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SUBJECT

A briefing on the 2011 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 report presents statistics on hiring across the county during the period from January 1, 2010 through December 31, 2010 and cumulative statistics since July 1, 2007. The 2011 Annual Progress report also reviews implementation plan activities for 2010 and the proposed activities for 2011.
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 for each major job category is estimated using data from the United States Census Bureau for this gepgraphic region. The percentage of women and persons of color with the requisite skills available in the labor force for each major job category is called the labor force availability rate.
According to federal requirements, in instances where women and persons of color are not being employed at the rate to be expected given number of women and persons of color with the requisite skills available, 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.
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.
ANALYSIS

The 2008-12 Plan identified 65
 job categories where placement goals needed to be established because King County’s workforce for those job categories did not reflect the racial and gender make-up as predicted by the U.S. Census, referred to as labor force availability rate. The progress report shows that in 2010 of the 65 areas with placement goals 25 were met, 25 were not met, and 15 did not include sufficient hiring opportunities to allow the goal to be reached during the reporting period. The table below compares 2009 and 2010 results. There were clearly more placement opportunities in 2010. However, it is not possible to tell from the report data how many of the placements were new hires or existing employees entering new positions. Similar to 2009, where there was an opportunity there was about an equal chance of the goal being met as not met.

Table 1 

Comparison of 2010 and 2009 Placement Goal Achievement

	
	Goals Met
	Goals Not Met
	No hiring opportunity

	2010
	25 (38.5%)
	25 (38.5%)
	15 (23%)

	2009
	19 (29%)
	20 (31%)
	26 (40%)


For a detailed listing of the status of each placement goal, see pages 5-8 in the attached report. Page 9-11 of the report includes a separate listing of those placement goals which were not met in 2010.

19 of those 25 job categories where departments did not achieve their goals, there was only 1 or 2 additional placements needed to meet the goal. The most notable exception is the category of female transit operators where the placement goal is 49.8%, there were 135 placements, of which only 25.8 percent were women. The report also notes that recruiting and hiring for Native Americans continues to be a challenge for all the departments. 
As required by code, pages 12-15 of the report include cumulative data showing the placement rates for 2007, 2008, and 2009 and allowing the reader to see how the overall diversity of a particular job group within a department has changed since 2007. The data shows that in 18 of the 65 placement goal areas, the overall representation in the job category now reflects that labor force availability as reported by the census.
Update on Implementation Activities 

As required by code, the report also provides details on implementation activities in each department. In addition to the activities of each department, the Human Resources Division also provided training to all HR staff within the Executive branch departments. The training focused on writing and describing job duties to remove artificial barriers and leveraging technology (NEOGOV) to ensure lack of bias in recruitment.
The report meets the reporting requirements set forth in code. 

ATTACHMENTS

1. Equal Employment Opportunity/Affirmative Action Plan, June 1 2011 Progress Report 
2. Transmittal letter dated May 27, 2010

� The 2008-2012 Plan included 63 placement goals. In January 2009, the Department of Elections became a separate Executive Branch Department. Previously, Elections had been a devision within the Department of Executive Services. At the time Elections became a separately elected department, it was determined to have underrepresentation in two placement goal areas. Therefore, 65 placement goals are now tracked.
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