuring diversity promotion –
make managers accountable for the success of diversity initiatives.
v Ensure equal access to networking and mentoring opportunities for all
employees.
v Use Management by Objectives (MBO) or succession plans to ensure
development opportunities and promotions exist for minority employees.
v Conduct diversity audits.
v Provide high quality diversity training for employees.
v Target efforts to recruit minorities - candidate preparation and
employee assistance.
v Promote practices emphasizing equal opportunity.
v Consistent messages from employees, employment and organization
website, recruitment materials, and internal communications about the
value of diversity.
v Cultural competency trainings (Toelle, 2007).
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APPENDIX 1.A
Hiring of in Top Level - Management Positions (Director level)
During the time period of 2012 through 2015, the City hired several director level positions. The
study reviewed the postings, job descriptions, applicant interview pool and candidates selected
for interview. It should be noted that the City is not allowed to ask and therefore does not know
the race of any candidate. In addition to the City application, the candidate may complete a
voluntary disclosure statement. Even then, the diversity information is not connected to the
applicant but rather becomes data on the pool of applicants. The knowledge on a specific
candidate only occurs at the time of face to face interviews unless the candidate is an internal
candidate. Another area in which the number of underrepresented groups are further
underrepresented is in the applicant pool. The top management analysis section will review
observations about the internal hiring process, referral sources, and the barriers observed in the
hiring/selection for Top Management thus far in the analysis process. The positions in the review
period were: Recreation and Parks Director, Public Services Director, and Chief Information
Officer (ITS).
For the Recreation Director position, there were 109 applications with 5 candidates selected for
interviews. Of those to be interviewed, 1 was a female and 4 were males. On the day of
interviews, the female withdrew due to her current employer offering a compensation package
increase. The four males were interviewed. All four were white males. While one candidate was
considered the top candidate, the City chose not to proceed. This was due to a major budget cut
from state allowed revenues. Even so, it is correct to state it was the City’s intention to hire the
top candidate who was a white male. Due to the budget revenue issue, the City chose to
reorganize the work functions and did not hire any candidate. Rather, the two recreation division
directors were given more responsibility and advanced as department directors. This resulted in
one white female and one white male being added to the department director level of
management, By advancing the white female, more diversity was added to the managerial
level.
For the Public Services Director position, there were 113 applications with 5 selected for
interview based upon experience and qualifications. All five were white males with one of those
being an internal candidate. The top ranked candidate was an exiting military personnel.
However, he accepted an employment offer from another organization. The City decided to
promote an internal candidate from within on a 6 month trial basis. Based upon the level of
performance during this interim period, the internal candidate was promoted to the Director
position. For the Chief Information Officer position, there were 81 applicants with 4 interviewed.
Of these, 3 were white males and 1 was a black male. Based upon the credentials and
interview process, one of the white males was offered the position.
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APPENDIX 1.A – CONTINUED
Hiring of in Top Level - Management Positions (Director level)
Internal Hiring within a Non-Diverse Workforce
Of the four top level management positions listed, only one, was not an internal hire.
Subsequently, only one, was a female. However all individuals placed in these positions are
White.
The results of these managerial actions could lead to the assumption that What this says about
the hiring culture in the City is that the norm is to hire from within for its top managerial
positions. However, the facts, as explained above, show that the City conducted an open
recruitment process. External factors resulted in 3 of these 4 positions being filled from within
and the City did make efforts to hire from outside the organization. All candidates met the
requirements and through this process diversity was increased in the management of the
organization. Even so, the applicant interview pool had limited diversity. If the goal is to
increase diversity, if concerned about diversity in terms of hiring and selecting in top level
management, hiring from the same workforce that is in search of more diverse applicants and
hires and lacks both, is a counterproductive method unless efforts are undertaken to create a
diversity pool of internal candidates. where increasing diversity is concerned.

