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CITY OF SEATTLE Wes Uhlman, Mayor

EXECUTIVE DEPARTMENT

OFFICE: OF WOAMEN'S —ICIHTTS

22 HAINTEN SOUTIE ® SEATTLE, WASHINGTON 95141 # 206 /5596530
Oetober 30, 1974

TO: Mayor Wes Uhlman, City of Seattle
Councilman Sam Smith, President-Seattle City Councl]
Councliman Tim Hill, Chalrman, Budysi~Gemmirfec—Seattle Ci+y Councl|

FROM: seattle Office of Women's Rights

SUBJECT: Affirmative Action Progross Report for Women

According to City Council Resolution 23849, we wlll forward the Affirmative
Action Progress Report for women for cach depariment before the scheduled
budget hoarings. Enclosed is the repart for the Police Dept. & Fire Dapt. The
Department of Human Rights is forwarding reports for minorities.

The reports cover an |8-month period from December, |972 through Juae, [974.

They are based on computer print-outs and the quarterly Affirmative Action
Reports,

The City's 1977 goal for female reprasentation, 41.9%, was based on the

Seattle Civilian Labor Force statlistics in |970, This statistic In turn

came from the 1970 U. 5. Census data. At that time the study predicted

that 42.2% of the Seattle civilian labor force would be female in |972,

Further annuai pradictions were not made. "Manpower Informatior far o4 Firmarnive
Action Programs," Washington Employment Security 1974, states that women currantiy
=unstituta 4471,

The ovarall goal of affirmative action for women is to achieve fomals
rapresentation in every cmployment category in each department according
To thelr representation in the work force. Affirmative hiring, training
and promotion refers to the required remedial efforts to change femala
underreprosentation in City employment.

SBM :maf
cc: Pollce Department

Councilwoman PhyllIs Lamphere - Pollice Dapartment
Offlce of Management and Budget
Fire Department

Councilwoman Jeanatte Williams - Fire Departmant

Enclosure i



A CITY OF SEATTLE
OFFICE OF WOMEN'S RIGHTS

POLICE DEPARTMENT

AFFIRMATIVE ACTION REVIEW

A.  SUMMARY OF FINDINGS

I

2.

3.

Mo goals and timetables have been established for this Dapartment.
There has been a significant decreass of femala representation in

all job categories but two. Femala Incumbancy In the Official and
Administrative Category has remalned at 0f and has Increased from

|.6% to 58.5% In the Service and Maintenance Category. The increased
female representation In this |atter category is the result of the
Inclusion of Parking Meter Checkers - all of whom are female - Intfo
this job category. Howaver, the Police Department's ovarzll staffing
decrease of 48 positions doss not axplain the decrease or absence of
women in 6 out of 7 categories as the number of white males has in=
creased or remalnad the same in 5 cut of 7 categories and the number of
minority males has increased or remalned the same in 6 out of 7 categories.

Female representation Is at ar near representative levels in only two
emp loyment categories i.s. Office and Clarical and In Sarvice and Maln=

tenance. Minority women remain comparatively under represanted in the
Oftice and Clerical field at 12 as this Is an area where women #s a
whole have been and still are grossly over represented.

The Protective Services Category which contains 80% of all Pollce
Department positions had 2.9% women as of 12/72 and as of 6/74 only

2.6% women. There are present|y no minority women [n this category

{a joss of one) and two less white females than there were in 12/72.
This Is particularly signlficant when It Is consldered that during this
period white male Incumbency increased by 8 positions and minority males
increased by I8 positlens,

White female representation [n the Fara-Professional Category has
decreased by 22, although minority female representation has increased
by one. While it should be noted that over all staffing in this category
has decreased by |7 it should also be pointed out that white male in-
cumbancy has increased by two positions and minority males also hold

an additional two positiens.
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FOLICE DEPARTMENT

AFFIRMATIVE ACTION REVIEW - Page 2

6. There are presently no minority women located in the Official and

Administrative/Professional or Profective Services Caftegory nor
werg thore any minority Wwoman new hires in the Official and
Administrative/Professional /Technical /fProtective Services or
Serwien o Main tenonce Category .

7. There were no new hires for white females in the Official and

Administrative/Professional or In the Service and Maintenance

-

e

Category.
8. Minority women represented 8% of the new hires. Women as a whole

represented only 19.7% of the new hires when the Office and Clarical

e

Category are excluded from consideration.
9. Minority females had access to no cost City training, but no funds ware
expended on training opportunities for them.

10. White females had access *o no cost City training, but did not have aqual
accass to training outside City Government with cost. Only &% of those
persons receiving training outside City Gavernment with cost were woman -

all white. These women received significantly less than the average cost

of training per person although minority males received above the average

cost por person.

Il. Both white temales and minority femalas benefited from salary increases

+hrough upgrades though both received much lower average increases than
white males though larger average increases Than rinority males.

12. White women made up a targa; percentage of all fhose recelving upgrades
than white males or minorities of either sex. .

B. RECOMMENDATIONS

. That the Police Department develop separate goals and timetables for the

Protective Services Category for women both white and minority and for

:%_ minority males. A percentage of female cadet hires' should be set for 1975.
o 2. That special attention be paid to affirmative action considerations in

gl effecting lay-offs To women and especially minority women.



POLICE DEPARTMENT

APFIRAATIVE ACTICN REVIEW - Page 3

34

Special recruiting efforts should be made pris o the naxt
examination for Police Officer to find female cendidates, especially
female minority candidates and minority mile candidates not presently

represented -- Japanase and Chinese males.

'.Ilm Dept. rocofemnd the rccognH'ion. of the Parking Meter L‘-hcc'hﬂr.
classification as lower related to class to Police Officar. There

are substantial numbers of qualified and qualifiable women {including
mirorities) in this class os prospective police officers.

That the Dept. develop goals and tTimetables for providing training to
women, especial ly minority women outside City Government with cost and
equalize training costs per person.

Ihe Police Depuriment continue to deploy women police officers on patrol

duty so that they can become eligible for promotion and funetien to their

full capacity as officers.

G000 FAITH EFFORTS

24

The Police Department made strong affirmative efforts via recruiting and
hiring for fthe Cadet Program for both women and minorities of both sewas,
the effects of these offurts wore temporarily neyated by fhe sbrogration
af The Culet program due fo budget cuts.

The Police Depariment deployed two women officers on patrol duty so that
they became eligible for promotions, and the success®of this experiment
should encourage expansion of fhis duty to other women and make possible
further maleffemale integration of the police force.

A positive cooperative effect was made with the Clvil Service Departmant
to develop an improved job-related examination for segeants. Also the
hedgh b resjuivemen] was modified for police officors.  Both steps should
improve upgrade and entrance opporfunities for minorities of both sexas

and all ethnic groups as wel| as white females Info the uniformed ranks.
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under representation of women, both minority
and white is jn the Protactive Services which emglovs the largest
numbers of persons. Furthar, famala incumbancy is declining with
no minority wemen Present|y representad, The dramatjc decline of

female representation in +the Para-Professions| Category is signif-
cant in that i+ sharply curtal|s eppertunities for futyre fema lu
upward mabi ity within tha Dapartmant,
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earliar information was incomplete.
all new hires with fthe largest numbers gained [n the Cffice and
Clerical category where woman are already over represented.
Minority women accounted for 8% of all new hires.

BLE &

Woman represented 43.

. This data covers the pericd from Juna 1973 to June |974, as tha
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Cermmenis:

The total employment decreased by 3% while minarity employment
increased by 13.7% with black females being notably under representad

as compared to black males, .Overall female employment remains
virtually unchanged with a slight increase of minority women.
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E-f‘lm TT'U;—HT'D: Minority women did not attend any fraining cassions that requlred
money. Only 6% of fhose parsons receiving fraining outside City
Gavernment with cost were woman = all white. The minarify malas
raceived training monles above the average cost per person. Wnite
women recelved less than the average cost per person.
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Cﬂmm&,ﬂi'&,: of all personnel that recelved an upgrada, white males recsived

far greater a averags increasa +han ¢id any other group with
minority females recelving 2 higher increasethan white females,
and minority malas racelving tha lowest average Increase.
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CITY OF SEATTLE
DFFICE OF WOMEN'S RIGHTS

FIRE DEPARTHENT

AFEIRMATIVE ACTION REVIEW

.

SUMMARY. OF 1 ITHDINGS

B,

2.

5.

Goals and timetables ware not established by this Cepartment.
During this period of review, tha total work force decreased by
40 posifTons wii lo the nurbar of fumile cmployees remajned wirtually.

static.

y 2% of the total Department work force. Over 90%

Women compose onl

of 41hose women are employed in +ha Office and Clerical Category.

Ho women are located in the Protective Services, where 93.5% of the
Fire Department employees are +a be found. Only 2 minority women are
emhwdﬂfms%mﬁmm,mmTnWHmMMHmL

Only 6.1% of all new hires during this perfod were women. Only one
minority woman was hired although 17 minerity male and 74 white male
new hires took pl.ac:e+ All female new hires were in the Office/Clarical

category where women are already overrepresented.

Minority females and white fomales received nearly equal amounts of

+raining expendifures based on The average cost per person. However

this amount was significantly less +han the amount received by minority

males which in turn was much lower than that received by white ma |65 .

7. White women rocelved averdge monthly incroases comparabe to those

recaived by white males. Minority women received the lowest dollar

average monthly increases of all who were upgraded.

RECOMMENDAT I ONS

. Goals and timetables =hould be established immediately for women both

minority and white with special attantion payed to fthe Protective
Services category.

2. During the next year, when hiring of both frainee
ail er minimal, the Department should continue to work “[Th the Civil
sarvice Department 4o develop baetter salection dﬁvicea
and recruits. Height requirements and other raquireman
screen out women and caertain ethnic groups

portion of the Civil Service exs

5 and recruits will be

for both trainees
t= which tend fo
,and especial ly the physical

am for fire fighter recrufts and frainses
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FIRE DEFARTMENT

AFFIRMATIVE ACTION REVIEW - Page 2

should contfinue to be scruitinized so that appropriate modifications
can be made where employee efficiency will not jeopardized.

Eftorts should continue to recruit women and minority groups of bofth
soxes With special emphasis on women and on all Asian Groups and
apanish=surnamad, whose very significont underroprosented is rolatod
to past minimum haight standards.

Women shauld have equal access to cost fraining outside of city

government and the cost per person average should be more nearly

¢qual fzed among all groups.
Increased attention should be directed toward providing increased
upward mability training and upgrade salary increases more comparable

fo the average monthly increase for all employess where minority

females are concerned, who recelved the lowest amount of upgrade increase.

GOOD FAITH EFFORTS

Fak

Discussions have been initiated In October by the Fire Dapartment with
the Office of Womon's Rights and other appropriate personnel to develop
entry level opportunities for wom.- ““ o recrult and trainee positions.
Staps have boen taken to reclassity dispafcher positions as civilian,
which will allow the entry and upgrude of women into positions which
ha;ﬁ baen tradiiicnally held by non-civilian males.

The Fire Department requested of the Civil| Service Commission that

axtensive test validation be undertaken.

T e T
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p!"ll"l"lnrf‘l.“_ NTS. Specific goals and fimetables have not been estab| ished by this
Cepartment. Female amployment has remalned virtually unchanged
during the past Ig manths,
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Lo llem e Tl e D
{‘- OMIYIE T, . Women compose on 23 of the tortal Departmental workforce, ’
Over 90% of fhese women are employed in the Office and Clerical
Categury. Ho women are located In the Protective Services, where

93.4% of the [ire Uspartmont omployees are fncumbants. Only 2
minority women are employed by this Department, both in Office/
Clerical.
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6.1% of all new hires during this period were wemen. |% of the
hires were minority women. All new female hires took place in
the Office/Clerical category whers women are already over reprasented.
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CrrineEnts:

Wiren a5 o whole ore grossly underrepresented In comparison to
el roprasentation In the City of Seatlle Work force. Minority
women are particularly underrepresented even In comparison fo
minority males.
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{._!‘Lf‘ﬂ (e T Women had access 1o no coct training progrims comparable To their
presence in the :!epartmenfal warkforce, while having considarably
less access to fraining sutside city gevernment with cost. White
famales received less than half the average cost of tralning per
parson received by minority males although minority woman recaived

the lowest avarage cost of fraining per person of any group.
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