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Introduced DEHNICE S'I'ERN 
No: 72-393 ..;' 

(/~
\»:/ 

SUBS'I'I'J~U'l'L j'10il'IOI~' NO. C)
------+--- I 

I 
;', i'10TION stating the policy of tJJ8 King I 

I
=:""~':' \" "'c i JL," regard to at firma tive ,I
t: c t :,1 i.n r~ ~'~': r) 1. o "Iil, c-.i f t, .. I 

:sr,; 1''1' L0VED EY '1'~n:: C]UhCIT KING COUNTY, CO'.'rlt:l I 
I 
i 

o p i; the attc\ leLi c,.~ f 5.!',HVl ~~,L VQ; act ir.J.'1 trian in emp loy"lt:llt preLl;:'l: i' 
the Ccun E::cC'u t' i ve I s hE 1: irma t L'(~ t-\.C-: -~. .1, :,,':t)f\:.i' iJ. L t(~(: a s Lhe 

licy of J:ing ('ounty~ 

BE 17 ';;'URTHERNOVED, the Council rC"j,ue:-:ts the: County 

ive t.O continue appropriate steps L() immediately implement 

the Affirmative Action Plan in all as?ccts. 

(\'1 
PASS"D this day of ~-i.~. 1972. 

KING COUNTY COUNCIL
 
KING COUtJTY, vlASHn~GTOr~
 

I EN 
Chairman 

ATTEST: 

t.EE I(Rj~FT 

Administrator-Clerk 
20 II King County Council 
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to ,"'. 
-...". 

r) !>/G COUl~'I'Y 

hlT! ;;';;Nr'IV1~ AC'rIGrJ PLA. J'-.J 

I.	 S to. Lemen t c' J.: r ~l i l ~'.\..;~:2I).!2:L : 

King Conn ty , <.1:3 a 'lnvcrnmC'r~t;11 ,l'H~n':y ,'~n(l cmp l oy c r r has <3 

social Yes r i bi Li IJ) o l.i.mi.n a t.r: ;,1:' I'jJ~ :::; pro vc n t. 111S­
. r·) l i ( ~ -- 'f·, '")' J • ~ 'm. "}'!. '1' ~ .. t i '",,~)" ~ I ~ r ~ '\(I '~) e: c: i ' ("CYl .1,. __.. )n .in r t . otnp (JiJ"CI1~, p ra c .l.ce",. J] .,e ,_lc,~.:>._.nci
 

this r e s por.s i.b iLit.v , l\in9 county c;~. I'rc)'fjde i.rupo tu s an d
 
Le adcr s h i.p t.CJ • r; communi tv. 'l'h c r eJ'o ve it: is neC(:SS"l ,
 
desirable an d t:.j mr~ly f o r Kiner Cc unt.y r o in;; t i tuLe a nd imple­

ment an Af[irm<ltiv!~ Action and Cor r c cv.ivc ;::n,pl.oymont Pro9ram
 
in addition to, U1(~ e x i.s ti nq Equal Employment Opportunity Policy.
 

II. Definitions: 

A.	 An is made up ot: 

1.	 A is defined as a member of one of the 
fo no racial and/or e nic UDS: Black, 
Oriental (Japanese, Ch inc s o , F'L i pi.no s , Koreans), 
American wi t h Spanish sur-names (Puerto Ri.can s , 
Bexican-l'.mr:;ricClns), f-merican Indian, and 0 er 
non-White groups such as Aleuts, Eskimos, Indo­
nesians, Pol.ynesians and Hawaiians. 

2.	 Wo~en \\Iho arc underemployed a r underrepresented 
in manaqernent, supervisory, professional positions 
and positions not traditionally occupied by women. 

.	 3 • A d i s advant aqcd person having one or more of the . .:. 
following ch e r ac t e r i.s t i ca r 

a.	 Heceiving public assiStance 
b.	 Unemployed 
c.	 Under 22 years of age 
d.	 Over 45 years of age 
e.	 Unable to complete hi school 

and q r ad ua t e 
f.	 Convicted of a criminal offense 
g.	 Physically or emotionally handicapped 

B.	 An ~~lua~.J~~E_~?ynl<?n.~_Q~~por_t::u12.L~:J~:..'..__-l~..s:X is a f;,r:at:cd £?olicy 
to r e c r u.i t , h i r o , t r a i n <"no p r ornor.e CJ(.~rsons rn oLl Job 
classifications, without regard to rnce, color, religion, 
national origin, sex or age, exce \\Ihere one of these is 
a bona fide occupational qualification. 

C.	 l\n Af f i rrnn t i.vo Action Plnn is a set: of specific (10,]15, pro­
cedures ~lr1ZltTnl~~'c~lT)IC5 Eor the employment a nd promotion of 
persons in underrepresented groups in county employment. 
Its primary purpose is to facilitate the hiring and promo­
tion of underrepresented groups as defined in A (above) 
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c.	 (Continued) 

an c1	 to S 8 (' k 0\]" a n ( i." ~ a t pany i r;c qua 1 i t: i c 5 v:hieh rn rl Y 
o x i.st; in ef)'j)lcyfi,,>tl HI mp Lc-yce b erie fi.t s . It is .imp Lo> 
mc n t.e d vlith b~:' ;.nn' )~< 'i(m that ua 1. loyrne n t. Opp o r-: 
tuni ty is ;- o oa I '"hid) must be e c t ivc Ly pursued in order 
to be ach ie ':cd. 

D.	 A Correcli,vc is a proaram designed to 
correc a con rreprcsent tion caused by 
present or past practices that have limited employment 
opportuni ties. \'Jlwre there has bo e n a pattern of ex-
elusion, wh i.ch have be o n both un r o oo qn i.z e d unc1un­
planned, of un affected group from a work force, an 
employer's decision to adopt a neutrdl position in the 
future will not eliminate the pattern. Corrective Employ­
ment is a set of: steps to employ members of the excluded 
group and equalize employment opportunity by offsetting 
advantuges already enjoyed by others. 

III. Elements of An Effective firmative Action Pram: 

A.	 County Executive and King Coun Council Role: 

1.	 Executive order and County Coun 1 legislative 
mandate. 

2.	 Strong, emphatic and continuing execut - and 
administrative-level comnitment to equitably 
hire and promote traditionally neglected or 
rejected groups of individuals. 

3.	 Clear, specific and continuing policies, orders 
and directives to all levelS within King County 
and public announcements to all appropriute 
community residents and social agencies that 
King County is an affirmative action employer. 

4.	 Executive appointment of an on-going Affirmative 
Action Comm i t t.e e to establish an Af fi rrne ti.ve 
Action and Corrective Employment Plan for the 
~ounty and charged with the responsibility to 
establish y monitor and communicate the progress 
of such actions. 

5.	 Public meetings held semi-annually to review 
progress of the Affirmative Action Program. 
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III. (Continued) 

B.	 Departmental Role: 

Each executive department/office "ii. in h::,llq u '.; 
shall actively endorse, promote suP?orl ~hc 

tenets of the Affirmative Action Plan. Efforts will 
be made to encourage related public agencies to 
act ly endorse, promote and support tenets of 
the Affirmative Action Plan. 

IV.	 Elements of the Office of Personnel's Corrective Eme10yment 
Program: 

A.	 Annually surveying by department/office the character­
istics of loyees by level of job category or type 
of work. ' 

B.	 Identify the prevailing percentages of traditionally 
underrepresented employees. 

C.	 In conjunction with the Affirmative Action Committee, 
establish minimLUTI ratio goals per level of job category' 
or type of work for each segment of underrepresented 
employ.ees. 

D. At the direction of the Affirmative Action Committee, 
. allocate a 'minimum riumber or percentage of appropriate

-: .. vacancies, by category or type of work, to be filled 
by selective recruiting, examining, and certification 
of those individuals who are underrepresented. Partic­
ular attention will be given those departments/offices 
most needful of corrective action, and greater discre­
tion would be permissable where department/office ratios 
meet or exceed the minimum expectations. 

E.	 Furthermore, the Office of Personnel shall assure, 
through selective cer fication, that a minimum of 20% 
of all Open Competitive positions shall filled by 
members of underrepresented groups. 

The	 following exceptions will be recognized: 

1.	 If efforts to selectively recruit, examine and/or 
certify fail to produce five applicants, the 
Personnel Manager may select any other method of 
recruiting, eX~lining and/or certifying so as to 
successfully produce five applicants for the 
position. 
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IV. (Continued) 

L.	 If tne last three persons hlred by the depart­
ment with the vacancy weze from underrepresented 
groups, the Personnel r~anager may select any 
method of recruiting, examininq and/or certifi­
cation deemed appropriate 


