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 EXECUTIVE SUMMARY
On July 23, 2007, the King County Council adopted the King County Executive’s 2008 – 2012 Equal Employment Opportunity/Affirmative Action Plan (herein after referred to as the “Plan”).   This Plan identified well over 400 potential goal areas within the Executive Branch.  However, the County’s workforce matched or exceeded the labor force availability in the vast majority of these goal areas.  Only 63 goal areas were determined to be underrepresented.  
In January 2009, the Department of Elections (Elections) became a separate Executive Branch Department.  Previously, Elections had been a division within the Department of Executive Services (DES).  At the time Elections became a separately elected department, it was determined to have underrepresentation in two placement goal areas:  Administrative Support--Female and Hispanic.   Therefore, the Progress Report now reflects 65 placement goal areas versus the original 63.  

During the term of the 2008-2012 Plan, the Executive is to provide a Progress Report to Council by June 1 of each Plan year.  The purpose of the report is to provide updated information on the placement goal areas.
This Progress Report provides the following information pursuant to King County Code 3.12.180(D), sections 1-5:
· Labor force availability rates (placement goals) as proposed in the affirmative action plan by department, job group, race and gender;  

· Total number of positions filled in 2010; 

· Total number of positions filled by protected class in 2010;
· Percentage of positions filled by protected class in 2010; 
· 2010 Placement goals achieved;
· 2010 Placement goals not achieved; 

· 2010 Placement goals where there were not sufficient placement opportunities; 
· Separate table showing only those areas where the 2010 placement goals were not met; and
· Separate table showing cumulative data.
LEGEND
	DEPT/DIVISION ABBRIEVATION
	FULL NAME

	DAJD
	Department of Adult and Juvenile Detention

	DCHS
	Department of Community and Health Services

	DDES
	Department of Development and Environmental Services

	DES
	Department of Executive Services

	DES-FMD
	Department of Executive Services—Facilities Maintenance Division

	DES-FBOD
	Department of Executive Services—Finance Business and Operations Division

	DES-HRD
	Department of Executive Services-Human Resources Division

	DJA
	Department of Judicial Administration

	DNRP
	Department of Natural Resources and Parks

	DOA
	Office of the Assessor

	DOT
	Department of Transportation

	DPH
	Department of Public Health

	OIRM
	Office Of Information Resource Management

	KCSO
	King County Sheriff’s Office

	Elections
	Office of Elections


PLACEMENT GOAL-SETTING SUMMARY

A summary of the 65 placement goal-setting areas is as follows:
· 25--or 38.46% were achieved 
· 25--or 38.46% of the placement goals were not achieved
· 15--or 23.08% did not have placement opportunities

In 2010, in the job category of Protective Services Workers, again the Department of Adult and Juvenile Detention (DAJD), the Department of Executive Services (DES) and the King County Sheriff’s Office (KCSO) missed the placement goal by only one or two placements.  Overall, although 25 placement goals were not met, 19 of those 25 needed only one or two additional placements to meet the goal.  
Recruiting and hiring for Native Americans continues to be a challenge for all the departments.  Of the 65 placement goal areas, 17 of them are for Native Americans.   However, the departments were able to make six yearly placement goals in the Native American area.  Departments continue to maintain mutually beneficial partnerships with the Native American communities.  
The Human Resources Division (HRD) continues to work with the departments on hiring and recruitment processes to ensure efforts are being made toward reaching their EEO/AA goals and to incorporate the principles of Equity and Social Justice Initiative into their hiring and recruitment activities.  HRD continues to provide training to HR Professionals.  The training focuses on writing and describing job duties to remove artificial barriers; pre-determining selection methods and leveraging technology (NEOGOV™) to ensure lack of bias in recruitment practices; and further standardizing processes and procedures.   
Special emphasis is placed on the importance of looking at Equity and Social Justice and the EEO/AA Plan as more than recruiting and outreach efforts, but also a comprehensive review of the entire life cycle of an employee.  The life cycle included recruiting, outreach, selection methods, employment practices and reasons for employee turnover.  In 2011, HRD will continue these efforts, as well as look at policies and procedures within an Equity and Social Justice framework to ensure equal access and transparency in all its employment processes.
Prior to submittal of this report to Council, HRD met with both the EEO/AA Committee and the Civil Rights Commission in April.  A copy of this draft report was provided along with a presentation that included an explanation of how the report is developed, and information related to interpreting results.  Formal comments are expected from both sometime in May, 2011.  
CALENDAR YEAR 2010 PLACEMENT GOAL-SETTING STATUS

	DEPT.
	JOB

GROUP
	PLACEMENT GOAL AREA
	PLACEMENT

GOAL

(%)
	2010
TOTAL PLACE-MENTS IN JOB GROUP
	2010
TOTAL PLACEMENTS

IN GOAL AREA
	2010

PLACEMENT RATE

(%)



	DAJD
	Professionals
	Native American
	2.21
	7
	0
	No opp.


	
	Protective Service Workers
	Female
	29.45
	12
	2
	16.67

	
	Administrative Support
	Female
	77.45
	8
	7
	87.50


	
	Service Maintenance
	Female
	43.00
	1
	1
	100.00

	
	
	Native American
	3.34
	
	0
	No Opp.

	
	
	Hispanic
	13.02
	
	0
	No Opp.

	DCHS
	Officials and Administrators
	Black
	5.50
	1
	0
	No Opp.

	
	Professionals
	Native American
	3.02
	41
	1
	2.44

	DDES
	Officials and Administrators
	Female
	37.98
	2
	0
	0.00


	DEPT.
	JOB

GROUP
	PLACEMENT GOAL AREA
	PLACEMENT

GOAL

(%)
	2010
TOTAL PLACE-MENTS IN JOB GROUP
	2010

TOTAL PLACE

MENTS

IN GOAL AREA
	2010

ACTUAL

PLACEMENT RATE

(%)



	DES
	Officials and Administrators
	Black
	5.15
	16
	2
	12.50

	
	
	Hispanics
	4.13
	
	0
	0.00

	
	Professionals
	Native American
	1.56
	80
	0
	0.00

	
	Protective Service Workers
	Female
	53.72
	17
	8
	47.06

	
	
	Native American
	3.86
	
	0
	0.00

	
	
	Hispanic
	3.95
	
	0
	0.00

	
	Administrative Support
	Black
	17.26
	51
	5
	9.80

	
	
	Native American
	2.41
	
	1
	1.96

	
	Service Maintenance
	Female
	27.64
	26
	3
	11.54

	DJA
	Professionals
	Female
	53.45
	3
	1
	33.33

	
	Administrative Support
	Female
	82.28
	7
	7
	100.00

	
	
	Native American
	1.41
	
	1
	14.29

	DNRP
	Officials and Administrators
	Female
	43.91
	4
	3
	75.00

	
	Professionals
	Native American
	1.59
	81
	0
	0.00

	
	
	Hispanic
	2.14
	
	4
	4.94

	
	Service Maintenance
	Asian
	6.83
	129
	10
	7.75

	
	
	Native American
	2.38
	
	4
	3.10

	
	
	Hispanic
	9.67
	
	11
	8.53


	DEPT.
	JOB

GROUP
	PLACEMENT GOAL

AREA
	PLACEMENT

GOAL

(%)
	2010
TOTAL PLACE-MENTS IN JOB GROUP
	2010
TOTAL PLACE

MENTS

IN GOAL AREA
	2010

PLACEMENT RATE

(%)


	DOA
	Professionals
	Female
	47.63
	7
	3
	42.86

	
	
	Hispanic
	3.25
	
	0
	No Opp.

	
	Administrative Support
	Hispanic
	3.44
	0
	0
	No Opp.

	DOT
	Officials and Administrators
	Female
	37.51
	3
	1
	33.33

	
	
	Asian
	6.34
	
	0
	No Opp.

	
	Professionals
	Hispanic
	1.93
	57
	3
	5.26

	
	Technicians
	Female
	30.65
	3
	0
	0.00

	
	
	Asian
	7.55
	
	1
	33.33

	
	
	Hispanic
	2.65
	
	0
	No Opp.

	
	Protective Service Workers
	Female
	34.11
	0
	0
	No Opp.

	
	Administrative Support
	Female
	74.93
	33
	16
	48.48

	
	
	Native American
	1.67
	
	1
	3.03

	
	
	Hispanic
	2.69
	
	2
	6.06

	
	Skilled Crafts
	Native American
	2.20
	95
	1
	1.05

	
	
	Hispanic
	3.01
	
	5
	5.26

	
	Service Maintenance
	Native American
	2.68
	99
	2
	2.02

	
	
	Hispanic
	6.44
	
	3
	3.03

	
	Transit Operators
	Female
	49.77
	523
	135
	25.81

	
	
	Native American
	2.18
	
	5
	0.96


	DEPT.
	JOB

GROUP
	PLACEMENT GOAL

AREA
	GOAL

PLACEMENT

 (%)
	2010
TOTAL PLACE-MENTS IN JOB GROUP
	2010
TOTAL PLACEMENTS

BY PROTECTED CLASS
	2010
PLACEMENT RATE

(%)



	DPH
	Officials and Administrators
	Asian
	4.74
	5
	1
	20.00

	
	Professionals
	Female
	69.74
	174
	136
	78.16

	
	
	Native American
	2.21
	
	2
	1.15

	
	Technicians
	Black
	4.70
	14
	1
	7.14

	
	Service Maintenance
	Native American
	2.46
	11
	0
	No Opp.

	OIRM
	Officials and Administrators
	Female
	28.06
	3
	1
	33.33

	
	
	Asian
	8.13
	
	1
	33.33

	
	Professionals
	Female
	41.45
	19
	6
	31.58

	
	
	Native American
	1.19
	
	0
	No Opp.

	
	Administrative Support
	Female
	67.45
	4
	2
	50.00

	
	Skilled Crafts
	Hispanic
	5.17
	3
	0
	No Opp.

	KCSO
	Officials and Administrators
	Asian
	7.81
	0
	0
	No Opp.

	
	Professionals
	Black
	6.30
	8
	0
	No Opp.

	
	Protective Service Workers
	Female
	17.51
	91
	15
	16.48

	
	
	Black
	6.89
	
	4
	4.40

	
	
	Native American
	2.04
	
	2
	2.20

	
	Administrative Support
	Asian
	9.29
	19
	3
	15.79

	ELECTIONS
	Administrative Support
	Female
	85.50
	15
	11
	73.33

	
	
	Hispanic
	2.50
	
	0
	No Opp.


CALENDAR YEAR 2010 PLACEMENT GOALS NOT ACHIEVED

PLACEMENT GOALS NOT ACHIEVED 

	DEPT
	JOB GROUP
	GOAL AREA
	PLACEMENT GOAL (%)
	2010 TOTAL PLACEMENTS IN JOB GROUP 
	2010 TOTAL PLACEMENTS BY GOAL AREA
	2010
 ACTUAL PLACEMENT RATE (%)
	ADDITIONAL PLACEMENTS NEEDED TO MAKE

GOAL

	DAJD
	Protective Service Workers
	Female
	29.45
	12
	2
	16.67
	2

	DDES
	Officials and Administrators
	Female
	37.98
	2
	0
	0.00
	1

	DES
	Officials and Administrators
	Hispanic
	4.13
	16
	0
	0.00
	1

	
	Professionals
	Native American
	1.56
	80
	0
	0.00
	1

	
	Protective Service Workers
	Female
	53.72
	17
	8
	47.06
	1

	
	
	Native American
	3.86
	
	0
	0.00
	1

	
	
	Hispanic
	3.95
	
	0
	0.00
	1


	DEPT
	JOB GROUP
	GOAL AREA
	PLACEMENT GOAL (%)
	2010 TOTAL PLACEMENTS IN JOB GROUP 
	2010 TOTAL PLACEMENTS BY GOAL AREA
	2010
 ACTUAL PLACEMENT RATE (%)
	ADDITIONAL PLACEMENTS NEEDED TO MAKE

GOAL

	DES (Cont.)
	Administrative Support
	Black
	17.26
	51
	5
	9.80
	4

	
	Service Maintenance
	Female
	27.64
	26
	3
	11.54
	4

	DJA
	Professionals
	Female
	53.45
	3
	1
	33.33
	1

	DNRP
	Professionals
	Native American
	1.59
	81
	0
	0.00
	1

	
	Service Maintenance
	Hispanic
	9.67
	129
	11
	8.53
	1

	DOT
	Technicians
	Female
	30.65
	3
	0
	0.00
	1

	
	Administrative Support
	Female
	74.93
	33
	16
	48.48
	9

	
	Skilled Crafts
	Native American
	2.20
	95
	1
	1.05
	1

	
	Service Maintenance
	Native American
	2.68
	99
	2
	2.02
	1

	
	
	Hispanic
	6.44
	
	3
	3.03
	3

	
	Transit Operators
	Female
	49.77
	523
	135
	25.81
	125

	
	
	Native American
	2.18
	
	5
	0.96
	6


	DEPT
	JOB GROUP
	GOAL AREA
	PLACEMENT GOAL (%)
	2010 TOTAL PLACEMENTS IN JOB GROUP 
	2010 TOTAL PLACEMENTS BY GOAL AREA
	2010
 ACTUAL PLACEMENT RATE (%)
	ADDITIONAL PLACEMENTS NEEDED TO MAKE

GOAL

	DPH
	Professionals
	Native American
	2.21
	174
	2
	1.15
	2

	OIRM
	Professionals
	Female
	41.45
	19
	6
	31.58
	2

	
	Administrative Support
	Female
	67.45
	4
	2
	50.00
	1

	KCSO
	Protective Service Workers
	Female
	17.51
	91
	15
	16.48
	1

	
	
	Black
	6.89
	
	4
	4.40
	2

	ELECT
	Administrative Support
	Female
	85.50
	15
	11
	73.33
	2


CALENDAR YEARS 2007 THROUGH 2010 CUMULATIVE DATA 

	DEPT.
	JOB

GROUP
	PLACEMENT GOAL AREA
	GOAL

PLACE-MENT

 (%)
	2007

TOTAL # OF EMPLOYEES
	Plan Start Overall Represent-ation

 (%)
	2007 PLACEMENT RATE (%)
	2008

PLACEMENT RATE

(%)


	2009

PLACE-MENT RATE

(%)


	2010

PLACEMENT RATE (%)
	2010

TOTAL #  OF EMPLOYEES 
	2010

OVERALL 

REPRESENT-

ATION

(%)

	DAJD
	Professionals
	Native American
	2.21
	95
	0.00
	No opp.
	No opp.
	No opp.
	No opp.
	106
	0.00

	
	Protective Service Workers
	Female
	29.45
	702
	22.79
	33.3
	26.67
	25.00
	16.67
	743
	23.28

	
	Administrative Support
	Female
	77.45
	74
	75.68
	100.00
	77.78
	50.00
	87.50
	45
	88.89

	
	Service Maintenance
	Female
	43.00
	43
	25.58
	No opp.
	100.00
	100.00
	100.00
	40
	35.00

	
	
	Native American
	3.34
	
	0.00
	No opp.
	No opp.
	No opp.
	No opp.
	
	0.00

	
	
	Hispanic
	13.02
	
	4.65
	100.00
	No opp.
	No opp.
	No opp.
	
	10.00

	DCHS
	Officials and Administrators
	Black
	5.50
	10
	0.00
	No opp.
	No opp.
	No opp.
	No Opp.
	11
	0.00

	
	Professionals
	Native American
	3.02
	261
	1.39
	2.00
	1.54
	0.00
	2.44
	244
	2.05

	DDES
	Officials and Administrators
	Female
	37.98
	3
	0.00
	No opp.
	0.00
	No opp.
	0.00
	3
	0.00


	DEPT.
	JOB

GROUP
	PLACEMENT GOAL AREA
	GOAL

PLACE-MENT

 (%)
	2007

TOTAL # OF EMPLOYEES
	Plan Start Overall Represent-ation

 (%)
	2007 PLACEMENT RATE (%)
	2008

PLACEMENT RATE

(%)


	2009

PLACE-MENT RATE

(%)


	2010

PLACEMENT RATE (%)
	2010

TOTAL #  OF EMPLOYEES 
	2010

OVERALL 

REPRESENT-

ATION

(%)

	DES
	Officials and Administrators
	Black
	5.15
	19
	0.00
	27.27
	0.00
	No opp.
	12.50
	28
	7.14

	
	
	Hispanic
	4.13
	
	0.00
	No opp.
	No opp.
	No opp.
	0.00
	
	0.00

	
	Professionals
	Native American
	1.56
	325
	0.62
	1.06
	0.00
	0.00
	0.00
	391
	0.26

	
	Protective Service Workers
	Female
	53.72
	99
	29.29
	20.00
	46.15
	50.00
	47.06
	97
	34.02

	
	
	Native American
	3.86
	
	1.01
	0.00
	0.00
	No opp.
	0.00
	
	2.06

	
	
	Hispanic
	3.95
	
	3.03
	0.00
	0.00
	16.67
	0.00
	
	4.12

	
	Administrative Support
	Black
	17.26
	209
	16.27
	14.81
	18.03
	7.14
	9.80
	188
	17.55

	
	
	Native American
	2.41
	
	1.91
	1.85
	1.64
	No opp.
	1.96
	
	2.13

	
	Service Maintenance
	Female
	27.64
	93
	24.73
	32.4
	36.84
	0.00
	11.54
	112
	25.00

	DJA
	Professionals
	Female
	53.45
	29
	41.38
	50.00
	100.00
	66.67
	33.33
	29
	41.38

	
	Administrative Support
	Female
	82.28
	167
	72.46
	90.91
	58.33
	73.68
	100.00
	169
	71.60

	
	
	Native American
	1.41
	
	0.60
	No opp.
	4.17
	5.26
	14.29
	
	1.18

	DNRP
	Officials and Administrators
	Female
	43.91
	20
	30.00
	66.67
	33.33
	No opp.
	75.00
	22
	36.36

	
	Professionals
	Native American
	1.59
	760
	0.92
	0.90
	1.06
	0.00
	0.00
	814
	0.86

	
	
	Hispanic
	2.14
	
	1.58
	1.8
	1.06
	0.00
	4.94
	
	1.97

	
	Service Maintenance
	Asian
	6.83
	206
	5.83
	7.41
	9.09
	0.00
	7.75
	212
	8.02

	
	
	Native American
	2.38
	
	1.94
	0.00
	3.03
	6.67
	3.10
	
	1.89

	
	
	Hispanic
	9.67
	
	3.40
	0.00
	9.09
	0.00
	8.53
	
	3.77

	DOA
	Professionals
	Female
	47.63
	154
	39.61
	52.38
	66.67
	25.00
	42.86
	149
	40.27

	
	
	Hispanic
	3.25
	
	1.95
	0.00
	0.00
	No opp.
	No opp.
	
	2.01

	
	Administrative Support
	Hispanic
	3.44
	54
	1.85
	No opp.
	16.67
	No opp.
	0.00
	42
	0.00


	DEPT.
	JOB

GROUP
	PLACEMENT GOAL AREA
	GOAL

PLACE-MENT

 (%)
	2007

TOTAL # OF EMPLOYEES
	Plan Start Overall Represent-ation

 (%)
	2007 PLACEMENT RATE (%)
	2008

PLACEMENT RATE

(%)


	2009

PLACE-MENT RATE

(%)


	2010

PLACEMENT RATE (%)
	2010

TOTAL #  OF EMPLOYEES 
	2010

OVERALL 

REPRESENT-

ATION

(%)

	DOT
	Officials and Administrators
	Female
	37.51
	23
	26.09
	No opp.
	66.67
	No opp.
	33.33
	16
	31.25

	
	
	Asian
	6.34
	
	0.00
	No opp.
	No opp.
	No opp.
	No opp.
	
	0.00

	
	Professionals
	Hispanic
	1.93
	687
	1.75
	2.46
	0.00
	0.00
	5.26
	739
	2.57

	
	Technicians
	Female
	30.65
	25
	8.00
	33.3
	0.00
	0.00
	0.00
	24
	16.67

	
	
	Asian
	7.55
	
	4.00
	No opp.
	No opp.
	No opp.
	33.33
	
	4.17

	
	
	Hispanic
	2.65
	
	0.00
	No opp.
	No opp.
	No opp.
	No opp.
	
	0.00

	
	Protective Service Workers
	Female
	34.11
	3
	0.00
	No opp.
	No opp.
	No opp.
	No opp.
	2
	0.00

	
	Administrative Support
	Female
	74.93
	281
	56.94
	51.67
	60.66
	75.00
	48.48
	282
	56.74

	
	
	Native American
	1.67
	
	1.42
	1.7
	0.00
	No opp.
	3.03
	
	1.06

	
	
	Hispanic
	2.69
	
	2.14
	5.0
	3.28
	6.25
	6.06
	
	3.90

	
	Skilled Crafts
	Native American
	2.20
	883
	1.47
	1.85
	1.45
	2.63
	1.05
	994
	1.41

	
	
	Hispanic
	3.01
	
	1.93
	5.6
	4.35
	6.58
	5.26
	
	3.32

	
	Service Maintenance
	Native American
	2.68
	324
	1.85
	1.64
	0.00
	0.00
	2.02
	382
	1.57

	
	
	Hispanic
	6.44
	
	6.17
	1.64
	0.00
	5.88
	3.03
	
	4.45

	
	Transit Operators
	Female
	49.77
	2659
	22.83
	27.85
	25.10
	18.79
	25.81
	2,847
	22.94

	
	
	Native American
	2.18
	
	1.05
	1.37
	1.57
	0.61
	0.96
	
	1.05

	DPH
	Officials and Administrators
	Asian
	4.74
	22
	0.00
	No opp.
	No opp.
	No opp.
	20.00
	24
	4.17

	
	Professionals
	Female
	69.74
	861
	69.57
	69.66
	81.60
	81.65
	78.16
	878
	71.98

	
	
	Native American
	2.21
	
	0.93
	.69
	0.00
	0.00
	1.15
	
	0.91

	
	Technicians
	Black
	4.70
	155
	2.58
	15.00
	No opp.
	17.86
	7.14
	164
	7.93

	
	Service Maintenance
	Native American
	2.46
	124
	0.81
	0.00
	0.00
	No opp.
	No opp.
	132
	1.52


	DEPT.
	JOB

GROUP
	PLACEMENT GOAL AREA
	GOAL

PLACE-MENT

 (%)
	2007

TOTAL # OF EMPLOYEES
	Plan Start Overall Represent-ation

 (%)
	2007 PLACEMENT RATE (%)
	2008

PLACEMENT RATE

(%)


	2009

PLACE-MENT RATE

(%)


	2010

PLACEMENT RATE (%)
	2010

TOTAL #  OF EMPLOYEES 
	2010

OVERALL 

REPRESENT-

ATION

(%)

	OIRM
	Officials and Administrators
	Female
	28.06
	7
	14.29
	50.00
	No opp.
	100.00
	33.33
	8
	37.50

	
	
	Asian
	8.13
	
	0.00
	No opp.
	No opp.
	No opp.
	33.33
	
	12.50

	
	Professionals
	Female
	41.45
	140
	37.86
	40.00
	41.67
	33.33
	31.58
	149
	34.23

	
	
	Native American
	1.19
	
	0.71
	No opp.
	8.33
	No opp.
	No opp.
	
	1.34

	
	Administrative Support
	Female
	67.45
	20
	45.00
	No opp.
	0.00
	50.00
	50.00
	16
	68.75

	
	Skilled Crafts
	Hispanic
	5.17
	20
	0.00
	No opp.
	No opp.
	No opp.
	No opp.
	12
	0.00

	KCSO
	Officials and Administrators
	Asian
	7.81
	13
	0.00
	No opp.
	No opp.
	No opp.
	No opp.
	14
	0.00

	
	Professionals
	Black
	6.30
	72
	4.17
	8.33
	2.86
	0.00
	No opp.
	103
	5.83

	
	Protective Service Workers
	Female
	17.51
	698
	13.75
	6.82
	17.78
	5.88
	16.48
	679
	13.70

	
	
	Black
	6.89
	
	4.87
	6.82
	2.22
	5.88
	4.40
	
	5.15

	
	
	Native American
	2.04
	
	1.58
	2.27
	1.11
	No opp.
	2.20
	
	2.06

	
	Administrative Support
	Asian
	9.29
	166
	8.43
	11.63
	6.90
	11.11
	15.79
	149
	11.41

	ELECT
	Administrative Support
	Female
	85.50
	NO DATA
	NO DATA
	NO DATA
	NO DATA
	73.33
	73.33
	33
	63.64

	
	
	Hispanic
	2.50
	NO DATA
	NO DATA
	NO DATA
	NO DATA
	No opp.
	No opp.
	
	0.00


2010/2011 IMPLEMENTATION PLAN ACTIVITIES 

King County Code 3.12.180(D) also requires the Progress Report to include each department’s implementation activities for the year.  In 2010, the Executive Branch Departments focused attention on areas of underrepresentation, and developed meaningful strategies for addressing placement goal-setting areas.   
The implementation activities and plans for each of the departments are as follows:
	DAJD 

	2010 IMPLEMENTATION ACTIVITIES
	TARGETD PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	DAJD Diversity Committee sponsored Women’s History Month event including panel discussion on whether the Glass Ceiling is Broken.  Panel featured women in DAJD, King County and City of Seattle.  Program was filmed and available on King County TV for those who were not able to attend.  Also, sponsored essay contest within DAJD regarding women’s contributions in law enforcement.
	Female
	No

	DAJD Diversity Committee sponsored Hispanic Heritage Month: Heritage, Diversity, Integrity and Honor the Renewed Hope of America.  Program included panel of Hispanic leaders in the community including Hispanic community leaders, attorney, and King County employees.
	Hispanic
	No


	DAJD (Cont.)

	2010 IMPLEMENTATION ACTIVITIES
	TARGETD PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	DAJD Diversity Committee sponsored Veterans Program honoring veterans.  Event included Honor Guard, Veteran Processional, and guest speakers with moving speeches on their experiences in war/conflicts.
	Veterans
	Yes

	Attended community meetings:  King County Veteran Consortium, Shoreline Community College Criminal Justice Advisory Committee, Fort Lewis Employment Readiness Steering Committee, SHRM Diversity and Inclusion Special Interest Group, and Puget Sound Diversity Task Force Meetings.
	All
	Yes

	Networked with United Indians of all Tribes Foundation including: sent job announcements for distribution, assisted in planning All Tribes Career Resource Fair on 2/4/10, participated in their Puget Sound Diversity Taskforce Meeting and career fairs.
	Native American
	Yes

	DAJD Diversity Committee planned events to outreach to communities within our EEO/AA plan (see above) and brainstormed recruitment outreach ideas.
	All
	Yes

	Administered GI Bill training program in which new hired Veterans receive GI Funds during their one year probationary period for training as Corrections Officers.
	Veterans
	Yes

	Discussed recruitment outreach to Native Americans with testing vendor National Testing Network
	Native Americans
	Yes

	Participated in the Latino Business Expo career fair on October 3, 2010, Bellevue, WA
	Hispanic
	Yes


	DAJD (Cont.)

	2010 IMPLEMENTATION ACTIVITIES
	TARGETD PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	Attended Women in Trades Job Fair
	Female
	Yes

	Attended Chief Leschi College/Career Night (February 17, 2010)
	Native American
	No

	Attended First Nations at UW career fair in April 2010.
	Native American
	Maybe

	DAJD Diversity Committee celebrated and provided education on different cultures each month either in an event program, department General Information Bulletin via email (GIB), or DAJD Diversity website.
	All
	Yes

	Reviewed recruitment flow for recruitments to determine where applicants succeeded or fell out of process.
	All
	Yes

	Attended 2010 Seattle Race Conference
	All
	No

	Attended the first annual Western Washington 2010 Diversity Inclusion Conference (December 2, 2010)
	All
	Yes

	Shared job openings on listserves which promote diversity.
	All
	Yes

	Reviewed EEO/AA plan and goals with DAJD Human Resources staff.
	All
	Yes


	DAJD (Cont.)

	2011 PROPOSED IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS

	DAJD Diversity Committee will continue to celebrate and educate on different cultures via event programs, GIB, or DAJD Diversity website.
	All

	Continue to attend community outreach meetings:  King County Veteran Consortium, Shoreline Community College Criminal Justice Advisory Committee, Fort Lewis Employment Readiness Steering Committee, SHRM Diversity and Inclusion Special Interest Group, and Puget Sound Diversity Task Force Meetings.
	All

	Outreach to Native American high school students.
	Native American

	Continue to network with Native American organizations, including tribes, community organizations and college groups.
	Native American

	Attend Women’s in Trade job fair.
	Female

	Attend Latino Business Expo career fair in October 
	Hispanic

	Please see above 2010 activities we plan to continue in 2011
	All


	DCHS

	2010 IMPLEMENTATION ACTIVITIES
	TARGETD PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	To ensure that DCHS managers/supervisors are using appropriate hiring practices that promote equal opportunity and legally defensible hiring practices, all job announcements, recruitment strategies and /examination processes are reviewed by the department's Senior Human Resources Analyst and/or the Human Resources Service Delivery Manager. (HR SDM). 
	All protected groups
	Yes

	To promote understanding and inclusion of its employees from various social, ethnic and racial backgrounds in the workplace and enhance service delivery to King County citizens, DCHS engaged in the following activities throughout 2010.

DCHS’ Equity and Social Justice Committee (ESJC) organized and presented on various topics (i.e. Women in the Workplace: Is the Glass Ceiling Broken (March 31, 2010), From Swastika to Jim Crow (April 20, 2010), and Asian Pacific Islander Month (May 18, 2010). Beginning in October 2010, DCHS’ quarterly All-Staff meeting agendas included 30 minutes specifically devoted to ESJC topics. Additionally, on a quarterly basis there is a feature article in DCHS’ department employee newsletter on an ESJC topic.
	All protected groups
	Yes

	Annually DCHS-Human Resources (HR) compiles and prepares dashboards on departmental HR Metrics and EEO/AA profile to facilitate ongoing assessment of DCHS progress in meeting and/or sustaining its AA goals.  DCHS’ HR metrics and EEO/AA dashboards are reviewed by the department’s senior management team.  In addition, in monthly meetings with the Division Directors, they are informed of the department’s AA goals and issues that have an impact on providing a non-discriminatory and inclusive work environment for department employees. 
	All protected groups
	Yes

	DCHS all staff training on Cultural Proficiency – December 17, 2010.  This training was design to support cultural competency within DCHS staff.
	All protected groups
	

	When DCHS positions are posted, an internal communication is sent to all staff noting that King County, DCHS is an equal opportunity employer and that applicants are encouraged to self-identify their status as a veteran and/or person with a disability. 
	All protected groups
	Yes

	Although DCHS has met its goal areas with the exception of Native Americans in the professional category and African Americans in the Officials/Administrators category, DCHS’ outreach activities continue to entail managers in consultation with the Senior HR Analyst developing recruitment strategies that include sourcing of qualified candidates among protected groups.  For example, DCHS-HR participated in recruiter panel discussion United Indians’ Pathway to Prosperity, February 4, 2010 and continues to forward by email DCHS’ job announcements to United Indians of All Tribes. 
	All protected groups and specifically Native Americans
	Yes

	DCHS (Cont.)

	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	DCHS – HR using the reporting function of Neogov, reviews applicant data for each recruitment and shares summary EEO/AA data with the hiring managers to assist in determining whether marketing efforts are yielding a diverse applicant pool.
	All protected groups
	Yes

	2011 PROPOSED IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS

	Increase participation in the Puget Sound Diversity Employment Network as means for marketing DCHS.
	All protected groups


	DDES

	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	Due to significant reductions in force in 2010, there were few opportunities to hire in 2010.   
	Female
	Yes

	Provided Equity and Social Justice Awareness training to all managers and supervisors
	All
	No

	Assisted Paula Harris-White to enlist representatives from DDES for the EEO/AA Committee
	All
	Yes


	DDES (Cont.)

	2011 PROPOSED IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS

	If DDES has opportunities to hire, EEO/AA plan will be reviewed with hiring managers to ensure targeted outreach in specific goal areas.
	Female

	Review all DDES job descriptions to ensure hiring practices promote equal opportunity and are legally defensible.
	All

	Work with Paula Harris-White to develop and provide Equity and Social Justice Awareness training to all DDES staff.
	All

	Update DDES hiring manual to ensure hiring practices promote equal opportunity and are legally defensible.
	All

	Make sure DDES has a representative on the EEO/AA Committee
	All


	DES

	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	Human Resources Division (HRD), Finance, Business and Operations Division (FBOD) and Facilities Maintenance Division (FMD) advertised job announcements with affiliated journals and associations.
	African American, Native American
	Yes

	HRD - Sent job announcements to WorkSource, developed relationships with WorkSource counselors and staff to help simplify and clarify the application process for WorkSource clients. 

FBOD & FMD – Sent job announcements to WorkSource
	All
	Yes

	HRD & FBOD – Developed recruitment processes with hiring managers to ensure diversity in application review panels and interview panels, reviewed applicant flow with hiring managers to identify needs
	All
	Yes


	DES (Cont.)

	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	FBOD – Reviewed job announcements to maximize applications received from protected classes.
	All
	Yes



	FBOD – Ensured all EEO/AA posters were current and visible in the work place.
	All
	Yes

	FBOD & FMD – Reviewed Special Duty opportunities in order to increase promotional opportunities. 
	All
	Yes

	FBOD – Encouraged present employees to recruit through their personal networks.
	All
	Yes

	FBOD – Drafted recruitment plans tailored to meet DES Department and EEO/AA goals, and worked with hiring authorities, HRD, internal resources, and the HR SDM II to identify strategies to meet goals.
	All
	Yes

	FMD - Annually attend and participate in Women in Trades Career Fair.
	All Females
	Yes

	FMD – Supervisors/ Managers attended diversity trainings.
	All
	Yes

	FMD – Working with Community & Health Services/ Development Disabilities to provide opportunities for our supported employees.
	Disabled
	Yes

	FMD – Continue to work closely with Safety & Claims/ Disability Services in placing employed with disabilities.
	Disabled
	Yes


	DES (Cont.)

	2011 PROPOSED IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS

	Debrief hiring managers upon completion of recruitment process using NeoGov Applicant Flow reports to identify areas of improvement.
	ALL



	Review the principles of the County’s Equity and Social Justice Initiative (ESJI) with hiring managers and incorporate ESJI principles into announcements and other aspects of the recruitment process. 
	ALL

	Automated Business Transformation Project (ABT)/Business Resource Center (BRC) – Post recruitments on WorkSource and Craig’s List (in additional to Governmentjobs.com and King County website)
	ALL

	ABT/BRC – Work with hiring managers to draft postings (especially KSA’s and Minimum Qualifications) that do not discriminate against protected classes
	ALL

	ABT/BRC – Require all new employees (including hiring managers) to take the on-line ESJI training and work with hiring managers to incorporate these principles into recruitments
	ALL

	Research and post to a variety of diverse recruiting sites
	ALL

	FMD –In order to provide more opportunities for current and future disabled employees, FMD will establish a relationship with the WA State Division of Vocational Rehabilitation.
	Disabled


	DJA

	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	Utilized outreach and recruitment resources that targeted Native Americans.
	Native Americans
	Yes

	Conducted pre-hiring meetings to discuss placement goals and recruitment strategies for each job opening.
	Women

Native Americans
	Yes

	Engaged in diversity management discussions with managers and supervisors
	Females, Hispanic, Native American, Veterans (All)
	Yes

	Utilized the reporting tool in Neogov, a hosted government jobs website, to monitor and assess the EEO profile and sourcing of candidates for individual position recruitments. 
	Females, Hispanic, Native American, Veterans (All)
	Yes

	2011 PROPOSED IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS

	Review Neogov reports with managers and supervisors.
	Females, Hispanic, Native American, Veterans (All)

	Attend job fairs and attend community events which focus on outreach.
	Females, Hispanic, Native American, Veterans (All)

	Identify and utilize additional resources that target women including college and university career service centers.
	Women


	DNRP

	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	Attended the following career fairs:

· University of Washington Diversity Career Fair

· UW Environmental Career Fair

· Renton Technical College Employer of the Day

· Woman in Trades Fair

· Diversity Career Fair: Seattle Center
· Maritime Career Day
· Lindbergh High School Career Fair
	Females, Native Americans, Blacks, Hispanics, Asians, Veterans, and People with Disabilities
	Yes

	Attended the following career fairs:

· Northwest Indian College Career Fair

· Chief Leschi college/career/vocational/employment night


	Naïve Americans
	Yes

	Attended the following career fair:

· Bilingual Latino & Diversity Career Expo
	Hispanic
	Yes

	Advertise job opportunities in the following locations:

· Huskyjobs.com

· NativeAmericanjobs.com

· Quilletenation.com

· College4hire.com (4 or 5 community colleges)

· wrpatoday.org

· Kingcounty.gov/jobs


	Females, Native Americans, Blacks, Hispanics, Asians, Veterans, and People with Disabilities
	Yes

	Advertise job opportunities in the following locations:

· Nativeamericanjobs.com

· Quilletenation.com

· Native Jobs
· United Indians

	Native Americans 
	Yes


	DNRP (Cont.)

	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	Advertise job opportunities in the following locations:

· LatPro
	Hispanic
	Yes

	Discussed with hiring supervisors areas of underutilization and the Executive’s mission on diversity
	Females, Native Americans, Blacks, Hispanics, Asians, Veterans, and People with Disabilities
	Yes

	2011 PROPOSED IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS

	Continue to attend careers fairs and advertise job opportunities (as stated above) to target various protected classes and under-represented categories.
	Females, Native Americans, Blacks, Hispanics, Asians, Veterans and People with Disabilities

	Bilingual Latino & Diversity Career Expo
	Hispanic

	Northwest Indian College Career Fair

Chief Leschi college/career/vocational/employment night
	Native American


	DOA

	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	Notification of recruitment/job opportunities sent to Washington Office of Indian Affairs
	Native American
	Yes

	Notification of recruitment/job opportunities sent to King County Hispanic Chamber of Commerce
	Hispanic
	Yes

	Notification of recruitment/job opportunities sent Seattle Urban League
	Black
	Yes

	Create diverse selection panels
	All
	Yes

	Train selection panelists on EEOC Prohibited Employment Policies/Practices, Bias awareness
	All
	Yes

	Work with King County Employment Manager to improve department’s utilization of the NEOGOV system
	All
	Yes

	2011 PROPOSED IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS

	Continue notifications of recruitment/job opportunities 
	All

	Continue to create diverse selection panels
	All

	Continue to train selection panelists on EEOC Prohibited Employment Policies/Practices, Bias awareness
	All

	Continue to work with King County Employment Manager to identify areas where our department is experiencing underutilization
	All

	Continue to work with King County Employment Manager to identify areas where our department can improve utilization of the NEOGOV system 
	All


	DOT

	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	Advertised through United Indians, Seattle Indian Center, Washington State Hispanic Chamber of Commerce, Colors Northwest, Governor’s Office of Indian Affairs, Indiancountrytoday.com, Women’s Transportation Seminar, Korean Transportation Association in America, and Advancing Women in Transportation
	Native Americans, Asians, Female
	Yes

	Attended job fairs providing an outreach opportunity to target populations including the Women In Trades Fair, Annual Diversity Employment Day Career Fair, and Pride Parade. 
	Female, Native American & Hispanic
	Yes


	Reviewed individual recruitment results to identify any potential barriers.  
	All
	Yes

	Prior to posting, reviewed minimum qualifications on job announcements to ensure that they: are job related, are appropriate to the level of job duties, do not create unintended or unnecessary barriers
	All
	Yes

	Worked with community based organizations to provide information on job opportunities and explain the recruitment and selection process (i.e. White Center Community Forum). 
	Female, African American, Asian
	Yes

	Establish relationships with schools to actively promote the recruitment and employment of underutilized populations (Bates Technical College, South Seattle Community College, Everett Community College, and University of Washington)
	All
	Yes

	Increased online presence and accessibility to job openings by advertising regularly on Work Source web site, Craig’s List, and conducting recruitments on Neogov online application website.  
	All
	Yes

	Conducted periodic review with management and HR staff to review EEO efforts and activities.
	All
	Yes

	Ensured diversity in interview panel members.  
	All
	Yes

	Recruited and placed DOT employee on county wide EEO/AA committee member
	All
	No

	Active in the Women’s’ in the Trades job fair.  This committee consists of women in the trades from Fleet, Road Services, Airport, and Transit Divisions
	Female
	Yes

	Hired a female into a non-traditional position of Marine Captain.
	Female
	Yes

	Conducted cultural competency training for Roads Maintenance section.
	All
	Yes


	DOT (Cont.)

	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	Conducted Anti Harassment and workplace violence training to the Airport employees.
	All
	No

	Retention:  work with Disability Services and Safety and Claims to strategize ways for employees with disabilities to continue working. 
	All
	Yes

	Appointed a female into a non-traditional position of Fleet Division Director.
	Female
	No

	2011 PROPOSED IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS

	Increase attendance at job fairs which will provide an outreach opportunity to target populations including the Women In Trades Fair, YWCA Career Fair, NW Women’s Show, Choice Career Fair, Latino Career Expo, and Annual Diversity Employment Day Career Fair, Pride Parade.  
	Female, Native American & Hispanic

	Hold discussions with female transit operators to gain their perspective and identify barriers to advertising, recruitment, and hiring processes.  
	Female

	Advertise vacancies in community newspapers and diversity websites to encourage a larger diverse applicant response.  
	Female, Native American & Hispanic

	Continue to partner with Work Source counselor on Mature Worker issues/services
	Mature work group

	Partner with EARN (Dept of Labor) on working with people with disabilities
	People with Disabilities

	If resources allow, expand the cultural competency training to additional work units
	All

	Hire a consultant to work with employees in Fleet Division on workplace issues including diversity. 
	All

	Participate in the county wide Supported Employee committee
	People with Disabilities

	Hired two females into a non-traditional position of Airport Duty Manager
	Female

	Staff will continue to volunteer with the Seattle Jobs Initiative to help young people (many of whom are considered “at risk”) with resumes and job/career counseling
	All

	Will review any reductions in force to ensure there is no disparate treatment toward protected classes
	All


	DPH

	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	Targeted participation in career fairs, recruitment events, and community events including the Society for Human Resources Management Diversity Special Interest Group, UW Diversity Career Fair, UW Public Sector Career Fair, Puget Sound Diversity Task Force, 2010 Western Washington Diversity and Inclusion Conference, United Indians of All Tribes Pathways to Prosperity employment event, UW Government Career Fair, UW School of Public Health Career Fair, Seattle Central Community College Career Fair, UW Ambulatory Care Conference, and Business Leadership Networking Events..
	
All
	Yes

	Identified vacancies with placement goals utilizing NEOGOV requisition process to notify the HR Analyst and hiring manager.
	Females, Native Americans, Blacks, Asians
	Yes

	Utilized marketing materials such as canvas shopping bags to further promote Public Health as an employer in the community to recruit passive applicants (those applicants not currently looking for employment).
	All
	Yes

	Participated in an active leadership role in the Equity and Social Justice Initiative positioning Public Health as an employer of choice.
	All
	Yes

	Promoted employment at Public Health to the Native American population nationally by advertising on tribaljobs.com.
	Native Americans
	Yes

	Conduct pre-hiring meetings with hiring supervisors filling positions with under-utilization to develop recruitment strategies.
	Females, Native Americans, Blacks, Asians
	No

	Provide EEO/AA presentation to Executive Team
	All
	Yes

	Conduct periodic review with management and HR staff on EEO/AA targets and outcomes.
	All
	Yes

	Review 2008, 2009, and 2010 hires to analyze the applicant pools and the selection process for potential barriers.
	All
	Yes

	Conduct a best practice and literature review for employment practices that promote diversity.  
	All
	No

	DPH (Cont.)

	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	Meet with 5 hiring supervisors, post hire, to review the employment process and identify potential barriers.
	All
	No

	2011 PROPOSED IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS

	Develop and implement a policy to promote accountability for employing a diverse workforce.
	All

	Convene an Equity & Social Justice Quality Improvement team to review 2008-2010 employment data and best practice/literature review summaries and conduct root cause analysis and identify process improvements and inefficiencies in the hiring process.
	All

	Use Quality Improvement Model to develop and pilot an intervention with a goal of diversifying the staff of Public Health.
	All

	Measure impact of quality improvement intervention on diversity of staff through 2011 and modify intervention appropriately in preparation for full implementation in 2012.
	All


	OIRM

	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	Attended training for HR staff with Employment Manager on Fair & Effective Hiring Practices
	All
	Will take any training offered.

	Provided one-on-one training to hiring managers about being aware of bias in screening and interview question development.  Review of interview questions and process by HR.
	All
	Yes

	Increased use of Neogov as a screening tool for minimum qualifications, removing potential for unintentional bias, by focusing on job qualifications
	All
	Yes

	Posted jobs on EARN to gain broad outreach to DISABLED communities
	DISABLED
	Yes

	Posted jobs on Worksource, the preferred Veteran’s job posting site
	Veterans
	Yes

	Continued use of on-line advertising
	All
	Yes

	Used Neogov provided reporting to analyze recruitment results, and provide data on whether recruitments reach targeted groups.
	All
	Yes

	Used shared information from other departments on their successful techniques for reaching under-represented groups
	All
	Yes

	Educate managers: Use regularly scheduled managers meetings to review year-to-date progress
	All
	Yes

	Utilize SharePoint dashboard for managers to increase awareness of recruiting/staff goals
	All
	Yes

	HR Staff self study professional development to develop recruiting expertise (via books, web-learning, etc.)
	All
	Yes

	2011 PROPOSED IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS

	Conduct planning meetings with hiring managers to develop recruitment strategies to address under-represented groups.
	DISABLED, Veterans, Race/Ethnicity

	Continue to analyze application statistics to identify targets.
	DISABLED, Veterans, Race/Ethnicity


	OIRM (Cont.)

	2011 PROPOSED IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS

	Participate in Support Employment Committee to keep apprised of employment events and evaluate opportunities within KCIT for supported employment.
	All

	Update general email list to forward job announcements, increasing visibility for OIRM jobs with smaller organizations.
	DISABLED, Race/Ethnicity

	As necessary, targeted posting to underrepresented classes when job opportunities are available.
	As Identified

	Increase use of KCIT/OIRM Intranet to make job opportunities available to current employees and encourage employee referrals 
	DISABLED, Veterans, Race/Ethnicity

	Review job fair opportunities which attracted under-represented groups and attend.
	DISABLED, Veterans, Race/Ethnicity


	KCSO



	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	Muckleshoot Tribal School Resource Officer
	Native American
	Yes

	Police Activities League (PAL)
	Various
	Yes

	· Boxing
	Various
	Yes

	· Basketball
	Various
	Yes

	· Latin Dance Volleyball
	Various
	Yes

	· Intra-tribal recreational league
	Native American
	Yes

	Youth and Law Forum
	African American
	Yes

	Latino Community Gang Education and Prevention Project
	Hispanic
	Yes

	“Shop with a Cop” Christmas Shopping Event
	Various
	Yes


	KCSO (Cont.)



	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	Army Reserve Partnership
	Veterans
	Yes

	Latino Community Luncheon
	Hispanic
	Yes

	Race and Justice System Meetings
	Various
	Yes

	US Customs and Border Protection (CBP) Women’s History Month Program
	Women
	Yes

	East African, Muslim, Sikh and Arab Advisory Council Meeting
	East African

Muslim

Sikh

Arab
	Yes

	Breakfast Club
	African American
	Yes

	ROOTS Picnic
	African American
	Yes

	Chief Seattle Council Scoutreach meeting
	Native American
	Yes

	2011 PROPOSED IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS

	East African and Somali Outreach through community events and media
	East African

	Sheriff Rahr is doing outreach through radio/television/print interviews targeting specific concerns of the Latino Community
	Hispanic

	Southeast Asian and Asian Pacific Islander Gang Education and Prevention Project (specifically focusing on Vietnamese, Cambodian, Laotian, Samoan and Tongan communities).  The program includes ride-alongs, community public education outreach meetings, community media communications and community follow-up.
	Asian/Pacific Islander

	Ft. Lewis Job Partnership
	Veterans

	American Heroes Air Show
	Veterans

	Job Fairs
	Various

	Disability Education and Outreach (primarily focusing on existing employees)
	Disabled


	ELECTIONS 

	2010 IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS
	CONTINUE ACTIVITY FOR 2011

YES/NO

	Continue outreach relationship with local tribes and diversity groups
	Native American
	Yes

	Work with professional Hispanic Associations
	Female, Hispanic
	Yes

	2011 PROPOSED IMPLEMENTATION ACTIVITIES
	TARGETED PROTECTED CLASS

	Establish relationship with Latin Careers (latcareers.com) for the forthcoming recruitment for two Administrative Support positions
	Female, Hispanic

	Work with Muckleshoot, Puyallup and Tulalip Tribal councils to recruit for two upcoming Administrative Support Positions
	Native American

	Establish relationship with Native American on-line recruiter (nativeamericanjobs.com) for the forthcoming recruitment for two Administrative Support positions
	Native American

	Work with senior management to ensure issues related to equity and social justice remain a priority
	All

	Utilize diverse interview panels for recruitment processes
	All
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� No opp. indicates those instances where the total number of placements is not large enough to be statistically reasonable to expect the number of placements to reflect work force availability. 


� Highlighted data indicates placement goal met or exceeded.
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