


[image: ]Beginning in 1975, Milwaukee County provided mass public transit services under contract with a privately-owned nonprofit corporation, Milwaukee Transport Services (MTS).  In 2014, MTS transitioned to operation as a quasi-governmental instrumentality of Milwaukee County.  It manages and operates both the Milwaukee County Transit System (MCTS) and its Paratransit services.  It fulfills its transit function with a fleet of 348 buses, operating over 17 million bus miles annually and serving over 27 million passengers.   In 2017, we released an audit of MCTS’s workforce diversity.  Some recommendations remain open and due to an increased focus on racial equity at Milwaukee County it was determined that a revisit of employee data from MCTS would be appropriate.      









BACKGROUND
ASD Highlights
Why We Did This Audit
In June of 2017, we published an audit report titled, “Improvements Needed to Strengthen Milwaukee County Transit System’s (MCTS) Commitment to Workforce Diversity.” Our prior audit remained open with outstanding recommendations.  Due to an expressed interest by the County Board, the age of the data used in the prior audit and an increased emphasis at the County on racial equity, it was determined that a revisit of employee data from MCTS might provide additional information and a path to closure of the prior audit.  Going forward, we will consolidate our follow up on recommendations contained in this audit.
What We Recommend
ASD made six recommendations that, if implemented, will address the issues raised in the audit.  MCTS management accepted all of our recommendations.  Key items include:
· Develop and document new strategies for recruitment and hiring that are focused on encouraging additional female applicants, especially females of color. Work with hiring managers to target recruitment of more female applicants. Establish a system to monitor effectiveness.
· MCTS should provide annual training to hiring managers within the job classifications that are currently underrepresented on how to diversify its staff.  Include additional training on its Equal Employment Opportunity plan.
· Immediately implement the Mentoring Program at the agency and increase efforts for participation by increasing awareness of the program and its benefits at the agency.  Create a plan to share success stories with staff. 
· Update the Recruitment and Selection Policy to identify goals for the diversity of various steps within the hiring process such as interview panels and scoping meetings.  Implement an internal control system to review adherence to the diversity goals.   
· Immediately implement the review of barriers to employment with job descriptions and the review of the hiring process to identify possible areas of bias and identifying unsuccessful internal candidates as required under the Selection and Recruitment Policy.  Implement an internal control system to document compliance with the policy.  
· Become familiar with the GARE toolkit recommendations and develop an appropriate toolkit for implementation at MCTS.  
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OVERALL OBJECTIVE

The objective of the audit was to provide an overview of MCTS staff from a racial and gender equity view and to provide a path forward to close outstanding items from our 2017 audit.  We conducted a review of employee data from January 1, 2018 to December 31, 2019.  We pulled concepts from prior audits including any recommendations.  We used the employee data to analyze multiple demographics of MCTS’s employees.    

WHAT WE FOUND
· We found the staff to be more diverse in 2019 compared to the prior audit issued in 2017.
· We choose to analyze employee data both with and without operators in part based upon recommendations of the Government Alliance on Race and Equity that found that examining overall gross numbers using large groups of job classifications and racial groups may obscure the results.  The removal of operators from the analysis of the distribution of racial groups changes the two largest racial groups’ share of the workforce.  The Black or African American racial group drops from 58% of the workforce to 25% while the white racial group increases from 33% to 61%.  Operators are 70% of MCTS workforce. 
· Females are 38% of the overall workforce and 23% of non-operators. The chart below shows the breakdown by racial group for both males and females without operators. 
· Only two racial groups, Asian and white, earned in excess of the average salary of $54,585 in 2019.
· When analyzing salary data, we found the Black or African American racial group share of the workforce dropped as income increased while the white racial group share increased.
· For the top 100 earners, the Black or African American racial group exceeded their Census percentage but fell below their workforce percentage while the white racial group exceeded both their Census percentage and their overall workforce percentage.  
· Female representation is 57% at the lowest salary set and 18% at the top salary set.  Of the top 100 earners 27 were female.
· White females had the second highest average income and were the only racial group where females earned more than males.
· We found that Black or African American females were 46% of the lowest salary set and 7% of the highest salary set.  White males were 8% of the lowest set and 52% of the highest set.  Of the top 100 earners, there were no females from the Asian, Hispanic or Two or more races racial groups.
· Hiring data showed the white racial group was the only group hired at a rate lower than its percentage of the overall workforce.  Females were 44% of all hires and 14% of non-operator hires.  All of the females who were hired for non-operators were from the white racial group.
· For staff without operators analyzing the net difference between hires and separations showed that female employees decreased by seven while male employees increased by six. 
· Promotions showed that 29% were female and 40% were Black or African American employees.
· MCTS has not begun the recommended mentoring program from the 2017 audit and the required review of hiring for bias and barriers did not occur in the 12 files we reviewed.
· Participation in the scoping meetings and interview panels are not as diverse as MCTS’s staff.
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2019 Year End Staff by Race and Gender Without Operators

Female	
American Indian/Alaska Native	Asian	Black or African American	Hispanic	Two or More Races	White	1	2	26	4	0	39	Male	
American Indian/Alaska Native	Asian	Black or African American	Hispanic	Two or More Races	White	1	8	53	20	6	154	
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