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Metro Human Relations Commission’s IncluCivics Report on 50 Metro Government Departments 

Executive Summary 

January 2015 

Background 

In March of 2014, the Metro Human Relations Commission started taking a look the various reports regarding 

diversity in Metro Government. The three reports in question are: the Title VI report, the EEO4 Report, and the 

annual diversity report that is submitted to Metro Council along with other budget documents by each 

department. Seeing discrepancies when comparing the reports, the MHRC hired a consultant to do a more in-

depth analysis in June. The consultant highlighted inconsistencies in different sections of the reports. 

In August, the MHRC initiated discussions with Metro Human Resources regarding diversity data for Metro 

employees. In learning of the difficulties when comparing the reports, Metro HR graciously gave the MHRC the 

employee data for 50 departments that was taken from Metro’s payroll system. The data visualizations presented 

in this report are based on the information from that document. 

The goal of this report is two-fold. The first goal is to just get a snapshot of what diversity looks like in Metro right 

now. It is imperative to understand what diversity in Metro looks like now in order to assess if there is an issue, 

and, if so, what to do about it. This leads to the second goal: creating a plan to address the issues that the report 

lays out. It is insufficient to just say there is a problem, and it is not productive to scapegoat anyone. Metro must 

look toward the future and decide on the appropriate changes to address the findings of the report. To this end, 

the MHRC, Metro HR, and Metro Legal began meeting in September to discuss the report and develop a plan of 

action. 

The list of recommendations attached to this report came out of those meetings. The Mayor’s Office has these 

recommendations and has already acted on one of them by creating a Diversity Committee. This committee along 

with the Mayor’s Office will ensure that a comprehensive, Metro-wide strategy is developed and successfully 

implemented. 

Alongside the plan, the MHRC is creating an online IncluCivics platform that shows the data visualizations 

presented in this report as well as departmental data. Metro HR has agreed to upload the data monthly on 

Metro’s new Open Data Portal so that the IncluCivics platform can show up-to-date information and track change 

over time. The platform will also allow Metro department directors to see their employee diversity in real time so 

that when they have to submit their Title VI and budget diversity reports, the data is readily available for them to 

reference. 
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Key Points 

A few details stand out when viewing the data. The first is that while the Black/African American population 

within Metro government as a whole is generally reflective of the employable Black/African American community 

in Nashville, 68% of the departments reviewed in this report are not. This data point shows that there are certain 

departments that employ a much larger percentage of Black/African Americans, and, therefore, that population is 

not distributed evenly across departments.  

Also, when looking at income by $10,000.00 increments, it is clear to see that Black/African Americans are mainly 

concentrated and, in fact, overrepresented in the four increments below $40,000.00 a year while White 

employees are overrepresented in all areas except the four increments below $40,000.00. This data makes clear 

that Black/African American employees are underrepresented in income brackets above $40,000.00 while White 

employees are overrepresented in all income brackets above $40,000.00. 

What this report also makes clear is the lack of Hispanic/Latinos and Asian/Pacific Islanders within Metro 

government. At no point in this report did the Hispanic/Latino employee population meet the line representing 

the employable Hispanic/Latino population in Nashville on the various charts. Furthermore, more than half of all 

departments reviewed do not have any employees that are Hispanic/Latino or Asian/Pacific Islander. 

Relevance for the Future 

Looking at the data that came from the NashvilleNext process makes clear that Nashville is going to go through a 

major demographic shift over the next 20 to 25 years. The NashvilleNext report forecasts that, by 2040, the 

White, Black/African American, and Hispanic/Latino populations will each make up almost 30% of Nashville’s 

residents while all other immigrant populations will make up another 7%. If Nashville wants Metro government to 

properly reflect the community it represents, it is imperative that action be taken now.  

Conclusion 

In order to have representation of Nashville’s immigrant communities within all levels of government, hiring must 

start as soon as possible. Metro can do this without lowering employee standards. If there is a dearth of qualified 

people from these communities, then it is incumbent upon the government and the community to ensure that a 

qualified pool is created. Obviously, there cannot be a one-size-fits-all approach. Therefore, it will take special 

efforts from all departments to develop plans that meet their needs and some departments have already initiated 

this process. Identifying positions for which departments are either receiving no applications from immigrant 

candidates or applications from unqualified immigrant candidates will be crucial. Having this information will 

allow Metro to assess where there are gaps in training and experience and, then, create partnerships within the 

community to assist in fulfilling that need.  

Also, efforts must be made to understand why Black/African American employees are not ascending to the higher 

pay echelons, and, if being hired from the outside, why Black/African Americans are not being hired on the same 

scale as White applicants for higher paying positions. Again, if it is an issue of being qualified, Metro must figure 

out how to help facilitate the creation of the type of candidates it needs. 

While what this report outlines may be viewed as a problem, the Metro Human Relations Commission views it as 

an opportunity to blaze a trail and set a precedent for ensuring that governments properly reflect and represent 

the communities they serve. 



 

 
 
 
 

Metro Human Relations Commission: Initial Recommendations for Integrating Diversity and Inclusion 
as a core practice within Metro Government. 

 

 
Introduction: The purpose of this outline is to provide initial recommendations and possibilities for integrating 
diversity and inclusion as a core practice within Metro Government as an employer beginning with developing 
awareness, commitment, and accountability for building diversity and practicing inclusion among leadership 
across Metro Government and for all Metro employees.  
 
Recommendations: 
 
I. Create the “business case” the current status and compelling rationale for building diversity and practicing 

inclusion throughout Metro Government. (throughout the remainder of the document Diversity and Inclusion 
is abbreviated as D&I) Produced by: Metro HR, Human Relations, & Legal. 
 

II. Present business case along with a recommended communication strategy. Strategy will include draft 
content of a recommended message for the Mayor’s office detailing the commitment to D&I leading to 
Metro as a model employer in Davidson County. Presented by Metro HR, Human Relations, & Legal. 

 
III. Present and engage executive leadership and senior managers across Metro in understanding and 

committing to D&I. This step is critical as all in positions of authority and influence over talent acquisition, 
performance, and development must recognize that this is not a “program” or “flavor of the moment” but an 
essential responsibility of all management: a responsibility with operational, civic, financial, and legal 
implications. 

 
IV. Appoint a Chief Diversity Officer or similarly titled responsibility to champion D&I within Metro Government 

as an employer with direct responsibility to the Mayor’s Office and dotted line responsibilities to the Human 
Relations’ board of commissioners and Metro Council.  

 Convene a team to develop a D&I strategic plan with objectives and initiatives that apply to Metro 
overall as well as the process and requirements for individual departments to integrate goals for 
D&I in their planning, evaluation, and reporting processes.  

 The strategic plan will include an annual report and methods for providing support for diversity in 
Metropolitan Government. (see examples from other city governments) 

 
V. Convene a team of D&I Champions (inclusive of staff in leadership and not). This cross-section of Metro 

employees will serve as advisers and supporters of D&I working with the CDO. 
 
VI. Conduct an assessment of D&I in Metro activities across the Human Resources Body of Knowledge. For 

example, how is diversity addressed in talent acquisition, how are the needs of diverse employee groups 
considered in workforce policies such as vacation. Identify highest priority areas and implement solutions. 

 
Through that assessment, the following activities should be mandatory: 

 Integrate D&I as a core competency in all Metro managerial and supervisory positions including 
performance evaluations. 

 Conduct an evaluation of training and development activities for adverse impact in training content 
and methods. 

 Integrate D&I in annual in-service trainings. 

 Compile a comprehensive diversity recruiting plan for implementation by all hiring entities in Metro. 

 Articulate positive consequences for progress and practice within departments as well as negative 
consequences for non-compliance or non-progress. 



INCLUCIVICS Report: Data Snapshot 

White 

1. 80% of the 50 departments in the report meet or surpass the 64% mark that represents the employable White 

population in Nashville. 

2. Of the 14 salary levels listed in $10,000.00 increments, there are 10 increments that meet or surpass the 64% 

mark for employability. 

3. 74% of the 50 departments in the report meet or surpass the 64% mark for employability in the SR10-SR12 pay 

classifications. 

4. 86% of the 50 departments in the report meet or surpass the 64% mark for employability in the SR 13-16 pay 

classifications. 

5. 88% of Department Directors are White. 

Black/African American 

1. 32% of the 50 departments in the report meet or surpass the 26.2% mark that represents the employable 

Black/African American population in Nashville. 

2. Of the 14 salary levels listed in $10,000.00 increments, there are 5 increments that meet or surpass the 26.2% 

mark for employability. 

3. 30% of the 50 departments in the report meet or surpass the 26.2% mark for employability in the SR10-SR12 pay 

classifications. 

4. 12% of the 50 departments in the report meet or surpass the 26.2% mark for employability in the SR 13-16 pay 

classifications. 

5. 12% of Department Directors are Black/African American. 

Hispanic/Latino 

6. 0% of the 50 departments in the report meets or surpasses the 8.2% mark that represents the employable 

Hispanic/Latino population in Nashville. 

7. Of the 14 salary levels listed in $10,000.00 increments, there are 0 increments that meet or surpass the 8.2% 

mark for employability. 

8. 0% of the 50 departments in the report meets or surpasses the 8.2% mark for employability in the SR10-SR12 

pay classifications. 

9. 0% of the 50 departments in the report meets or surpasses the 8.2% mark for employability in the SR 13-16 pay 

classifications. 

10. 0% of Department Directors are Hispanic/Latino. 

Asian/Pacific Islander 

11. 12% of the 50 departments in the report meet or surpass the 3% mark that represents the employable 

Asian/Pacific Islander population in Nashville. 

12. Of the 14 salary levels listed in $10,000.00 increments, there is 1 increment that meets or surpasses the 3% 

mark for employability. 

13. 6% of the 50 departments in the report meet or surpass the 3% mark for employability in the SR10-SR12 pay 

classifications. 

14. 8% of the 50 departments in the report meet or surpass the 3% mark for employability in the SR 13-16 pay 

classifications. 

15. 0% of Department Directors are Asian/Pacific Islander. 
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1.Breakdown Totals for Metro’s Racial/Ethnic and Male/Female Diversity 

Notes:  

1. The discrepancy (63 people) in the total for the Racial/Ethnic chart and the Male/Female chart is due to 

some employees identifying their race or ethnicity as American Indian or Other. Neither of these groups are 

covered in this report. The 2 groups combined represent .6% of all Metro employees, and, therefore, their 

omission does not change the statistical analyses represented in this report. 

2. 1.4% of Davidson County residents included in the Census data on which this report is based were counted in 

two different race/ethnic categories.  
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2. Percentage of Race/Ethnicity by Metro Department 
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% of White Employees by Metro Department 

Orange Line 
represents 
percentage of  
White population 
of employable age 
in Nashville (64%) 
based on census 
data. (Appendix, 
pgs. 8-9) 

Purple Line 

represents average 

population of 

White employees 

throughout all 

departments 

(71%). (Based on 

chart from pg. 3) 
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% of Black/African American Employees by 
Metro Department 

Orange Line 
represents the 
Black/African 
American 
population of 
employable age in 
Nashville  (26.2%) 
based on Census 
data. (Appendix, 
pgs. 2-3) 

Purple Line 

represents average 

population of 

Black/African 

American employees 

throughout all 

departments (26%). 

(Based on chart from 

pg. 3) 
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% of Hispanic/Latino Employees by Metro 
Department 

Orange Line represents 
the Hispanic /Latino 
population of employable 
age in Nashville  (8.2%) 
based on Census data. 
(Appendix, pgs. 4-5) 

Purple Line 

represents average 

population of 

Hispanic/Latino 

employees 

throughout all 

departments (2%). 

(Based on chart from 

pg. 3) 



me 

7 
 

 

 

 

0% 2% 4% 6% 8% 10% 12%

Ag. Extension
Metro Arts

Assessor of Property
Beer Board

Circuit Court
Clerk & Master

Codes
Convention Center

County Clerk
Criminal Court Clerk
Criminal Justice Plan

District Attorney
Elections Commission

Emergency Comm.
Farmers Market

Finance
Fire

General Services
General Sessions

Health
Historical Commission

Human Relations
Human Resources
Information Tech.

Internal Audit
Justice Integration

Juvenile Court Clerk
Metro Legal

Mayor's Office
Metro Action

Metro Clerk
Metro Council Staff

Municipal Auditorium
Nash. Career Advance.

Office Emergency Man.
Parks

Planning
Police

Public Defender
Public Library
Public Works

Register of Deeds
Sheriff

Social Services
Soil & Water

Sports Authority
State Fair

State Trial Courts
Trustee

Water

% of Asian/Pacific Islander Employees by 
Metro Department 

Orange Line represents 
the Asian population of 
employable age in 
Nashville  (3%) based on 
Census data. (Appendix, 
pgs. 6-7) 

Purple Line 

represents average 

population of 

Asian/Pacific Islander 

employees 

throughout all 

departments (1%). 

(Based on chart from 

pg. 3) 
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3. Percentage of Race/Ethnicity per Pay Range ($10,000 Increments) 

 

   

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

1 to 9,999

10,000 to 19,999

20,000 to 29,999

30,000 to 39,999
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50,000 to 59,999

60,000 to 69,999

70,000 to 79,999

80,000 to 89,999

90,000 to 99,999

100,000 to 109,999

110,000 to 119,999

120,000 to 129,999

130,000 and up

% of White Employees by Pay Increment 

Orange Line 
represents percentage 
of  White population 
of employable age in 
Nashville (64%) based 
on census data. 
(Appendix, pgs. 8-9) 
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% of Black/African American Employees by 
Pay Increment 

Orange Line represents 
percentage of 
Black/African 
Americans of 
employable age in 
Nashville (26.2%) 
based on census data. 
(Appendix, pgs. 2-3) 

Purple Line 

represents average 

population of White 

employees 

throughout all 

departments (71%). 

(Based on chart from 

pg. 3) 

Purple Line 

represents average 

population of 

Black/African 

American employees 

throughout all 

departments (26%). 

(Based on chart from 

pg. 3) 
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% of Hispanic/Latino Employees by 
Pay Increment 

Orange line represents 
the percentage of 
Hispanic/Latinos of 
employable age (8.2%) 
in Nashville based on 
census data. (Appendix, 
pgs. 4-5) 
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% of Asian/Pacific Islander 
Employees by Pay Increment 

Orange line 
represents the 
percentage of 
Asian/Pacific 
Islanders of 
employable age 
(3%) in Nashville 
based on census 
data. (Appendix, 
pgs. 6-7) 

Purple Line represents 

average population of 

Hispanic/Latino 

employees throughout all 

departments (2%). (Based 

on chart from pg. 3) 

Purple Line 

represents average 

population of 

Asian/Pacific Islander 

employees 

throughout all 

departments (1%). 

(Based on chart from 

pg. 3) 
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4. Race/Ethnicity by Employee Pay Classifications 

(SR = Standard Range) (SR13-16 = High Pay Range) (SR10-12 = Mid to High Pay Range)  

Note: A few departments do not utilize the SR Classification. They are: Clerk & Master, Criminal Court Clerk, County 

Clerk, Metro Action Commission, Nashville Career Advancement Center, Office of Emergency Management, Register 

of Deeds, and Trustee. When possible, the given classifications, titles, and salaries were used to estimate where 

employees would fall on the SR spectrum.  
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White 648
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(Salary Range:$43,986.40 to $69,186.06)
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5. Percentage of Race/Ethnicity per SR Pay Classification by Metro Department 

(SR = Standard Range) (SR13-16 = High Pay Range) (SR10-12 = Mid Pay Range) 
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% of White Employees in SR10-12 Pay Range by 
Metro Department (Where Applicable) 

Orange Line 
represents 
percentage 
of  White 
population 
of 
employable 
age in 
Nashville 
(64%) based 
on census 
data. 
(Appendix, 
pgs. 8-9) 

Note: If a 

department does 

not have a bar in 

any of the charts 

in this section, it 

is because there 

was not enough 

information 

available to 

provide accurate 

data. 

Purple Line 

represents 

average 

population of 

White 

employees 

throughout all 

departments 

(71%). (Based on 

chart from pg. 3) 
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% of Black/African Americans in SR10-12 Pay 
Range by Metro Department (Where Applicable) 

Orange Line 
represents the 
African American 
population of 
employable age in 
Nashville  (26.2%) 
based on Census 
data. (Appendix, 
pgs. 2-3) 

Purple Line 

represents average 

population of 

Black/African 

American employees 

throughout all 
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pg. 3) 
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Range by Metro Department (Where Applicable) 

Orange Line 
represents the 
African American 
population of 
employable age in 
Nashville  (26.2%) 
based on Census 
data. (Appendix, 
pgs. 2-3) 

Purple Line 

represents average 

population of 

Black/African 

American employees 
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departments (26%). 

(Based on chart from 

pg. 3) 
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% of Hispanic/Latinos in SR10-12 Pay Range by 
Metro Department (Where Applicable) 

Orange Line 
represents the 
Hispanic 
population of 
employable age 
in Nashville  
(8.2%) based on 
Census data. 
(Appendix, pgs. 
4-5) 

Purple Line 

represents average 

population of 

Hispanic/Latino 

employees 

throughout all 

departments (2%). 

(Based on chart from 

pg. 3) 
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% of Hispanic/Latinos in SR13-16 Pay Range by 
Metro Department (Where Applicable)  

Orange Line 
represents the 
Hispanic population of 
employable age in 
Nashville  (8.2%) 
based on Census data. 
(Appendix, pgs. 4-5) 

Purple Line 

represents average 

population of 

Hispanic/Latino 

employees 

throughout all 

departments (2%). 

(Based on chart 

from pg. 3) 
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% of Asian/Pacific Islander Employees in SR10-
12 Pay Range by Metro Department (Where Applicable) 

Orange Line represents the 
Asian population of 
employable age in Nashville  
(3%) based on Census data. 
(Appendix, pgs. 6-7) 

Purple Line 

represents 

average 

population of 

Asian/Pacific 

Islander 

employees 

throughout all 

departments 

(1%). (Based on 

chart from pg. 3) 
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% of Asian/Pacific Islander Employees in SR13-16 
Pay Range by Metro Department (Where Applicable) 

Orange Line represents 
the Asian population of 
employable age in 
Nashville  (3%) based on 
Census data. (Appendix, 
pgs. 6-7) 

Purple Line 

represents 

average 

population of 

Asian/Pacific 

Islander 

employees 

throughout all 

departments 

(1%). (Based on 

chart from pg. 3) 
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IncluCivics Report  

Appendix 

 

1. Census State and County QuickFacts Report for Davidson County, TN: 
http://quickfacts.census.gov/qfd/states/47/47037.html  

 

 

 

http://quickfacts.census.gov/qfd/states/47/47037.html
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2.  2010-2012 American Community Survey 3-Year Estimates for the employable Black/African American 

population in Davidson County. 

 



3 
 

 

 



4 
 

3. 2010-2012 American Community Survey 3-Year Estimates for the employable Hispanic/Latino Population in 

Davidson County. 
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4. 2010-2012 American Community Survey 3-Year Estimates for employable Asian population in Davidson County 
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5. 2010-2012 American Community Survey 3-Year Estimates for employable White (Only) populations in Davidson 

County. 
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6. 2010-2012 American Community Survey 3-Year Estimates for all employable residents of Davidson County. 
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