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SUBJECT

A briefing on the 2008 Annual Progress Report for the King County 2008-2012 Equal Employment Opportunity/Affirmative Action Plan.  
SUMMARY

King County Code 3.12.180.D requires an annual progress report on King County’s five year affirmative action plan. The 2008 Annual Progress report presents steps taken to implement the plan in 2007 and the first quarter of 2008. The report also presents statistics on hiring across the county during the period from December 31, 2006 through January 1, 2007.
Background
Requirement for Affirmative Action Plan. The county is required to develop and implement an affirmative action plan pursuant to (K.C.C. 3.12.180) and pursuant to federal funding requirements. As described by the United States Department of Labor, an affirmative action program is a management tool designed to ensure that qualified applicants and employees are receiving an equal opportunity for recruitment, selection, and advancement. A central premise underlying affirmation action is that, absent discrimination, over time an employer’s workforce, generally, will reflect the gender, racial, and ethnic profile of the labor pool from which the employer recruits. 

As required under federal contract requirements, the county must prepare an affirmative action plan with several key components. The plan must include detailed quantitative analysis to evaluate whether women and persons of color are being employed at a rate to be expected given their availability in the labor force. The number of women and persons of color with the requisite skills available in the labor force is estimated using data from the United States Census Bureau for King County.
According to federal requirements, in instances where women and persons of color are not being employed at the rate to be expected, placement goals must be established. Placement goals are equal to the labor force availability rate. Placement goals are not quotas. The purpose of a placement goal is to establish a benchmark against which the demographic composition of the employer’s workforce can be compared in order to determine whether barriers to equal employment opportunity exist within particular job groups. They are often viewed as a tool for measuring progress towards achieving diversity.
2007 Code Changes

In 2007, the Council passed legislation (Ordinance 15777) making significant changes to the affirmative action reporting requirements. The changes were intended to improve the reporting format of the report so the county’s progress in achieving its affirmative goals would be more transparent. Most significantly, the requirement for a biennial plan was changed to require a plan every five years and progress reports every year. This change was intended to allow departments more time to focus on implementing the plan and less time completing reports. 
Requirements of Progress Reports

The annual progress reports are intended to focus on those categories where a placement goal was established in the five year plan as a way to measure progress toward achieving a workforce that more closely resembles labor force availability. For those job categories with placement goals, the county hopes to see hiring occur at rates resembling the labor force availability rates. If hiring were to occur at the placement goal rate one would expect over time the racial and gender profile of the job category would more closely resemble the labor force availability.
The progress report is also required to include a separate listing of those job categories with placement goals where the placement goal was not achieved in hiring for the given year. Placement goals shall only be considered not achieved in those instances in which the total number of hires is large enough that is statically reasonable to expect under conditions of equal employment opportunity that the number of hires by race and gender will reflect workforce availability.
The progress report is also required to report on the status of each activity proposed in each department’s implementation plan. 
The code did not require annual reporting on the county’s actual workforce composition because that data is reported in the five year plan and is unlikely to change much from year to year.
ANALYSIS 
The 2008-12 Plan established 58 areas with placement goals. Of the 58 areas with placement goals 23 were met (40 percent), 18 (31 percent) were not met, and 17 ( 29 percent) did not include sufficient hiring opportunities to allow the goal to be reached during the reporting period. For this first progress report, the reporting period was January 1, 2006 to December 31, 2007. Therefore, for this first year only the data reported reflects data for the time period prior to the implementation of 2008-12 plan.
This analysis excludes data from the Office of Information Resource Management because Council staff was not able to reconcile discrepancies in the data in time for this staff report.

Areas Where Placement Goals Were Met 

Of the 58 placement goals established in the 2008-12 Affirmative Action Plan, 23 goals were met (See Table One). In future years, we would expect to see more goals achieved as implementation activities continue. One area of particular progress is for the Department of Adult and Juvenile Detention (DAJD) for Protective Services Women. This category has historically been very difficult to achieve the placement goal of 30 percent. The results below show that DAJD achieved that goal with an overall placement rate for women of 33 percent. 
Table One 

Areas Where Placement Goals Were Met 

	Department
	Job Group
	Minority Group
	Labor Force Availability/Placement Goals (%)
	Goal Met 
	Actual Placement Rate

	DAJD
	Admin Support
	Women
	77.4
	Yes 
	100

	
	Service Maintenance 
	Hispanic
	13
	Yes
	100

	
	Protective Services
	Women
	29.5
	Yes 
	33.3

	DOA 
	Professionals
	Women
	47.6
	Yes
	52.38

	DES 
	Professionals
	Native Americans
	1.6
	Yes
	1.06

	
	Admin Support
	Native Americans
	2.4
	Yes
	1.85

	
	Service Maintenance
	Female
	27.6
	Yes
	32.4

	DJA 
	Professionals
	Women
	53.5
	Yes
	50.0

	
	Admin Support
	Women
	82.2
	Yes
	90.9

	DNRP 
	Service Maintenance
	Asian
	5.8
	Yes
	7.4

	
	Officials and Administrators
	Women
	43.9
	Yes
	66.7

	
	Professionals
	Hispanic
	2.14
	Yes
	1.8

	DPH
	Technicians
	Black
	4.7
	Yes 
	15

	
	Professionals
	Women
	69.7
	Yes
	69.7

	KCSO
	Professionals
	Black
	6.3
	Yes 
	8.3

	
	Protective Services
	Black
	6.9
	Yes
	6.8

	
	Admin Support
	Asian
	9.3
	Yes 
	11.6

	
	Protective Services
	Native Americans
	2
	Yes
	2.3

	DO T
	Professionals
	Hispanic
	1.9
	Yes
	2.46

	
	Admin Support
	Hispanic
	2.7
	Yes
	5.0

	
	Skilled Craft
	Hispanic
	3
	Yes
	5.6

	
	Admin Support
	Native Americans
	1.7
	Yes
	1.7

	
	Technicians
	Female
	30.7
	Yes
	33.3

	
	Skilled Craft
	Native American
	2.2
	Yes
	1.9

	
	Admin Support 
	Women 
	74.9
	No
	51.67


Areas Where Placement Goals Have Not Been Met

As shown below in Table Two, 18 of the 58 placement goals have not been achieved. However for many of the job categories in this section the labor force availability is very small, making achieving the actual placement rate goal more difficult because it likely requires a large number of hiring opportunities to meet the goal. 
There are six job categories (see footnotes) in Table Two where the actual placement goal is considered not met when the numbers are rounded from 0.5 and above to 1.0 According to HRD, it is standard practice for affirmative action data to round up to the nearest whole number.
In future years of the 2008-12 Plan, the Council should expect to see fewer job categories listed in Table Two as more goals are achieved. 
Table Two
Area Where Placement Goals Have Not Been Met 

	Department
	Job Group
	Minority Group
	Labor Force Availability/Placement Goals (%)
	Goal Met 
	Actual Placement Rate

	DES 
	Admin Support 
	Black
	17.3
	No  
	14.9

	
	Protective Services 
	Hispanics
	4
	No

	0

	
	Protective Services 
	Women
	53.7
	No
	20

	DNRP
	Service Maintenance
	Hispanic
	3.4
	No
	0

	
	Service Maintenance
	Native American
	2.4
	No

	0

	
	Professionals
	Native Americans
	1.6
	No
	

	DPH
	Professionals
	Native Americans
	2.2
	No
	.69

	
	Service Maintenance
	Native Americans
	2.5
	No

	0

	DCHS 
	Professionals
	Native Americans
	3.0
	No

	2.0

	DOA 
	Professionals 
	Hispanics
	3.3
	No

	0

	KCSO
	Protective Services
	Women
	17.5
	No
	6.8

	DOT
	Service Maintenance
	Hispanic
	6.4
	No
	1.6

	
	Transit Operators
	Native Americans
	2.2
	No
	1.4

	
	Transit Operators
	Women
	49.8
	No
	27.9

	
	Admin Support 
	Women 
	74.9
	No
	51.67

	
	Service Maintenance 
	Native Americas
	2.7
	No

	1.6


Areas Where Placement Goals Not Applicable Due to Insufficient Hiring Opportunities
As shown in Table Three, there are 17 job categories where there were not sufficient hiring opportunities to expect the placement goals to be achieved. For those job categories where the hiring opportunities are limited, one can expect it will take many years to reach the placement goals. 
Table Three 
Area Where Placement Goals Not Applicable Due to Insufficient Hiring
	Department
	Job Group
	Minority Group
	Labor Force Availability/Placement Goals (%)

	DAJD
	Professionals 
	Native Americans
	2.2

	
	Service Maintenance
	Native Americans
	3.3

	
	Service Maintenance
	Women
	43.0

	DOA
	Admin Support
	Hispanic
	3.4

	DCHS
	Officials and Administrators
	Black
	5.5

	DDES
	Officials and Administrators
	Women
	37.9

	DES
	Officials and Administrators
	Hispanic
	4.1

	DJA  
	Admin Support 
	Native Americans
	1.4

	DNRP
	Officials and Administrators
	Hispanic
	2.12

	
	Officials and Administrators
	Native Americans
	1.53

	
	Officials and Administrators
	Asian
	4.7

	KCSO
	Officials and Administrators
	Asian
	7.8

	DOT
	Officials and Administrators
	Asian
	6.3

	
	Officials and Administrators
	Women
	37.5

	
	Technicians
	Asian
	7.6

	
	Technicians
	Hispanic
	2.7

	
	Protective Service Worker
	Female
	34.1


Format of Report Can Be Simplified 
The format of the progress reports that are transmitted to Council can be simplified by focusing the report on the statistics for those job categories where placement goals were established in the five year plan. HRD should consider reporting data (tables) in the progress report similar in format and number to this staff report. The report should continue to report on activities for each department implementing the plan.
King County Civil Rights Commission

Both HRD and Council staff briefed the King County Civil Rights Commission on the 2008 Progress Report. The Commission is preparing a comment letter that is expected to be available when the General Government and Labor Relations committee meets on September 9th, 2008. 
ATTACHMENTS

1. Equal Employment Opportunity Affirmative Action Plan June 1, 2008 Progress Report 
2.  Transmittal letter, received May 30th, 2008
INVITED

Michael Frawley, Deputy Director, HRD, DES
Keven Franklin, Diversity Services Manager, HRD, DES
� Due to rounding, this placement goal is reported as not met. 


� Due to rounding, this placement goal is reported as not met. Based on the number of placements, we would expect to see a placement of .68 persons. When this is rounded to one, this category does not meet its goals since no one was hired in this category.


� Due to rounding, this placement goal is reported as not met. Based on the number of placements, we would expect to see a placement of .62 persons. When this is rounded to one, this category does not meet its goals since no one was hired in this category.


� Due to rounding, this placement goal is reported as not met. Based on the number of placements, we would expect to see a placement of 1.5. When this number is rounded, this category does not meet its goals since only one person was hired.


� Based on the number of placements, the labor force availability would project a hiring of 0.68 persons. When this is rounded to one, this category does not meet its goal since no one was hired in this category.


� Due to rounding, this goal is considered not met. Based on the number of placements, the labor force availability would project a hiring of 1.65. All numbers over 0.5 are rounded to one. When this is rounded to one, this category does not meet its goals since there was only 1 hire in this category.
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