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Estaﬁ%iisning an Affirmative Action
Plan for the City of Seattle.

Ordinance No, 199112 P

AN ORDINANCE establishing an
Affirmative Action Plan
for the City of Seattle;
amending Sections 8 and 9
of Ordinance 107790 and
amending Section 8 of
Ordinance 107791; and
repealing Ordinance 101548.
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orpIiNancE ALO9LE2

AN ORDINANCE establishing an Affiriative Action Plan for the
City of Seattle; amending Sec:ions 8 and 9 of Ordinance
167790 and amending Section 8 of Ordinance 107791; and
repealing Ordinance 101548.

BE IT ORDAINED BY THE CITY OF SEATTLE AS FOLLOWS:

Section 1. Title. This ordinance shall be entitled

"The Affirmative Action Plan Ordinance.”

Section 2. Policy. It is the policy of The City of

Seattle to provide a workplece for its employees that is

free from discrimination on the basis of race, sex, marital

status, sexual orientstion. political ideology, age, creed,

religion,. ancestry, national origin, or the presence of any
sensory, mental or physical handicap. It is also the policy
of The City of Seattle to take strong affirmative action to
remedy the effects of past discrimination against minorities,
women, handicapped and older workers, and to avoid practices
which are suspect and capable of abuse or which have an
adverse impact on the opportunities of such groups where it
reasonably can to produce an efficient system. By doing so,
the City will then be able to provide equal employment and
advancement opportunities for all qualified persons and

obtain a workforce in which such groups are fairly represented.
Section . Findings. The City Council has considered

the analysis of the City's present and past employment

practices contained in the Appendix of the attached Affirmative

Action Plan, incorporated here by reference, and other

materials presented to it and previously before it relative

to the need for affirmative action, and finds that affirmative

action to improve the progress of such groups and remove

impedinents to their employment opportunities within the
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City continues to be necessary and proper.

The City Counc.. recognizes that two Washington State
Superior Courts have already found certain of the Citv's
past practices to be discriminatory against minorities and
have determined not only that affirmative action within the
City of Seattle was necessary but was required under the
circumstances evidenced as late as 1976 to eliminate the

effects of such practices, and that those decisions were

affirmed on appeal in Lindsay v. Seattle, 86 Wn.2d 698, 548

P.2d 320 (1976} and Maechren et al. v. Seattle, et al., 92

Wn.2d 480, P.2d (August 1979).

Section 4. Affirmative Action Plan Adopted. The

attached "Affiin.cive Action Plan" incorporated here by
reference, is adopted. City officials and employees will
act in accordance with the duties and procedures set forth
in the adopted Plan.

Section 5. Personnel Ordinance Amendment. Section 8

of Ordinance 107790 is amended as follows:
Section 8. Affirmative Action.
((Bs——Atfirmative-Action-Raguireds
Fr---Pagt-discrimination-in-the-Eity-of-5eattie
employment-proecgses—-has-vesulted-in-present

undexre pregentation- of-mineritiec—and-women

in-Eity-of-Seattie-enployments~~Notwithatanding

ether-provisieong—-ef-this--erdinances~this-past
disevimination-and-ita-continutng-effeety
reguire-the-City-to-take-affirmative-action

to-ensure-Egual-Empleyment-Oppertuntty-£0¥

minerities—-and-vemen-in-alti-aspeeta-of-empleoymenty

fr———When-minerities-and-women-are-not-£fairly
represented-on-registers-or-among-appticantsy
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a-good-£faith-effort~shali--be-made-through
appropriate-rearuitment-and-examinakions-+e
geeure-suffietent-minerity-and-wemen—eandide kess
Ne-examinatien-or-seleetion-preecedure-er—the
resutts-thereof-ghall-be-used-which-atgnifieantiy
exetude-or-diseriminate—against-minsritieg-o¥
women—i+f-a-lega-exetusionary-or-digseriminatory
examination-er-asetection-procedure~exisgts—or
ean~-with-reasonable-likelihoed-be-dewelopeds
Jr~~-Job-related-training-programs-in-essentiat
skitisg-and-abilitzes- shall-be-~developed—and
made-avaitable-te-minorities-and-wemen-+te
agsise-them—~in-entering-jeb-etassifications
in-which-they-are-substantialty-underrepresenteds
4r-~—Bfforts-shati-be-made-te-inetude-minsrities
and-wemen-in-the-employee-getection-proeassy
such-as~the-inelusien-of~wemen-and-minorities
on-interviewing-panetas
5;-~~A-recpensibility-of~every-empltoyee-shati-be
te-further-tbe-guecesg-of-the-Eitylta-affirmative
action-piant-and-is—-an—-appreopriate-etement-of
every-emptoyeels-performanee-evatuations
Bs--~Affirmative-Action-Rlan+--The-Mayexr-shall-be
respensible-fox-developing--and-inplementing-the
Affirmative-Aekion-Rlan-of-the~-Cikty-0E-Seateles
provided-that-the-plar.~shall-be-appreved-by—the
eity-Couneil-—-Fhe-pitan-shall-be-based-on-adeguate
data-reqarding-the-community-and-the-€ityts-workforeer
€omprehensive-data-retated-to-affirmative-action
sh. 17 ~be~inctuded-in-the-personnei-management
records—systems-—Fhe-Mayor-shati~
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*+r--—Annually-prepares;-xevisey~and-update-the
Cieylo-hffirmative-Aetion-Plan-e¥-revisien
theretor

2r---Batablish-new-goals-and-timetabiea-for-the
empioyrment-of-minorities-and-wemen-on—-a—Eity—
wide-departmental-bagia-aceording-to-Baualk
Enpleyment-Opportunity-Commigsten—category-or
ether-ugabie-form:

3r---Adept-guidetines-£for-designating-whieh-positiens
are-to-be~fitited~affirmatively-to-meet-goals
and-timetables-fer-the-employment~of-minoriciey
and-vomens

4----Fdentify-areas—-where-apeeial-training-pregrams
are-needed-to-mneet—the-geals-and-timetableas
ef~-the-Affirmative-Aetien-Plans

S5c~—-~Pregeribe-guidelinea-for-use-during—any
tayeoff-whiceh-wili-meet-the-affirmative-aetion
needs-eof-the-Citys

E--—-Affirmative-acktion-monitteoring-and-~implementatieons

t+—---Fhe-Fersennel-Pirector-and-other—-Eity-officersy
departmentsy-and-ageneteg—shati~-previde—atl
necessary-information-te-enabte-the-Human
Rights-Pepartment-{HRD}-te-meniter-the-progress
of-minorities-and-the-0ffice-of-Woments
Righta-4OWR}~to-mentter~the-progress—ef-women
Under-the~Affirmative-Action-Rlany—~HRD-and
OWR-chatil-werify.-whether-departments-axe-in
esnformanee-with-the-plan+~-Any-inctance-of
nencempliance-with-the-pitan—-shali-be-reported
to-the-appeinting-avtherity-and-the-Persenned

Bifeetef7~whe—sha$i—eeepefate—with—HRB-and,

—f
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OWR-in~eliminating-nencemptianee—and-in
remedying-itg—effectas-and-enguring-future
eemplianeer--Fariure-ef-a-department-e¥
agenaey-to-cooperate—-or—eo—-ecempty-with-a
request-shall-be-reported-to-the-Mayors

2r———Ff-a~-department—is-net—-in-complianee-with-+the
Affirmative-Aetion-Plan;-the-Mayer-may-require
by-exaeutive-order-that-the-Direetor-provide
a-gejeetive-eertification-of-vomen—sr-minerities
to-fiti-eertain-pesitiond-ii that-department~

+~~~Fo-engure-that-affirmative-aetion—-+g-£fully

implemented-in-all-Eity-departnents—and
effiecesr—adequate-regeureces-shati-be-provided
te-ecarry-ount-the~aetivities-mandated-by-+his
erdinanees))

The City shall have an Affirm. .ve Action Plan, as

EEEN
adopted by Ordinance jﬁ}g}ij“* and as subsequently amended,
aaoptea by Ui B as

in order to provide its employe 3 with a workplace free from

discrimination, and to remedy the effects of past discrimination

against women, minorities, handicapped and older workers.

Personnel actions taken in accordance with this Personnel

Ordinance shall ke subject to and consistent with the Affirmative

Acticn Plan.

Section 6. Personnel Ordinance Amendment. Section 9

of Ordinance 107990 is amended as follows:
Section 9. Handicapped.
((Av-%t~-is-the-poliey-of-the~Eity-to-empiey-handicapped
pergens-and-to-make-substantial-efforts-to-continue
the-cmployment-for-those-persens~-whe-bacome-handicappped
while-performing-City-dutiesy-~The-Affirmative

Aetien-Pian-will-eneeurage-reeruitmenty-hiringsy

-5-
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and-retention-of-the-handicappedsr))

A. The City's Affirmative Action Plan, as adopted by

Ordinance 1004112 and as subsequently amended,

shall contain provisions to encourage recruitment,

o

iring and retention of handicapped workers.

{ (Bv—-The-appointing-—authority-with-the-coneurrence-of
the-Personnel-bDireceters-is~-encouraged-to-regtrueture
jeoba-and-adiust~Jeb-acheduleg-in-ordes~to-hire
handieapped-persenss))

((ev)) B. A preemployment physical which discloses
existence of a disability that would affect job
performance may result in the disqualification of
that applicant for that particular job; provided
that an applicant may be hired as long as the
handicap or disability does not affect the proper
performance of the job; provided further that the
applicant may be hired if the job may be accommodated
to the employee's limitations.

Section 7. Public Safety Civil Service Ordinance

Amendment. Section 8 of Ordinance 107791 is amended to read
as follows:

Section 8. AFFIRMATIVE ACTION ({3~HANDICAPPEB+~-Atl
persenaei—aetiens—fegaréiﬁg~empieyees~eevefea—by—this—system
are-subjeet-to-the-affirmative-uetion-and-handieapped
regvivements~of-the-Pergennel-ordirances-provideds~that-any
Gukies-assignad-te-the-Persennel-Direciorx-shall-be-performed
by-the-Commission-with-regard-to-employees-covered-by-£his
systems) )

Personnel actions regarding employees covered by the

system set forth in this Public Safety Civil Service Ordinance

shall be subject to and consistent with the City's Affirmative

-f—
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Action Plan as adopted by Ordinance jﬁ}g}ijJﬁ and as

subsequently amended.

Section 8. Repealer. Ordinance 101548, entitled:

"AN ORDINANCE deciaring and providing for implementation
of the policy of the City for Affirmative Action
Programs by City departments to achieve equality
of City employment opportunities for members of
ninority races, women, and persons over 40 years
of age.",

is hereby repealed.

Section 9., Effective Dace. Subject to the provisions

of this Section, this Ordinance shall take effect and be in
force thirty days after its passage and approval, if approved
by the Mayor; otherwise it shall take effect at the time it
shall become law under the provisions of the City Charter;
provided however, in no event shall this ordinance take
2ffect and be in force earlier than January 1, 1980, if
passed and approved or passed without the Mayor's approval

or passed over the Mayor's veto earlier than thirty-one days
before said date.

1979, and signed by
its passage this

o __
/

cil

ty Coun
Approved “wy me this [/ Z day ¢+ 1989.

d 4

Filed by m. this /7 day of g

f el —
zctest: aj - Aedv £

City Comptrbller and City Clerk

A

Deputy
(SEAL)

Published
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ATFIRMATIVE ACTION PLAN FOR EMPLOYMENT
as amended June 9, 1980

POLICY STATEMENT

It is the policy of the City of Seattle to provide a workplace for its employees that
is free from discrimination on thz basis of race, color, sex, marital staius, sexual
orientation, political ideoiogy, age, creed, religion, ancestry, national origin, or the
presence of any sensory, imental or physical handicap. The City recognizes that in
the past some of its employment practices have discriminated against minority,
women, and qualified disabled workers, Past practices have impeded the hiring and
progress of workers in these protected groups, and certain of the City's current
practices may perpetuate discrimination and arguably have an adverse impact on
protected group members. The City of Seattie should be a ieader in the area of
affirmative action and should set cn example for other employers by its behavior.
The City of Seattle desires to remedy the effects of past discrimination by a strong
affirmative program that will provide equal emplioyment and advancement opportu-
nities for all qualified persons, and will provide the City with a group of employees
in which the representation of disabled persons, women and minorities is at parity
with their representation in Seattle's lubor ~ rce., The City will pursue programs
which accommodate and increase ermvployment access and opportunities for the
disabled.

PURPOSE

The purpose or the City's Affirmative Action Plan s to provide a general
framework for affirmative action activities in the City of Seattle. The primary
emphasis of affirmative action activities will be on minorities, women, and the
disabled.  This plan identifies the persors and -departments responsible for
implementing ~ffirmative action and establiches the procedures for developing the
annual work plan. Genezcal programs and ac tivities that will be used to further
aifirmative action are icentified in this plan, but specific programs and activities
will be identified in the annual work plan. The activities in the annual work plan
will be designed to (1) help eliminate the effects of past discriminatory employ-
ment proctices; (2) aveid or ameliorate any adverse impact and effects of present
employment practices procedures or policies on protected group members; (3)
serve the needs of the City of Seattle by having a work environment free of
discriminatory practices and barriers to equal employment opportunity; and (4)
ensute that minorities, women, and the disabled are employed and advanced.

AUTHCORITY

The City of Seattle has established its Equal Empioyment Opporiunity and
Affirmative Action Plan in qccfordancg with the, laws, rules, regulations, and
guidelines of the various federal ', state™ and local™ agencies having jurisdiction in
the City. Ex:cutive Order |{246, as amended by Executive Order 11375, requires
ali federal contractors and subcontfractors with 50 or more employees and
contracts over $50,000 to develop and implement a written Affirmative Action
Plan. The City as a federal contractor is subject to the provisions of Executive
Order 11246, as amended, and the regulaticns issued thereunder. The City is also
required to take affirmative action fo emplcy and advance in employment qualified
handicapped individuals (Section 503 of the Rehabilitation Act of 1973) and
quaiified disabled veterans and Vietnam era vete ¢s ‘Saction 402 of the Vietnam
Era Veterans Readjustment Assistance Act of 9743,



CED FOR AFFIRMATIVE ACTION

This section summarizes the findings of the study of past and present employment
practices contained in the Appendix. Past discrimination, and perhaps some
current practices, have resulted in clear underutilization of pretected group
members inhmony City jobs, For example, according to the [979 Affirmative
Action Plan”, in 1978 of 108 Manager 2-12 positions, 15.7% were held by women
and } 1.1% were held by minorities; of 556 Police Officer positions, 2.7% were held
by women and 7.6% were held by minorities; and of &7 Automotive Machinists,
[.5% were held by women and | 1.9% were held by minoriries.

Minority groups have consistently been underrepresented in City employment, and
when employed tave been refegated primarily fo unskilled {aborer and service
aas{tions. Wamen have alsa been undecrepresented i City Pmplovmenf They lLaye
D cnRaD Ko cerzeg {&25’ @ty deoepd b 55723)) D5 5 2ovbre $o
required duties, and have ofien been cenfined o iraditional clerical roles. For
example, acesrdimg Yo Yhe 1838 Afsirmative Astisn 3ian p 8% 5he ang o% 188 33.3%,
Q8 SAEWICE (U yuntanianea g Wil (e Gl Ty o ities d aaT ol atlice qd
DWENCR! W00 W DE DR DY WnthEN:

3% 3542 QUUET  CURCTLTUAIANY Qe TIC e, Rerirertet all sy af The Segagiiel 3patesty
Poor reeriment &0 SIenisd IN-Howss 10D "RIPTENSST Weh Mty i1 Bifisel
for minority group raembers §a aven Hooy absut job spenings. Mafe job fities ang
iob annpuncements expresily limiting empleyment te males either disvovraged or
prevenfed women from applying for positions for which they may have been well
UITie

HAETTTIOT {00 qrualifications, althes i terms ol experience o aduaalian, tave beaq
gxcaessive. (e Oy exaioi@d G §ii8se GOk OF GreRand(als QY qae ave
indisaled a lgek of gbilily o do the job: Protected groups whose edueatiora) and
experience opporiunities were fimifed due fo past disciimination suffered ihe
consaguencas.  Arbitrary height raquirements fave alsa restricted the entty of

many minority and female job applicants.

In an attemat ta lmit employment tao individvals meeting a rather vague standard
of “good rnoral charce’refz“ the C'\’iy veed to collect irrefoavant information

cancerning the hm.:/\ground of gppficonts. fofice record ond credit checks; ond
reterences tram previous crmopleoyers served to screen out minority and wornen
applicants without regard to their present ability jo safely and efficiently perform
a job.

The Civil Service examination process, meant fo be a fair and objective system of
measuring ihe ability o do a job, nof only included subjective elements which were
FORinily  ond sewualy gugpect, but often tested {or abilities and knawledge tat
related ta the dutics of a particular gesition, This vas of tests net validated for job
relatedness was histerically aggravated by the “Rule of Taree Under ihat ruie,
only the three highest scorers on an exommohon were considered in the final
selection. Yet minorities and women fortunate encugh to be certified fo a
depatrtment’s qpoomtlng authority were faced with another suspecf subjective
evadizdiar GETELTE, e deporSiaenls IS EDS Wit SserrSi b whd $has bivas
from a list of certified eligibles.



A workforce with a low representation of wemen and minority employees was
perpetuated by a seniority system which encouraged "promotional only" examina-
tions and limited entry level opportunities. Present employees received preterence
over initial appiiconts on many competitive examinations. For the protected group
members who ruined access to City employment, upward mobility presented
selection pract.ces similar to those encountered in the initial examination process.
Advancing it : promotional ladder of course, meant more pay and responsibility,
To the extrat it wcs considered inappropriate to have women and minorities

receive mc e pay or responsibility than their white male counferparts, these
protected ¢ roups faced additional barriers.

Many of ithe causes of present underrepresentation of women and minorities are
societal in nature, and beyond the scope and power of the City of Seattle. The
limited educationa! and employment opporfunities afferded them because of past
discrimination, leaves them lacking in the skilis and experience truly necessary to
the performance of some jobs. Discrimination also takes on an institutionalized
character such that women and minorities themselves learn to belisve they are not
qualified for certain jobs. It becomes accepted that certain careers are reserved
for white males. Thus, women and minorities do not bother fo apply for the
positions. This "constructive denial" renders the result no less discriminatory.

Although the City of Seaitle is not solely responsible for all the discriminatory
barriers which have or continue f¢ iimit job opporfunities for potential women and
minority employees, ifs past ecrions do make it responsible for a good share of such
Sarriers, This Affirmative Action Plan is ceveloped fo remove these barriers and
o ultfimaiely achieve an employment sysiem which provides equal employment and
advancemer:1 opportunifies for all qualified persons. This employment system will
provide The City with a group of employees in which the representation of disabied
persons, women and minorities is af parity with their representation in Seattle's
labor force.

ASSIGNMENT OF AFFIRMATIVE ACTION RESPONSIBILITIES

Mayor

The Mayor is responsible for providing active leadership ard administrative
direction to implement the Affirmative Actica Plan of the City of Seaftle.

The Mayor will:

I. Recommend to the Council the necessary money and stc.” for affirmative
action.

2. in accordance with this Plan, oversee and cssign responsibilities for affirmative
action implementaticn fo the Personnel Department, Human Rights Depart-
ment, Office for Wemen's Rigt ts, Department of Human rResources, other City
denartments, offices and employees.

3. 1. = an Annual Affirmative Action Work Plan that will include specific
at'  native action progrars and hiring goals for each year.

4. Assign a star. member to devote a substantial portion of his or her time 1o
affirmative action implementation and to serve as chairperson for the Affirma-
tive Action Task Force.




5. ldentify and provide posifive incentives to those departments meeting their
affirmative action goals and negative sanctions against departments failing to
heet their responsibilities. The conditions under which these incentives uand
sanctions will be applied will be identified by the Mayor and each department
affirmative action progress will be a facter in the Mayor's performance
evaluation of every departmen! head.

6. Require by executive order that the Personnel Director or the Public Safety
Civil Service Commission provide a selective certification of minorities,
disabled persons and or women to fill certain positions in departments, where
the Mayor finds that such action is necessary for the department to meet the
gouls of the Annual Work Plan.

City Council

The City Council will provide adequcie resources to carry out the activities
mandaied by the Personnel Ordinance and this Plan to ensure that affirmative
action is fully implemented in all City departments and offices. The Council will
review departmental performance and the Affirmative Action Woik Flan during the
annual review of the City's budget.

Personnal Department

The Personnel Director will have the primary responsibility for administration of
the Affirmative Action Plan and will provide a City personnel system in accord-
ance with the nondiscrimination laws and this Plan.

Tha Personnel Director shall:
|. Direct the Persc inel Department's «ctivities fo promote the success of

Seattle's affirmative action goals, including recruiting, examination, selection,
nerformance evaluation, fraining, classifications and labor contract negotia-

tions,

2. Provide " tive certification of women, disabled persens, and/or minorities,
when ora - ihe Mayor or recuested by appointing authorities, fo fill certain
positions in sartment when necessary to meet the goals of the Annual Work
Plan.

3. Maintain comprehensive data related to Affirmative Action in the personnel
management records sysiem.

4, Provide necessary information to enable the HRD to monitor the progress of
minorities, OWR *o moniter the progress of women, and DHR fo monitor the
progress of the disabled, Vietham era veteruns, ¢nd older workers under the
Affirmative Action Plun,

5. Cocperate with HRD, OWR, DHR und federal and state agencies with EEO law
responsibilities in eliminating discriminatery employment practices, remedying
their effects and promotirg the objectives of the Affirmative Action Plan.

6. Appoint and direct an Affirmative Action Administrator,
7. With the assistance of an Affirmetive Action Administrator, develop rules and

procedures governing the inferview and selection of certified eligible: by
appointing authorities tc insure unbiased consideration of candidates.




Under the direction of the Personne! Director, an Affirmative Action Adminis-
trator shall: -

.
2.

0.

&

‘3.

14,

Prepare the City's Annual Affirmative Action Work Plan for the Mayor, |

Megotiate goals and timetables in conjunction with HRD, OWR and DHR, for
the employment of minorities, disabled persons and women on a Cify-wide and
departmental basis, according to Equal Employment Opportunity category or
other appropriate job group.

In order to promote affirmative action, suggest specific atfirmative measures,
iules and guidelines to the Personnel Director and the Mayor concerning

affirmative filling of positions, layoffs, examinations and other City personnel
actions.

Identify areas where special training programs are needed to meet the goals of
the Annual Work Plan.

Recommend that the Mayor and the Personnel Director provide a selective
certification of women, disabled persons or minorities to fill certain positions

or categories of positions in a department when necessary to meet the goals of
tnie Annual Work Plan.

Recommend funds and resources for City-wide Affirmative Action in the
budget ana in the Work Plan.

Raview City personne{ practices and palicies far adverse {mpact ar suspect
practices or other problam areas ¢ffecting the employment epporiunities of ihe
protected groups identified in this ffan, cnd moke recommendafions fo fhe
Personnel Director for modifying and eliminating such practices and policies to
achieve equal employment and affirmative action.

AssiEl the other divisions of the Personnel Del:)or‘tmehf in corr:t)l;/%n% with
FEQfAffirmative AcTion requirements in all pergennel prooessssy ingivding 1he
(QUOWIG:  SENECTION, ICCIviTing CAomiarions, DErFOrIitu e SYIGIIoT, ITII—
ing, classifications and labor contract negotiation.

Review City Apprenticeship prograins ond encourage Affirmative Action ori-
ented programs.

Train department EEQ Officers on EEO law ond Affirmative Action, wiih the
assistance of HRD and OWR.

Serve as qenerol rescurce for r)eporfmen“} EES Officers.

Serve as the cenﬁ'all record’keeper o} c}?irrnaa‘:‘ve czc"hon Aes’o prov'}éeé s'o

}‘:3(3?1’9) D}’}ﬁ Siare Q_C?enc‘;es ‘?y e‘s *&’7 ée}:cr&men [

Prepare the City's CEOQ-4 reports annually.

Serve as the spokesperson to Federul and State agencies and the public on
affirrnative cction matters.




15.

Lisseminate information on current legislation and court decisions or other

policy guidelines concerning EEO and Affirmative Action to City officials,
Department Heads and employees.

Public Safety/Civil Service Commission

The Public Safety/Civil Service Commission shall:

fow

Provide a selective certification of women and/or minorities, under the Mayor's
order, to f{ill certain positions in the Police and Fire Departments when
necessary to meet the goals of the Annual Work Plan.

Provide selective certification on the request of an appointing authority and
according fo selective certification guidelines in the master plan.

Provide necessary information to the Personnel Department, HRD, OWR and
DHR to enable those departments to monitor the progress of minorities,
women, the disabled, Vietnam era veterans, and older workers in the Police
and Fire Departments.

Human Rights Department

The Human Rights Departrnent shall:

l.
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Audit departmental and Personnel Affirmative Action Unit performance under
the Affirmative Action Master Plan and each year's Work Plan.

Monitor the progress of minorities, women, and all other groups covered by the
Affirmative Action Plan (see Monitoring, Reporting and Evaluation section).

Issue a special mid-year report to the Mayor und Council after the end of the
second quarter each year, outlining affirmative action progress and detailing
problems the City is having in attaining its annuai goals for the year. This
report will make recommendations tc the Affirmative Action Unit and dej. ri-
ments on how to increase the effectiveness of their activities (see Monitoring,
Reporting and Evaluation section). - '

Submit an annual report to the Mayor and Council evaluating the City's
affirmative action progress and programs for the preceding year. This report
should include specific recommendations regarding the budget, recruiting
programs, testing, certification, training and data systems.

In conjunction with the Personnel Affirmative Action Unit and OWR, set
Citywide annual affirmative action gouals.

In conjunction with the Affirmative Action Unit, provide technical assistance to
departments.

Assist the Affirmative Action Unit in fraining departmental EEO officers.

Independently comment to the Mayor and Council on the draft annual Work Plan
each fall, recommending changes and budgef alterations to befter reach the
TiTy's long-ierm affirmative aciion goals. '
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Order that additional lists of women, disabled persons or minorities be provided
to departments by the Personnel Department before Requests for Certification
are approved (Selective certification).

Certify changes of ethnic and racial identification status for affirmative
action purposes.

Serve as the central recordkeeper of discrimination complaints filed with or by
Federal or State agencies against the city and keep records of conciliation
agreements and court orders relating fo said complaints; also monitor aifirma-
tive action requirements of such compliance agreements or orders,

Office for Women's Rights

The Office for Women's Rights shall:

2.
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Review the progress of women under the Affirmative Action Plan, and assist
HRD in preparing the mid year and annual reports.

Make specific recommendations to be included in the mid year and annual
reports by HRD on programs fo improve the economic and job sfafus of women
einployees at the City, and programs to improve recruitment, fraining and
promotion of women.

Report on discriminatory practices aguinst wornen, or other problems in
implementing the City's Affirmative Action Plan, where such bractices reduce
the City's ability fo reach its affirmative action goals.

In_conjunction with the Peisonnel Affirmative Action Unit and HRD, set
Citywide annual affirmative action goals.

In conjunction with the Personnel Affirmative Action Unit, provide technical
assistance to departments.

Assist the Affirmative Actiol, Unit in training departmental EEO officers,

Iindependentiy comment to the Mayor and Council on the draft annual Work Plan
each fall, recommending changes and budget aiterations to betier reach the
City's long-term atfirmative action goals.

Develop new or revised City programs to achieve our affirmative action goals
for women, and through the anrwal work pian recommend the budget and
location of such programs.

Department of Human Resources

The Department of Human Resources shaill:

l.

Monitor the progress of the disabled, Vietham era veterans and older workers
under the Affirmative Action Plan (see Monitoring, Reperting and Evaluation
section).



2. Review the progress of the disabled, Vietnam era veterans and older workers in
recruitment, training and special programs under the Affirmative Action Plan,
identify any discriminatory practices relating to the disabled, Vietnam era
veterans and older workers, and make recommendations as necessary, and assist
HRD in preparing the mid year and annual reports,

3. Assist the Personnel Director and other departments in identifying specific
handicaps of applicants and employees and in determining what resirictions or
accommodations Gre appropriate and necessary ic allow such disabled persons
to perform City jobs yet maintain safe standards.

h. Assist the Affirmative Action Administrator in reviewing personnel processes
of the City to determine whether present procedures assure the employment
and advancement of qualified disabled individuals, disabled veterans, Vietnam
era veterans and older workers.

5. Assist the Affirmative Action Administrator in designing or modifying person-
nel procedures to comply with Affirmative Action requirements for qualified
disabled individuals, disabled veterans, Vietnam era veterans and older workers.

6. Work with the Affirmative Action Administrator to develop specific City
programs designed to employ and advance older workers, qualified disabled
workers, disabled veterans and Vietnam era veterans.

7. In conjunction with the Affirmative Action Administrafor, provide technical
assistance to departments.

Office of Management and Budget

The Office of Management and B:r-'get is responsible for recommending the human
and financial resources for the A:.irmative Action Program.

The OMB Director shall:

|. With the assistance of the Affirmative Actios: Administrafor, consider each
department's progress toward its annual affirrmative action work plan goals as
part of its annual departmentai review,

2. Recommend to the Mayor and City Council financial support for affirmative
action programs based on the needs and effectiveness of departments and on
the proposals contained in the draft Affirmative Action Work Plan for the
following year.

Departments and Offices

Appointment and promotion decisions are the responsibilities of department heads.
As appointing authorities, department heads will be held accountable te the Mayor
in meeting the requirernents of the Affirmative Action Plan. Department Heads,
as appointing authorities shail:

. Meet their annual affirmative action goals.

2. Comply with EEO laws and the City Affirmative Action Plan.



Provide assistance and information to the Persennei Department, OWR, HRD,
DHR, and OMB in the development and impiementation of the Affirmative
Action Plan,

Reguest selective certification of women, disabled persons and/or minorities 1o
Till certain positions in their department if such action is needed to meet their
Affirmative Action goals. Such requests for elechve certification are to be
made in aecordance with quidelines in the Affirmative Actien Mos’rer Plan.

Appoint a qualified Equal Employment Opportunity Officer according to Guide-
lines which will be established by the City Personnel Tiepartment in conjunction
with HRD, OWR and DHR and submit the name to the Affirmative Action
Administrator, HRD, OWR, and DHR. The EEO Officer will be a high level
manager_with administrative au thority which will allow the officer to effec-
Tively promote each deparimentic atfirmative action godls.

duhies.

Delineate the responsibility tor equal opportunity and attirmative action in
each supervisor's and manager's job description cnd 'mcludc in performance
evaluations the affirmative action performance of supervisors and managers.
Work performance will be evaluated on fhe basis of efforts and resuiis
achieved. Valid discrimination complaints against any employee shouid be
noted in the employee's performance evaluation.  Such notations should be
considered a significant factor in determining the person's ability to do the job
or a higher level job, especially jobs which involve manageriai or supervisory
responsibilities. Any negafive sanctions used on an employee will be done
according fo Ordinance 107790 Section 21.

Provide periadic reports, as requested by the Affirmative Action Administrator,
describing the Department's affirmative oction progress. These reporfs may
include, but are not limited tfo, information regarding hiring, promotions,
transfers, training ond terminations. Copies of the reports will be provided to
HRD, OWR and DHF.

Deopartment EEQ officers shalls

2.

Report directly to their respective department directors on matters concerning
affirmative action and equal employment opportunity.

Participate in developing, monitoring and implementing department Affirma-
tive Action programs.

Review each Department request for certification as part of their routine
monitoring responsibility.

Bring any noncompliance with EEOQ/Affirmative Action requirements to the
immediate attention of the Department Director.

Participate in evaluoting and remedying employmeni practices and policies
which discriminate againsi, are suspect, or have an adverse effect on opportuni-
ties of protected groups.



6. Participate in training sessions offered by QWR, HRD and the Personnel
Department,

7. Assist their department in resoiving EEO complaints and counsel employees on
EEQ problems.

8. Advise any employees who believe they have been unlawfully discriminated
against of their right fo file a complaint and provide them with the names,
addresses and phone numbers of agencies with which they may do so.

City Employees

Every employee shall further the success of the City's Affirmative Action Plan and
perform in conformance with the City's Fair Employmen? Practices Ordinance.

This responsibility will be an element of the performance evcluation of department
managers and supervisors.

Affirmative Action Task Force

The Affirmative Action Task Force (AATF) is responsible for providing advice and
consultation to the Mayor on the development, implementation and conduct of the
City's Affirmative Action programs, The AATF will help resolve and work out
EEQ/AA problems between departments. The AATF is appointed by the Mayor and
consists of the Affirmative Action Administrator, a member of the Mayor's staff,
the Directors of the Personnel Depariment, iRD, OWR, DHR, a representative of
Department EEO Officers and other appointees as appropriate. The Mayor's
representative will chair the AATF.

PREPARATION OF THE ANNUAL WORK PLAN

When the proposed annual budget is submitted to the City Council, the Mayor will
submif to the City Council a draft Affirmative Action Work Plan for the following
year. There will be community participation in the development of the Work Plang
at a minimum, the Mayor will hold a public hearing to solicit such participation.
The drafi Work Plan will include (I) an identification of the previous year's
progress; (2) an identification of problem areas in attaining affirmative action
goals; (3) specific programs to achieve Seattle's Affirmative Action goals and
respond 1o the problems. These specific programs will include proposals relating to
fraining and career development, recruitment, examinations, certfification and
selective certification, and programs for qualified disabled individuals, Vietham era
veterans, disabled veterans and older workers. Programs included in the draft
Work Plan will correspond with appropriate funding in the proposed budget. Each
December, after approval of the annual budget, the Mayor will issue a final
Affirmative Action Work Plan for the following year. The Work Plan will include:

[} A utilization analysis

2) An identification of problem areas

3) Reasonable and achievable hiring ard promotion goals for minorities, the
disabled and women

%) An identification of funding levels and staff resources used to accomplish

" the specific A ffirmafive Action activiftes.

5) Specitic programs to achieve Affirmative Action objectives and respond to
specific recommendations made by HRD in its annual reports.

A S




The Affirmative Action Administrator will prepare the Annual Work Plan for the
Mayor,

Procedure for Developing a Utilization Analysis

The utilization analysis will be developed in uccordance with the requirements of
Revised Order No. 4, Office of FFederal Contract Compliance. In making the
vtilization analysis, the City shall conduct such analysis separately for minorities,
disabled persons and women, "[_abor area" for the City of Seattle is defined, by

priority, as the area of the City of Seattle, the Puget Sound area, and the State of
Washington. '

In determining whether minorities, disabled persons and women are being underuti-
lized in any job group, the City will consider ai least all of the following factors:

. The disabled, minority and female population of the Seattle labor area

The availability of disabled persons, minorities and women seeking employment
in the labor or recruitment area of the City:

l“

3. The size of the minority, disabled and female work force as compared with the
total work force in the Seattle labor area;

4, The percentages of the minority, disabled and female work forces as compared
with the fofal work force in the Seattle labor area;

5. The general availability of minorities, disabled workers and wornen having
requisife skills in the Seattle labor areg;

6. The availability of minorities, disabled workers and women having requisite

skills in the Seattle labor areaq;

. The availability of promotable and transferable women, “disabled persons or
minorities within the City of Seattle;

|~J
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The existence of training institutions capable of training persons in the
requisite skills; and

9. The degree of fraining '/hich the City is reasonably able to undertake as a
~ ‘means of making ail job classes available fo minoiifies, women and disabled
person.

Procedure for ldentifying Problem Areas

The Affirmative Action Administrator will conduct an in-depth analysis of em-
ployment practices and procedures to determine problem areas. This analysis will
be coordinated with the City's utilization analysis fo determine how certain
employment practices may be causing significant underutilization of minorities,
disabled workers and women, This analysis includes a review of applicant flow,
selection, itransfer, promotion, training and other personnel practices with appro-
priate corrective action. The analysis should also include a review of the types of
discrimination complaints (e.g. hiring, firing, or work enviornment) filed with HRD.




Potential areas of discrimination that require review and action include:

The recruitment process and personnel procedures,

Concentrations of women, minorities and disabled workers in various job titles

and job groups.

3. Selection standards and procedures.

4. Upward mobility systems, assignments, job progressions, transfers, promotions,
performance evaluation, and training.

5. Wage and salary structure.

6. Benefits and working conditions.

7. Layoff, recall, termination, disciplinary action, and discharge.

DD —
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Comprehensive data related to affirmative action in the personnel management
record system will be used to aid analysis of the above personnel practices.

Procedure for Establishment of Goals and Timetables

The Mayor will establish specific City-wide and departmental goals and timetables
fo correct deficiencies idenfifiea in the utilization analysis and the problem
identification process., Goals and timetables will be established for minorities,
women and disabled persons and the City will only collect employment data on
Vietnam era veterans and older workers. Goals will be established to assure that
progress is made foward having a City workforce where the percentage representa-
fion of minorities, women and disabled persons is equal to their percentage
representation in Seaftle’s civilian labor force.

Goals - Goals will be established for biacks, Asians, Hispanics, native Americans,
women and disabled persons for each Equal Employment Opportunity job category
in each deparfment. City-wide gocals will be equal to the si'm of all departmentdl
goals.

Timetables - The annual Work Plan will establish goals for five years and the goals
should be established fo assure that the minimum feasible time period necessary to
meet the goals is used.

The following are guidelines for developing goals and timetables:

1. The Affirinative Action Administrator reviews the utilization analysis and

~ problem areas_and with the assistance of the Human Rights Department,
Department of Human Resources and Office for Women's Rights develops City-
wide affirmative action goals. The Human Rights Department, Department of
Fluman Resources and the Office for Women's Rights may also make recommen-
dations on goals and timetables for a specific department.

I

The Affirmative Action Adminisirator, department head and department EEO
officers will negotiate each department's annual goals and timetables.

fw

Goals should be significant, measurable, attainable and :sasonable.

Ea

Rigid and inflexible quotas should be avoided; but will be employed where
significant underrepresentation exists and where goals cannot be met through
other alternatives.
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Anticipated expansion, reduction, and turnover in_the work force should be
considered.

6. The specific affirmative action hiring or fraining measure * used fo attain goals
will be Terminated upon correction of the identfified proklems. Affirmative
action processes and procedures will remain in effect to Judit, enforce and
maintain employment levels for women, minoriiies and disabled persons.

Specific Programs to Achieve Affirmative Action Objectives

Specific activities and programs in the annual work plan will be listed under the
specific categories outlined in the master plan, such as Training and Career
Il have, whenever possible, a

Developrnent. Each such act.vity or program wi
timetable for its completion or implementation.

Training and Career Development

In the past, City training efforts have been primarily confined to individual
departments with the Personnei Department providing a small number of City-wide
training offerings that supplemented departmental fraining. Since ne coordinated
focus for training existed, training money was spent in a sporadic, fragmented and
often repetitive manner,

In its annual Training Plan, the City will include special programs and goals to
improve selection and upward mobility for protected groups, such as non-tradi-
tional skills development for women, supervisory fraining and new apprenticeship
programs to attract members of protected groups.

Annually, each City department will submit their training plans to the Personnel
Department. The department must clearly outline how those plans will help them
attain their Affirmative Action goals. Departmental training plons must ussure
that training opportunities and expenditures for protected groups are adequate to
meet their training needs. Regular training offerings should be readily available to
members of protected groups and departments will encourage members fo partici-
pate in such offerings. At a minimum, fraining expenditures for women, the
disabled and minorities must be proportionate to their representation in the
department.  Where special fraining programs dare needed fo meet affirmative
action goals, these will be identified within fhe departmeri’s training plan.  On-
the-job fraining and development programs Should be addressed as part of career
development programs, With the assistance of HRD, OWR and DHR, the Frersonnel
Department will review departmental training plans and make recommendations to
OMB and the Mayor during the budget process.

The Annual Work Plan will include training goals consistent with the Training Plan.
Recruitment

The Personnel Recruitment Office provides centralized job information and an
application center for the public seeking employment with City departments. e
Recruiting Office also offers job counseling and informational services consistent
with departmental requirements and affirmative action guidelines. The Recruiting
Coordinator participates in job fairs held by schools and non-profit agencies, and in
community work recruiting.



The Affirmative Action Adminisirator will assist the Recruiting Coordinator in
developing Affirmative Action 1ecruitment objectives and programs for the Annual
Work Plan. The Affirmative Action Administrator and Recruiting Coordinator will
also work with departments in addressing their recruitment needs to meet
Affirmative Action recuirements,

Examinations

Examination and selection procedures should be valid and job-related. If a valid
job-related procedure results in an adverse impact upon a protected group, an
alternative procedure will be used when if is available or can with reasonable
likelihood be developed.

The Affirmative Action Administrator will work with fhe Personnel Department
Exam Division in reviewing and identifying exams or procedures that adversely
impact protected groups and in developing alternatives that are less exclusionary.

Certification and Selective Cerfification

When a test has been administered, by either Personnel or the department with o
vacancy, it is graded and a register is compiled of the names of those who passed
the exam. When a department has an opening in that class, it requests a
certification of those individuals eligibie to be considered for appointment,

Normally persons are appointed fo a position from the top fifteen or top 25%,
whichever is greater, of persons who have successfully completed ari exam,
nSelective certification" is a means of improving representation of women, the
disabled and minorities by certifying the highest ranking minority and/or women
candidates in order to assure that eligible minorities, disabled persons and women
are represenied in the pool of candidates from which the department head
appoints.

The Affirmative Action Administrator, and Human Rights Department may: (h
identify fhose situations where selective certification may be required in the
Annual Work Plan and (2) recoinmend that the Mayor and the Personnel Director
provide a selective certification of minorities, disabled persons and women to fill
certain positions or categories of po :tions where such action is necessary for the
department to meet its annual goals.

The Affirmative Action Unit will develop new rules for promulgation by the
Perconne! Dircaior, detailing the selective certification process. The foliowing
guicelines will govern the seleciive ceriification process that will Take effect upon
ihe Issuance of revised rules:

[. Annual goals have been set for all EEO categories, within departments, where
~ Fherc is a significant underrepresentation imbalance of minority, disabled
persons and female employees. These goals are achievable objectives, and are
generally lower than the long-term goal of a City work force, throughout ali
cafegories, that reflects the general labor force participation rate of various
groups in Seattle. ,




2. When a vacant job position is within a category tor wiich a department has not
vet met its annual goal, the department will request a list (iraudriton fo ine
reguliar list of the fop 25% of persons who took an examn) of the top 25% or top
15 qualifieu women, the fop 25% or top I5 qualified minorities, or the top 25%
or fop 15 qualified disabled persons, as the need may be. The department may

then appoint irom the expanded pool consisting of the regular list and the
additional list(s).

g

In order to_meet their annual affirmative action goals, and to remedy the
effecis of past discrimination, departments may take race, disability and sex
info consideration in assessing candidates for appointment.

|=

HRD will maintain its function in reviewing Requests for Certification (RFCs)
af The Personnel Department, The Personnel Departmeni/Affirmative Action
unit, or the HRD, may order that a depariment receive an additional list or lisis
when a vacant job position is within a category for which a department has not
vet met .Is annual goal for hiring of women, the disabled and mincrities, The
department shcll ihen consider all persons within the expanded pool for
appointment fo fhe relevani position. The Mayor shall by Execufive Order
require thaf specific_posifions be filled by women, the disabled or mincorities
whenever he/she Tinds that: (17 imbalance in a job category where women, the
disabled or racial minorities have fraditionally been underrepresenizd; and (2)
the department involved does not appear able to achieve its annual affirmative
action goals by another avdailable alternative.

Retention and Lay-offs

As part of its Affirmative Action program, the City will seelc to retain repre-
sentation of all protected groups in the current workforce., To aid retenticn of
protected groups, the City will maintain a work environment ihct previies equal
employment opportunity.

In the Annual Work Plan, the Personnel Department will evaluate any planned
layoff proceedings and identify any adjusiments that are necessary fo ensure that
affirmative action goals will not be adv srsely affected or impeded.

Employee layoff should not occur in a manner which produces a negative disparate
impact upon members of protected groups. FPreceding cny scheduled layoff, the
Personnel Director or designee shall evaluate the classification affected to
Gscerfain the impact of the planned layoff proceedings upon the CTity and
department Ajfirmative Action Goals. Where the layoff proceeding can be
predicfed fo have a negative disparate impact, the Personnel Direcior and
departments shall follow these guidelines: '

a. Layoffs shall be evaluated by the Personnel Director or designee o determine

"~ TF any related City positions are availabl. for fransfer of employees subject 1o
fayoff. An inquiry shall be conducted prior fo the layoff to locate these
vacancies, and eligible_employees will be assigned To them subject fo approval
of the appointing authority.




b, When (l) women, the disabled or minorities are substantially underrepresented inan
EEQO category within a department; or (2) a planned layoff would produce
substantial underrepresentation of women, the disabled or minorities; and (3)
five or more employees in that category in that department are scheduled to be
laid off at one time; and (4) such layoff in normai order would have a negaiive
disparate impact on women, the disabled or minorities: Then the Personnel
Director shall make the minimal adjustment necessary in the order of !ayoff in
order to prevent that negative disparate impact.

in ’rhg Annucl.Work Pian, the Personnel Department will evaluate any planned
laycii sroceedings and identify an adjustments that are necessary to ensure that
affirmative action goals will not be adversely affectea or impeded.

Frograms for Qualified Disabled Individuals, Vietham Era Veterens, Disabled
Veterans and Employees Over 40

The City will take affirmative action to employ and advance in employment
qualified disabled persons at all levels of employment, including the executive
jevel. Such action shall apply to all employment practices, including, but not
limited to, the following: hiring, upgrading, demotion or fransfer, recruitment or
recruitment advertising, layoff or termination, rates of pay or other forms of
compensation, and selection foi training, including apprenticeship programs.

The City will make reasonable accommodations to the known physicel, mental or
sensory limitations of an otherwise qualified applicant or employe~. The Affirma-
five Action Administrafor will provide quidance and technical support o appointing
quthorities for developing and implementing apiropriate accommodations.

In the Annual Work Plan the City will review its personnel processes fo determine
whether its preseint procedures assure careful, thorough and systematic considera-
tion of the job qualifications of known protected group members. To the extent
that is necessary to medify personne! procedures, annual plans will identify any
new procedures to meet Affirmative Action requirements,

The City will monitor the progress of employees over 40 and Vietnam era veterans,

PLAIN DISSEMINATION

The City of Seattle Affirmative Action Program includes procedures for formal
internal and external dissemination of the Affirmotive Action Plan, The primary
objective of this a= xci of the program is fo irsure awareness and understanding of
the prograom by all employees and the pubiic.

Internal
I. Each department will post a copy of the City's Affirmative Action Policy

Statement on departmeni bulletin boards or in seme other conspicuous
piace.

N

The Affirmative Actionn Administrator wili listribute the Affirmative
Action Plan and Apnual Work Pian fo_cach Deparfment Head, ench
Departmentai =EO Officer_and_to_the members of both the Seattle
Women's Commission and the Tiuman Rights Comimnission,




3. The City's Affirmative Action Policy Statement and o summary of the

Affi‘rdmcﬂve Action Plan will be included in the employee handbook when
issued. ~

4. The Affirmative Action Administrator will make the Affirmative Action
Plan and Annual Work Plan available upon request to employees.

5. The Affirmative Action Administrator, with the assistance of FHuman
Rights Departiment, Office for Women's Rights and Department of Human
Resources will provide orientation training fo new employees on the City's
EEO and affirmative action policy.

6. The Affirmative Action Administrator will provide information on the
Affirmative Action Plan and the Annual Work Plan in the City Employees'
News and in an annual report.

Externai

|. The Affirmative Action Administrator, Human Rights Department, Office
for Women's Rights and Departmeni of Human Resources will have copies
of the Affirmative Action Plan available for perusal by the public; copies
of the Affirmative Action Plan will also be available in the Municipal
Library and the main branch library system.

2. The Affirmative Action Administrator wili disseminate the Affirmative
Action Plan to all unions, crafts and guilds representing City empioyees.

3. The Affirmative Action Administrator will use the community and mass
media where appropriate to notify the general public of the Affirmative
Action Plan and specific affirmative action programs.

4. The Affirmative Action Administrator will notify organizations of pro-
tected group members, community agencies, community leaders, second-
ary schools and colleges of the City's Affirmative Action Plan.

5. The Affirmative Acticy Administrator will ensure that City stationery
indicates that the City is an Equal Employment Opportunity/Affirmative
Action employer.

6. The Personnel Department will ensure that advertisements for employ-
ment and recruitment efforts indicate that the City is an Equal Employ-
ment Opportunity/Affirmative Action employer,

LABOR CONTRACTS

The City will include in ifs collective bargaining agreecments provisicns that ensure
that the parties to those ugreemenis will comply with applicable Federal, State and
local laws.

PROCEDURE FOR MONITORING, REFORTING AND EVALUATION

Monitoring by the Human Rights Department is an essential part of this Affirma-
Tive Action work plan and is avthorized by the Personnel Ordinance. 1he system is




designed to meet the three basic purposes of any monitoring system: account-
ability, information gathering, and planning for The fufure. Each department, as
well as the City government as d whole, is responsible to fhe Mayor, City Council
and the public to ensure that the City of Seatile is acting to address the current
Underrepresentation of women and minorities in_the City's work force. The
monitoring sysiem has been developed fo review departrmentcl compliance closely
and To promote accountability. Reporting requirements are aiso designed to insure
that the City is in compliance with federal guidelines.

The Hurnan Rights Department, Office for Women's Rights and the Department of
Homan Resources will have a primary rule in evaluating the City's success i
deficiencies in carrying ouf Affirmative Action. With assistance from GV
and DHR, HRD will semi-annually submif _an independent report directly to ihe
Council and the Mayor analyzing the City's progress in affirmative actior,
identitying problem areas, and making specific recommendations 1o improve the
City's performance. HRD shall also have the authority to: '

1. Monifor and verify whether departments are meeting goals and carrying out
other responsibilities under the Affirmaiive Action Plan.

N

Report to the appointing authority and the Personnel Director instonces of
noncompliance. '

b

Maintoin recerds on discrimination cornplaints tiled with HRD by City
employees and applicants for City jobs.

Monitoring

A monitoring system should also give immediate feedback fo departments on their
Sohievement of their own goals and to provide this information to the Personnel
Department, the Rights agencies, and the Mayor ond tfo fhe Pablic.

Nonitoring will work as followss

|. The first step in moniforing is the responsibiiity of the departments them-

— Selves. Each agency will accuraiely record personnel chunges by filing
Personnal Action Forms (PAFs) when people are hired, prormoted, terminated or
receive a pay change. The Rights agencies may request at any time a current
prinfout based on these PAFs for purposes of evaluating a department's pragress
or 1ack of progress in goal achievement and/or recommending correciive cction
when necessary. Depcriments may alse request current prinfoutls for purposes
of self-evaluation. Departments will submit upon request ¢ written narrative
report 10 FRD and the Affirmatfive Action Unit explaining any special condi-
Tions related to their employment prefile.

Information identifying the ethnic crigin, sex or disabitity of an employee or
applicant will only be provided tor affirmative action purposes to the desig-
nated department LEO Officer. The EEOQ Officer will be required 1o sign a
confidentiality statmeni. General sfatistics, without individual names, on the
racial composition of City personnel wiil be available to departments.




2. The Affirmative Action Unit will on an_ongoing basis review departmenicl
performance, and confact the department's EEO Officer or Depariment Head if
the agency appears seriously behind in reaching its goals. The Affirmative
Action Unit will discuss the difficully, suggest remedies or offer direct
assistance,

3. The Affirmative Action Unit should review Personne]l Department activities
fhat affect affirmative action: recruiiing, testing, certification, training and
review of registers, eic. The Unif should make recommendations to the
Personnel Direcfor when appropriate. 1he AA unit will also provide ali
necessary information t¢ the HRD for monitoring and evaluation purposes.

4, Regular Quarterly Reports. After the end of each quarter, HRD and the
Affirmative Action Unit will fransmif computer printouts on departmental
Affirmative Action progress to each department, together with an indication of
categories where the agency appears behind in its goal. A copy of the report
far any department that is behind in its progress will be sent fo the Mayor and
to the City Council Committee handling personnel matters.

The Personnel Department, working with HRD and OMB/MIS, will develop a
computer program and printout format that will display each dzparfment's
quarterly progress fogether with its annual geal. If possible, the program would
allow for an automatic highlight of departmental categories that are behind in
progress toward the applicable annual goal, Highlighting will be done manually
if a computer procedure is not practical.

Reporting and Evaluation

Special Mid-Year Report. After the end of the second quarter, in addition to the
regular quarterly report, HRD will meet with the Affirmative Action Unit and with
selected departments that appear seriously behind in meefing their annhual goals.
With respect 1o each of those departments, the agencies will prepare G report
outlining the nature of the problem and recomrmending corrective action to the

deparfment and to the Affirmative Action unit,

The HRD upon review will prepare an analysis of the City's perfermance toward its
annual Affirmative Action goals. This report will analyze hiring and promotion
data Tor The first six months, and discuss departmental and Affirmative Action
Unit performance foward solving the special problem areas through the special
programs outlined in germane sections. This report will make recommendations o
fhe Affirmaiive Action Unit and departments - particularly the target depariments
T on how fo increase the effectiveness of their acfivities. Ihe mid-year report will
be submitted o the Mayor and the Council.

Special Fourth Quarter (Annual) Report. After the end of the fourth quarter, in
addifion fo the regular quarterly report, HRD will prepare with assistance from
OWR and DHR an evaluafion of the year's affirmafive action progress. This report
will analyze both deparfmental performance and the work of the Personnel
[Department and its Affirmative Aciion Unit, [t may include information about
recruiting programs, testing, certification, fraining anu data systems. The report
should assess the effectiveness of the personnel sysfem at meetfing our affirmative
action needs.
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The Annual Report should be more than simp.z monitoring of how well the
Affirmative Action unit and the depariments are doing at implementing their
programs and reaching their goals. 1haf report should be an overail evaluation of
fhe City's approach fo affirmative action: are we addressing the right problems?
Are we using the right kinds of techniques? Are we structuring the affirmative
action program effectively? Should we make fundamental changes in our approach
fo aifirmative action? How should the next annual budget be developed to make
affirmative action more effective? The anrual report might suggest specific
technical changes, for example: an improved data collection or display system, c¢.
new apprenticeship iraining progrums, or changes in the City's methods of using
selective certification, Specific recommendations for programs or procedures will
be listed by priority.

Departments and Offices

Departments and offices shall provide periodic reports, as requested by the
Affirmative Action Administrator, describing the Departments' affirmative action
progress. These reports may include, but are not limited to, information regarding
hiring, promotions, transfers, training and terminations. Copies of the reports will
be provided to HRD, OWR and DHR.

Compiaint Procedures

Any employee or applicant for employment who feels that he or she has been
unlawfuily discriminated against in a City employment practice may file a
cornplaint in accordance with Seattie's Fair Employment Practices Ordinance. The
Fair Employment Practices Ordinance provides that: complaints based on race,
color, religion, ancesiry, national origin, age, handicap, creed, political ideology,
sex, marital status and sexual orientation be filed with the Human Rights
Department. '

Equal Ermployment Opporiunity Officers shall advise any employees who believe
they have been unlawfully discriminated against of their right to file a complaint
and provide them with the names, addresses and phone numbers of agencies with
which they may do so.

Employees may report departmental failures to act in accordance with their

responsibilities under the Affirmative Action Plan to their supervisors, department
heads and the Affirmative Action Administirator.
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|. Title VIl of the Civil Rights Act of 1964 (as amended by the Equal Employment
Opportunity Act of 1972);

The Equal Pay Act of 1963;

The Age Discrimination in Employment Act of 1967;

Title VI ot the Civil Rights Act of 1964;

Executive Order | 1246, as amended;

The Vocational Rehabilitation Act of 1973;

The Vizinam Era Veterans Readjustment Act of 1974;

Regenis of the University of California v. Bakke, 98 S. Ct. 2733 (1978);
Steelworkers v. Weber, 39 CCH S. Ct. Bull. (1979).

7. Revised Cade of Washington 49.60,
Lindsay v. Seattle, 86 Wn2d £98, 548 P2d 320 (1976);
Maehren, et al. v. City of Seattle (No. 44975) _ ___ Wn2d (1979).

3. City of Seattle Fair Employment Practices Ordinance 102562, as amended;
The 1978 Personnel Ordinance 107790, Section 8B;
Seattle City Charter, Article XV}

City of Seattle Affirmative Action Plan Ordinance __ (1979).

-~

1979 Affirmative Action Plan for the City of Seattle, Appendix C, p.C-1 and 2.

. 1979 Affirmative Action Plan for the City of Seattle, Appendix A, p.A-4, Table

< LI
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Memorandum o
e 1 1980
Date: June 27, 1980 iy o
To: Tim Hill, City Comptroller and City Clerk *f Clerg
From: Dolores Sibonga, Chairperson, Personnel and Pyoperty Managgment
Committee WM My____—

Subject: Legislative History on the Affirmative Action Plan Ordinance

(Ordinance 109112)

The following is a chronology of the City Council's review, discussions, and votes
concerning Ordinance 109!12. Comments have been provided tc describe the work
and the decisions made by the Committee or the full City Council. Please enclose
this chronology with the ordinance.

September 14, 1979 The City Council received the Mayor's proposed
master plan for affirmative action (C.B. 100702), but
the annual work plan was not received as originally
requested. The Mayor was given until December to
complete the work plan.

September 26, 1379 Public hearing on the master plan.

October 24, 1979 P&PM Committee discussion about whether the
affirmative action unit should be in Personnel or the
rights agencies. The purpose of the meeting was to
discuss the issue before the Personnel Department's
1980 budget was approved., Without the work plan it
was difficult to resolve the issue; and no final decision
was made, The City Council, however, kept the unit in
Personnel and funded only two of the four positions
requested. In the Statements of Legislative Intent,
Resolution 26226, the City Courcil stated it would
review the staffing of the unit after the master plan
was approved.

January 22, 1980 The Mayor signs an Executive Order issuing the 1980

work plan.
February 28, 1980 Pubiic hearing on the master plan and the work pian.
March 7, 1980 P&PM Committee begins its review of the proposed

plan submitted as C.B. 100708. A general discussion >

was held. o ¥ .
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page 2

Tim Hilly City Comptroller and City Clerk

June 27, 1980

March 12, 1980

March 26, 1980
March 28, 1980
April 16, 1980

April 23, 1930

May 5, 1980

June 4, 1980

June 9, 1980

P&PM Committee begins amending the plan and
reviews the plan according to its decision agenda.

P&PM Committee review,
P&PM Committee review.
P&PM Committee review.

P&PM Committee finishes its review of the master
plan and has made three significant amendments. The
responsibility for the affirmative actinn unit would be
in the Human Rights Department; goals would be
established for the four ethnic minority groups by job
category in each department; and goals for the
disabled would not be required (Divided Report).

Because the three amendments would be controversial
and because the plan must be completely rewritten due
to numerous amendments, it was decided that a full
Council advisory vote would be helpful before
modifying the plan. At this City Council meeting,
advisory votes were taken on the three issues, and the
Council decided 1) to leave the affirmative action unit
in Personnel rather than place it in Human Rights as
recommended by the Committee, 2) to establish goals
by ethnic group for each job category in each
department, and 3) to require goals for the disabled.
Based on these votes and the previous P&PM
Committee amendments based on the decision agenda,
the master plan was to be rewritten,

The P&PM Committee amended the plan to include the
decisions made by the full Council and added
additional amendments to complement the full Council
decisions.  The plan was rewritten with the full
Council amendments and all other P&PM amendiments.
Because the P&PM Committee disagreed with the final
version of the Council Bill and the included plan, the
P&PM Committee referred C.B. 100708 to the full
Council  with a "do not pass as amended"
recommendation with a divided vote.

The full Council vote to accept the P&PM Committee
recommendation ended in a 4-4 tie.
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Tim Hill, City Comptroller and City Clerk
June 27, 1980

June 16, 1980

DS:PM:ho
Members, P&PM Committee

CcCs

Peter Moy, Audit Staff

The full Council voted 5-3 not to accept the
Committee recommendation, and consequently, the

affirmative action unit stays in Personnel. The plan
passes as amended,
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The City shall have an Rffirmative hgkion Plan, as

Acgted by Ordinance and asg Bubsequantly_ amended,

h order to Eruvide its employees with a workplace f fxea Exom

d!acrimxnution, and to remedy the effects of pas t discrimination .

grrecks girerlhne

gaingt women, mxnonties
Pe:eonnel actions taken in accordahée with thig Personngl

Ordinance shall-be sub}act to and consistent with the Affirmativg‘

haf\dicagged and older workers,

“Aution P).an.

sectlon 6. Personnel Ordinance Amendment, - Sgction 9
of Ordinance 107990 is amended as follows:
i B -
Section'9..  Handicapped.
{(A+-Tt-ia-the-petiey-of-tha-Eity-& 1sy-handd a
nd-t k \.‘ - ind [T [y
ok 1 £ Bh ha~k hnpdi id
\ POy nese~p b3
hid s i odevieduki NacAfEE iy
P Y
peeian-Pi 113 & i hdwd
2an-y 7 7
'_' ond-ratention-of-the-hardieapped N

A, The _gy_ Affimatxve Action Plan; as adopted by

_-and as subsequently ‘amendad, “amended,

- ghall contain provisions to ¢ncourage recruitment,
hiring and retention “of landicabpdd workers,

Ordinance

_ : otk
((Bs~ghy i -nutheedby-wiiek £
Tl iA-RBt - ’y o
the-Pex .
Sobs-end-ads - oeheduissmin-ardentachi
3 Juot-3 n .
! ?

handieappad-penens ))
e B, A preemploymen\, physical which discloses
. exia_tence_ of’ vadisa‘bi‘uty that ‘would ,arftect Job
performance mvajy resultr il‘:‘t)ierdis;;u_a_lificatl‘on ‘of
that a'pplicanb,‘ft::r thaftfpérticu]}'ar‘» Vjobglrprov.“ded
_that an applicant I;my be hired'as vion'g as the
handicap or 'diaabiiity does hpt affect’ the proper

pefforﬁ\ancé of ‘the job: provided Eurther that the

T ko the employee's. limitations,

Sgction 7. Pubhc Safety Civil Service Ordinance

‘Anendrent.  ‘Section- 8 of- Ordina'hce 107791 is amended to read

as folluws:

sectivn 8. AFFIRMATIVE ACTION ({(:-HANBIGAPPEB:--AlY"

a2 e at 3 A= i

) 4 a paoyean=« y=er yaten
p T ' 3 i I N a4 a
aye-aubjecttp-thi an :

qui £~che-P % dina 1-p¥ zdedy-that-any
‘duki ai 3-to-&he- i-pi shadl-b £ a
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ays:om.))
Personnel: accions regardi g_ employees covered by tne’ tne
‘;s!ste'n sat fozth in thls Public Safe__x civil Sexvice Ordinance

5hall be ubjec ‘to and conelst»rt w&th the City's Affirmative

Action Plan as adopted by ordinance and as

subseguentlx anended. *
Se;tion 8. 'Regéaler.'

- "AN ORDINANCE declaring- and proviging for implementatmn
of the policy of the city fox Affirmative hction
Pxcgrans by City departmenis to achieve eguality
of :City employment oppoztunities for members of
mmority racés, women; and persons over ‘40* years
Jof agz.", : .

‘Ordinance 101548, entitled:

’ia hereby repealed. .

Section 9. :.fiective Date. Subject to tﬁe‘provisions ;

of this Seckion, ..his Ordna\nCu shau take effect and be in

force thirty days aﬁter its passage ‘and approval it approved
by tne Hayor: othe:wise it shall take eff:ect at ('.he time it
Hhall beeoie lay undet f'he provisions o‘ the City Chartety
pxovided howeve:, in no event shatl thxs o.cdinance take
effect arnd, he in fotce earlxe: than Jaruary 1,.1980, if
gassefl and approvgd or pn_s.sed wlthou@: the HMayox's approval

a_ésegi’ovgr the Mayor's vetb earlier than thirty-one days

ibefore ébidr date.:

appliﬂant may be hired-if the job may be avccmmoduted

PARSED b{ the City .Council the 16t": day: of Juns, ‘1980, wnd
signed by n open sesalon in authentication’of ‘1ts passage this
18th day of June, 1980, .

UL KRAABEL,
Pre‘ldent of the City Council.

Appro‘(cd by me th!s 17th day of June, 1980,

CHARLES ROYER.
. Tayor,

Filed by nie this 17th dny of June; 1980

ttest: TIN HILL,
Clty Cnmptrollet and ity Clerk

By G.'C. GEISHRT,
anuty “Clerk,

Publication ordered by TIM }IILL, Comptroller: and City Clark:

Date of Official Publlcalior in th i1
Seettle, June 26, 1980. ' e Do i Jo“mu °‘(S°"5'5‘,‘)°’°"'

(Seal)
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Cc-995,

-

Affidavit of Publication

STATE OF WASHINGTON
KING COUNTY-SS.

The undersigned, on oath states that he is an
authorized representative of The Daily Journal of Commerce,
a daily newspaper, which newspaper is a legal newspaper
of general circulation and it is now and has been for more
than six months prior to the date of publication hereinafter
refered to, published in the English language continuously
as a daily newspaper in Seatile, King County, Washington,
and it is now and during all of said time was printed in an
office maintained at the aforesaid place of publication of
this newspaper. The Daily Journal of Commerce was on the
12th day of June, 1941, approved as a legal newspaper by
the Superior Court of King County.

The notice in the exact form annexed, was published in
regular issues of The Daily Journal of Commerce, which was
regularly distributed to its subscribers during the below

stated period. The annexed notice, a ...
Ordinance No. 109112

was published on _....June 2 2 1880

Subseribed and sworn to before me on -

June 25, 1980 9

eeialume 25, 1 O

.................... R e
Ne(ii‘yf;’ublic for the State of Wagshington,
// / reslding in Seattle. /
L 1
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