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SUBJECT:


AN ORDINANCE extending the 1999-2001 affirmative action plan and workforce availabilities through 2004 and repealing Ordinance 13572, Section 2.
SUMMARY:


Proposed Ordinance 2002-0576 would help implement the County’s stated goal of having a racially/ethnically, gender and differently-abled diverse workforce, being an equal opportunity employer, and it will maintain our eligibility to receive important federal grants.  The current Equal Employment Opportunity/Affirmative Action Plan (the Plan) expired at the end of 2002.  The proposed plan, if approved, would expire at the end of 2004.  

Committee Action – At its January 28, 2003 meeting, the Labor, Operations and Technology Committee approved substitute ordinance 2002-0576 with four ayes, no nos, and one excused.

The Plan:

· Establishes the availability of minorities, women and disabled persons in the workforce for nine categories of jobs;
· Establishes employment goals for each job category based on availabilities;

· Outlines recruiting, hiring and promotion principles to assist managers in achieving and maintaining the goals of the plan;

· Identifies roles and responsibilities for implementing the plan;

· Provides the Council-required Year-end Affirmative Action Progress Report on achieving goals.  (Covers the period from July 1, 1999 through December 31, 2001
Background

Relationship to Initiative 200 – In 1998 state voters approved I-200.  The initiative amended RCW 49.60, the state 1949 law prohibiting discrimination on the basis of race, creed, color, national origin, age (40-70 years of age), marital status, and handicap.  I-200 reaffirmed the prohibition of discrimination as well as the granting of preferential treatment on the basis of race, sex, color, ethnicity or national origin in the operation of public employment, education and contracting.  In response to the initiative, the County Council adopted an updated Plan under Ordinance 14118 which complies with I-200.  In essence, the County ceased using affirmative action tools that could be construed as providing preferential treatment.  These tools included selective certification, supplemental affirmative action recruitment, targeted internships and targeted apprenticeships for women and minorities.  However, concurrent general and targeted recruitment is allowable under I-200.  Consistent with federal funding requirements, the current EEO/AA plan is voluntary, has affirmative action hiring goals and does not have hiring quotas.
Plan Elements
Availability – The Plan relies on availability data from the previous plan because updated numbers are not available.  New detailed employment related data from the 2000 census will be released in early 2004.  The 2005-2006 Plan will be submitted to Council using the new census data.  
Goals – Goals are set for job categories where women, people of color and people with disabilities are underrepresented relative to their availability.
Job Categories – Goals are set for each of the following:  Officials and Administrators; Professionals; Technicians; Administrative Support; Skilled Crafts; Transit Operators; Service Maintenance; Protective Services Workers; and Paraprofessionals.   

Progress – The Plan identifies the following progress/status of goals: 
· Overall, King County made material progress in meeting 52 % of the 140 EEO Job Category areas where goals were set.  The 52 % statistic included goals that were completely met (33 % or 46 EEO goal setting areas), and areas where goals were partially met (19 % or 27 EEO goal setting areas).

· For female goals, of the 41 EEO Job Category areas where goals were set, 27 or 66 % of goals were completely met, 7 or 17 % of goals were partially met, and 7 or 17 % did not have any change.  The areas that need focused recruitment and outreach included skilled craft and service maintenance.

· For African American goals, of the 7 EEO Job Category areas where goals were set, 1 or 14 % of goals were completely met, 1 or 14 % was partially met, and 5 or 71 % did not have any change.  This area needs focused recruitment and outreach to include professionals.

· For Asian American goals, of the 7 EEO Job Category areas where goals were set, 5 or 71% of goals were completely met, and 2 or 29 % did not have any change.

· For Native American goals, of the 12 EEO Job Category areas where goals were set, 4 or 33 % of goals were completely met, 2 or 17 % of goals were partially met and 6 or 50 % did not have any change.  The areas that need focused recruitment and outreach include all job categories with the exception of Officials/Administrators and Para-Professionals. 

· For Hispanic/Latino American goals, of the 12 EEO Job Category areas where goals were set, 4 or 33 % of goals were completely met, and 8 or 67 % did not have any change.  This area needs focused recruitment and outreach.
· For Persons with Disabilities goals, of the 59 EEO Job Category areas where goals were set, 3 or 5 % of goals were completely met, 17 or 29 % of goals were partially met, and 39 or 66 % did not have any change.  All areas need focused recruitment and outreach to ensure a diverse pool.
· Where there is African American, Asian, Hispanic and Native American under-utilization percentage that does not equate to a hiring goal for any of the people of color groups, an aggregate Minority Goal is established.  This occurred in two EEO goal setting areas.  All hiring goals have been completely met.

Racial/Ethnic Distribution of County Employment – The following table provides a snapshot of County employee diversity as of December 31, 2001.
	Total Employees
	Female
	Minority
	Black
	Hispanic
	Asian
	Native

American
	Persons w/disab.

	11,554
	4,352
	3,484
	1,610
	424
	1,259
	191
	282

	100 Pct.
	37.7
	30.2
	13.9
	3.7
	10.9
	1.7
	2.4


2001 Layoff Impact and Placement – Budget cuts in 2001 caused 106 employees to receive layoff notices.  Of these, 34 were people of color, and 67 were women.  For comparison, the executive branch workforce in 2001 consisted of 29.6 percent people of color and 37.9 percent women.  

The executive-imposed hiring freeze in 2001 created placement opportunities for laid-off workers.  Of those who received notices:

· Three had their notices rescinded;

· Two chose to bump other employees pursuant to collective bargaining agreements;

· 22 chose not to participate in the recall placement service.  (They either resigned, retired or found other employment.)

· 79 chose to participate in the recall program.  Seventy-seven have been placed in regular, exempt, or term-limited positions.  Two have not been placed.  

· Of the 77 employees placed:

· 51 are female;

· 23 are minority;

· 2 are persons with disabilities.

Equal Employment Opportunity Program – County employees can seek resolution of alleged discrimination internally through their department management, the Human resource Division or the Office of Civil Rights Enforcement as well as with federal and state agencies.  The most common bases for complaint are race and retaliation.  The following tables provide details on the five-year trend in complaints.

Table 1:  Executive Branch Discrimination Complaint by Status

	COMPLAINT STATUS
	1997
	1998
	1999
	2000
	2001

	Open Cases
	5
	3
	8
	23
	14

	Discrimination Found
	
	
	
	
	

	No Discrimination Found
	19
	17
	9
	10
	4

	Settled
	4
	9
	6
	1
	1

	Appealed
	
	1
	1
	
	

	Dismissed*
	15
	10
	6
	3
	

	Administrative Closure**
	1
	6
	5
	2
	5

	
	
	
	
	
	

	Total
	44
	46
	35
	39
	24


*  Complainant notified of right to sue.

** Includes no jurisdiction and untimely filing.
Table 2:  Executive Branch Discrimination Complaints By Basis

	COMPLAINT BASIS*
	
	1997
	1998
	1999
	2000
	2001

	Race
	
	1 (21)
	1 (24)
	1 (20)
	1 (23)
	1 (11)

	Sex
	
	3 (10)
	3 (11)
	2 (10)
	2 (14)
	3 (6)

	Disability
	
	2 (11)
	2 (16)
	4 (4)
	3 (4)
	2 (7)

	(Job Accommodation)
	
	(6)
	(7)
	(3)
	
	

	Age
	
	(3)
	(5)
	(5)
	3 (4)
	

	Religion
	
	(1)
	(1)
	
	(3)
	

	National Origin
	
	(5)
	(4)
	3 (8)
	(1)
	

	Sexual Orientation
	
	(2)
	
	(1)
	(1)
	

	Color
	
	
	(1)
	
	
	

	Ancestry
	
	
	
	
	
	

	Marital Status
	
	
	
	
	
	

	Veteran Status
	
	
	
	
	
	

	Retaliation
	
	(17)
	(12)
	(10)
	2 (14)
	1 (11)



*Includes multiple basis for complaints
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