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Statements of Commitment
Board of Trustees Diversity Resolution 
The Olympic College District is committed to integrating respect for the value of diversity into all components of college life.  This commitment extends to the College’s policies and procedures, its services and programs, its workforce and student population and its curriculum.  We believe that valuing diversity will transform us into an inclusive community that embraces and celebrates our differences, e.g. ethnicity, culture, social class, gender, sexual orientation, age, abilities, language, politics, race, religion, education and values.  It will enable use to recognize the uniqueness in everyone, appreciate the contribution that each person can make, and respect the identity and perspective of those who are indeed different from ourselves.  These changes will create an inclusive environment that enriches the life and learning of the entire college community and reinforces our unity of purpose—student learning.

Adopted October 25, 2005
President’s Statement of Commitment to equal opportunity in employment and educational opportunities.

Olympic College is committed to conducting all personnel and educational activities without regard to race or ethnicity, sex, color, creed, religion, age, national origin, marital status, religious preference, life threatening illnesses, presence of sensory, mental or physical ability, status with regard to public assistance, sexual orientation, status as a disabled or Vietnam-era veteran, political opinions or memberships.  Personnel activities include, but are not limited to recruitment, selection, placement, employee development, promotion, retention, compensation, leaves of absence, disciplinary action, transfer, demotion, termination, and layoffs affecting all employees and job applicants.  Olympic College will not tolerate discrimination on the basis of these class categories and will comply with all College policies, state and federal equal opportunity/affirmative action laws, directives, orders and regulations.

Olympic College is committed to implementing this affirmative action plan and fully supports the State of Washington’s affirmative action efforts.  Olympic College will implement and maintain an affirmative action program that takes affirmative measures to eliminate internal barriers to equal opportunity and that strives to remedy the historical under-representation in the employment, retention and promotion of qualified persons with disabilities, persons of color, women, VietNam veterans, disabled veterans and persons over 40 years of age.
It is Olympic College’s policy to actively pursue equal employment practices during all phases of the employment process and in all of its employment activities.  In that spirit, Olympic College will continue to seek opportunities to maximize the selection and retention of protected group employees by:

· actively and aggressively recruiting affected group applicants;

· providing diversity training for employees, with an emphasis on those serving on selection committees; and by

· supporting affirmative measures to retain protected group employees.

Olympic College further believes that the diversity of our college should reflect the diversity of our communities.  This affirmative action plan is an opportunity to enhance the fabric of our lives, workplace and communities.  We will strive to uphold this commitment to diversity by participating and partnering in community organizations specializing in cultural issues and activities.

Dr. David C. Mitchell






Olympic College President


Responsibility for Communicating and Implementing 
the Affirmative Action Plan

College President

The College President is responsible for leadership of Olympic College’s equal opportunity and affirmative action policies, procedures and programs as well as assuring compliance with related state and federal laws, rules and regulations.  Final disposition of all such issues resides with the College President.

1. Responsibilities

A.  Ensure that adequate staffing and resources are committed to implement the College   policies in the area of Equal opportunity/affirmative action.

B.
Ensure that advocates for under-utilized class members are represented on Affirmative Action committees and selection committee members represent various constituents.

C.
Ensure that administrative supervisors are held accountable for supporting the achievement of Affirmative Action goals and objectives and the fulfillment of Equal Opportunity requirements established by the College.

D.
Ensure that the College is in compliance with Federal, State, and College laws, regulations, and policies pertaining to Equal opportunity/affirmative action.

Duties

A.
Appoint an Equal Opportunity/Affirmative Action Officer (EO/AA Officer) to assist in carrying out established equal opportunity/affirmative action responsibilities.  The Executive Director of Human Resource Services has been appointed as the EEO/AA Officer.
B.
Establish responsibility guidelines that the College will incorporate within the position description of each administrator and supervisor.
C.
Establish feedback and critique process to evaluate performance.
D.
Review documents, workforce analysis report, and other recruiting documentation.

2. Accountability

The College President is directly accountable to the Board of Trustees on matters relating to equal opportunity and affirmative action at Olympic College.

Equal Opportunity/Affirmative Action Officer

The Equal Opportunity/Affirmative Action Officer is responsible for the overall implementation and administration of Olympic College’s equal opportunity and affirmative action programs.

1.
Responsibilities

A. Oversee and ensure that the College is in compliance with Federal, State, and College laws, regulations, and policies pertaining to equal opportunity/affirmative action, including Title IX, 504 legislation, and the Americans with Disabilities Act legislation, RCW 41. 
B. Develop, monitor, implement, and evaluate the College’s equal opportunity/ affirmative action programs, plans, and guidelines, in conjunction with the College’s leadership team and the College president.
C. Review, investigate, and process complaints of harassment of protected traits (e.g. race, creed, color, sex/gender, national origin, martial status, age, sexual orientation, disability, religion, and/or lack of equal opportunity in accordance with established guidelines.  Serve as the College’s primary resource for employees and students on equal opportunity laws, regulations, and procedures.
D. Monitor the search, screening and selection process for position openings in accordance with established guidelines and procedures for recruitment.
E. Direct and oversee the internal and external institutional reports on equal opportunity/affirmative action efforts and accomplishments.
2. Duties

A. Create and distribute college policies pertaining to equal opportunity/affirmative action.  Advise the College President of equal opportunity/affirmative action program progress and status in meeting the College’s goals and objectives.

B. Provide educational/development opportunities for supervisors and administrators.

C. Establish a procedure to process complaints and complete investigations.

D. Serve on interview committee selection and screening processes (or designate a representative) and provide guidance.

3. Accountability

The Equal Opportunity/Affirmative Action Officer, is directly accountable to the College President for the overall implementation and administration of Olympic College’s equal opportunity and affirmative action programs.

Administrators/Supervisors

Administrators/supervisors are responsible for enforcing and implementing equal opportunity and affirmative action policies, procedures, and programs within their functional areas of responsibility.

1. Responsibilities

A. Assure that equal opportunity/affirmative action policies, plans, and procedures are complied with and carried out in their respective units.

B. Assure that employees within their units are informed of the College’s equal opportunity/affirmative action policies, procedures, and practices.

C. Assist the Affirmative Action Officer in determining annual vacancies and hiring goals.

D. Identify factors which may enhance the College’s pursuit of its equal opportunity/ affirmative action goals and objectives.

2. Duties

A. Include affirmative action opportunities in hiring processes and assist with training for interview committee.

B. Notify the Affirmative Action Officer of any circumstances or incidents that may conflict with the College’s equal opportunity/affirmative action policies, procedures and practices.

C. Be proactive in promoting inclusion and respect of all persons

3. Accountability

Accountability for administrators/supervisors in this effort is the same as other position responsibilities.
Executive Director of Human Resource Services
In addition to the responsibilities and duties described above for the administrators/supervisors, the Executive Director of Human Resource Services is also responsible as described below:
1. Responsibilities

A. Monitor the recruitment and selection process of all at Olympic College positions in accordance with federal requirements, State human rights rules, and applicable collective bargaining agreements.

B. Monitor and ensure that the recommendations of supervisors and others involved in the selection process are based on job-related criteria and are consistent with affirmative action goals and objectives.
C. Establish the structure of the interview process in agreement with screening committees.
D. Monitor the retention process.
E. Monitor the evaluation process.
2. Duties

A. Assign department staff person to produce reports of the recruitment and selection process.

B. Create/design a recruitment selection checklist for every vacancy.

C. Review/approve screening criteria for each interview process.

3. Accountability

The Executive Director of Human Resource Services is accountable to the College President.

Dissemination of Policy
The following measures will be used to inform Olympic College’s educational community and the public of our commitment to affirmative action and equal opportunity in all employment and educational policies, procedures, programs, services, and opportunities.

INTERNAL DISSEMINATION

1. The Affirmative Action Plan will be available to the public on the Olympic College web page and in Human Resource Services
2. Employees will be given the college website location to receive a copy of the Affirmative Action Plan upon employment

3. Training will be provided to managers and supervisors on affirmative action and equal opportunity issues

4. Recruitment brochures, job announcements and vacancy notices shall identify Olympic College as an Equal Opportunity Employer and Educational Institution
5. Make available copies of the Affirmative Action Plan to employees and students upon request

6. Include the policy in the online Employee Handbook policy section.

EXTERNAL DISSEMINATION

1. All job announcements, vacancy notices, website home page, and other education or employment related materials shall identify Olympic College as An Equal Opportunity Employer and Educator 
2. Make available copies of the Affirmative Action Plan to all interested parties upon request

3. Publish nondiscrimination statements and policies in Employment and Education Opportunities publications and in the Student Handbook.

4. Include pictures and articles of diverse populations in campus photos and publications as appropriate.

5. Provide a summary statement describing our commitment to equal employment opportunity and affirmative action, followed by a voluntary request for Supplemental Affirmative Action information on each applicant to individuals who receive an application form for employment with Olympic College.

Affirmative Action Policy* 

Olympic College, Community College District No. 3, shall provide equal educational and employment opportunities without regard to race or ethnicity, creed, color, sex, national origin, age, marital status, religious preference, life-threatening illness, the presence of any sensory, mental, or physical disability, reliance on public assistance, sexual orientation, status as a disabled or Vietnam-era veteran, or political opinions or affiliations.  

It is a realization that discrimination, and the prejudice from which it results, is deeply ingrained within our culture. Concentration on the mere prevention of discrimination can result in the implementation of practices, which provide only superficial equality. Such practices, while possibly within the letter of the law, do not enact the full intent of the federal and state legislation, presidential and gubernatorial executive orders, or the courts’ interpretation of these mandates.  Therefore, Olympic College will organize and implement practices and programs, which aid in overcoming the effects of discrimination in regard to all of the protected groups.

In establishing affirmative action as a priority, Olympic College leadership believes that affirmative action must occur not only in the employment phase of its operation, but also in its educational programs, since it is in this area that the educational system impacts the makeup of the labor force of the future.

Olympic College will operate aggressively and affirmatively in implementing and maintaining programs, which will promote genuine equal education and employment attitudes and opportunities.  Complying with this policy is a priority commitment to affirmative action in the day-to-day operations at Olympic College, resulting in improved opportunities for protected groups and an improved learning environment.

The Affirmative Action Officer is responsible for the implementation and maintenance of systems that monitor the effectiveness of the College’s Affirmative Action Plan. While it is the obligation of all staff members to assist in achieving goals for the plan, administrators and supervisors are expected to provide leadership in this effort.

Persons who have questions or grievances regarding affirmative action or equal employment and education opportunities at the College are invited to contact the College President or the Affirmative Action Officer.

(*Adopted by the Board of Trustees 03/28/89 (rev. 08/27/91) (rev. 5/23/95))

Harassment/Discrimination Complaint Procedure  

WE, THE OLYMPIC COLLEGE COMMUNITY BELIEVE IN AND SUPPORT HEALTHY RELATIONSHIPS AMONG INDIVIDUALS, THEREFORE, HARASSMENT/ DISCRIMINATION IS NOT TOLERATED AT OLYMPIC COLLEGE.

Discrimination is the process of making a distinction, in favor of or against, a person on the basis of race, ethnic origin, creed, color, sex, national origin, age, marital status, religion, life-threatening illness, the presence of any sensory, mental or physical disability, reliance on public assistance, sexual orientation, or status as a disabled or Vietnam-era veteran.

Harassment is the creation of a hostile or intimidating environment, in which verbal or physical conduct, because of its severity and/or persistence, is likely to interfere significantly with an individual’s work or education, or affect adversely an individual’s living conditions.


Olympic College has established an educational environment for students, staff, and faculty in which the dignity of all individuals is respected. Harassment of any kind is inconsistent the College’s commitments to excellence.   In support of the Board of Trustee’s resolution for diversity and affirmative action policy, Olympic College will not tolerate the harassment or discrimination of any person.  Such conduct shall be deemed unacceptable; it shall be grounds for disciplinary action and/or separation of the relationship with the College.

Sexual harassment is a form of sex discrimination. Unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature constitutes sexual harassment when

(1) Submission to such conduct is made either explicitly or implicitly a term or condition of an individual's employment or academic standing; or


(2) Submission to or rejection of such conduct by an individual is used as the basis for employment or academic decision affecting such individual; or


(3) Such conduct has the purpose or effect of unreasonably interfering with an individual's work or academic performance or creates an intimidating, hostile, or offensive working or educational environment.


Procedures for resolving harassment/discrimination complaints provide information and options to receive assistance, as well as procedures to file a complaint. 


Students or employees who believe they have been harassed or discriminated against and wish to DISCUSS a complaint, may contact their supervisor or a process facilitator.   Process facilitators are trained to assist members of the College community either by aiding them through the informal complaint options or by advising them through the formal complaint procedures.   Supervisors and Process Facilitators are available to assist individuals who do not wish to file a formal complaint, but who seek informal interventions to end conduct that the person believes violates policies against harassment.  Lists of facilitators are posted on bulletin boards throughout the campus and are available from the Office of Human Resource Services. 

Students and employees who believe they have been discriminated against and wish to file a formal complaint should contact Linda Yerger, Human Resources Director, CSC526, 475-7305.   Formal complaints should be submitted in writing and include the name of the complainant and the respondent and details of the conduct alleged.  The individual may also, in lieu of filing a complaint with the institution, file a complaint with the Equal Employment Opportunity Commission (EEOC), the Office of Civil Rights (OCR), the state Human Rights Commission (HRC), or consult with an attorney.  


To file a knowingly false or malicious complaint of harassment, discrimination, or retaliation is a violation of Harassment/Discrimination policy.  Such conduct shall be subject to disciplinary actions.


All participants in the Harassment/Discrimination Complaint resolution process including the complainant, the respondent, witnesses, process facilitators, supervisors/managers and administrators shall respect the confidentiality of the proceedings.  Breaches of confidentiality jeopardize the conditions necessary to the workings of the internal procedures for resolution of claims of harassment.  Participants are authorized to discuss the case only with those persons who have a genuine need to know.


The College does not voluntarily disclose any information regarding the complaint, but the complainant will be advised that the Public Records Disclosure Act may require the information to be disclosed if a public records request is made. The complainant will also be advised that the College will not tolerate any type of retaliation against the complainant once the investigation commences as the result of a complaint being filed.
(Adopted by the Board of Trustees 11/26/91 (rev. 07/27/93))

Procedures objectives. 
This procedure is designed to further implement Olympic College’s policies relating to non-discrimination by providing a process through which individuals alleging violation of system non-discrimination policies may pursue a complaint. This includes allegations of discrimination or harassment based on sex, race, age, disability, color, creed, national origin, religion, sexual orientation, marital status, status with regard to public assistance or membership or activity in a local commission. 
This procedure shall apply to all individuals affiliated with Olympic College including its students, employees, and applicants for employment, and is intended to protect the rights and privacy of both the complainant and respondent and other involved individuals, as well as to prevent retaliation/reprisal. Individuals who violate this procedure shall be subject to disciplinary or other corrective action. 

Not every act that may be offensive to an individual or group constitutes discrimination or harassment. In determining whether discrimination or harassment has occurred, the totality of the circumstances surrounding the incident must be carefully reviewed and due consideration must be given to the protection of individual rights, freedom of speech, academic freedom and advocacy.

The College shall maintain and encourage full freedom (within the law) of expression, inquiry, teaching, and research. Academic freedom comes with a responsibility that all members of our education community benefit from it without intimidation, exploitation, or coercion. Discrimination and harassment are not within the protections of academic freedom. 

 Reporting incidents of discrimination/harassment.

Reporting an incident.  Olympic College encourages any individual, including any student, employee, applicant for employment, or person eligible for who feels she or he has been or is being subjected to discrimination/harassment to report the incident to the designated officer. Any student, faculty member or employee who knows of, receives information about or receives a complaint of discrimination/harassment is urged to report the information or complaint to the designated officer of Olympic College. 

Personal resolution. In instances where an individual believes she/he personally has been subjected to behavior prohibited by the non-discrimination policy, that individual may voluntarily choose to directly address the offensive behavior. In such a situation, she or he should clearly explain to the alleged offender as soon as possible after the incident that the behavior is objectionable and that it stop. Communication with the alleged offender may be in person, on the telephone, or in writing. If the behavior does not stop or if the individual believes some employment or education consequences may result from the discussion, she or he should go to the designated officer to process the complaint. Under no circumstances shall an individual be required to use personal resolution to address prohibited behaviors rather than reporting the behavior to the designated officer. 

Duty to report. Unless the matter already has been referred to the EO/AA Officer, faculty, administrators and supervisors must inquire into allegations or behaviors that they reasonably believe may constitute discrimination or harassment and, when a report/complaint appears to be warranted, refer the matter to the EO/AA Officer. The duty to report shall not be construed to prevent immediate corrective action by a faculty member, an administrator or supervisor when appropriate. 

Institutional responsibility.  This procedure applies to all members of the educational community including students. Reports/complaints against an administrator shall be filed with the Human Resource Office. 

Retaliation and reprisal. No retaliation, reprisal or intimidation in conjunction with a complaint of discrimination/harassment shall be tolerated by the College.   State law prohibits reprisal by a respondent, employer, labor organization, educational institution, employee, agent of the above and others as specified in statute.  Any individual who retaliates against any person who testifies, assists, or participates in an investigation, proceeding or hearing in relation to a discrimination/harassment complaint shall be subject to disciplinary or other action. 

Retaliation includes, but is not limited to, any form of intimidation, reprisal, coercion, discrimination, harassment, or unwanted sexual contact toward a complainant, or the complainant's relatives, friends or associates. Retaliation may occur whether or not there is a power or authority differential between the individuals involved. Reprisal also includes discrimination against an individual because that person is associated with a protected group member. Allegations of retaliation or reprisal shall be reported to the designated officer for appropriate action.

False statements prohibited. Any individual who provides false statements regarding the filing of a discrimination report/complaint or during the investigation of such a report/complaint may be subject to disciplinary or corrective action. 

Withdrawn Complaints. If a complainant no longer desires to pursue a complaint, Olympic College reserves the right to investigate and resolve the complaint.

 Confidentiality. Confidentiality cannot be guaranteed; however, care will be taken to keep investigation discussions sufficiently broad to protect the complainant's identity when appropriate. There may be instances in which the college has a responsibility to act even if the complainant requests that no action be taken. In such instances, college may investigate and take appropriate action on the basis of the facts or evidence available. 


This Affirmative Action Plan is developed as a working tool for Olympic College.  In preparing the Utilization Analysis, beginning with the Job Groups, every effort was made to produce a working document for Olympic College while keeping within the guidelines of the reporting procedures.  All data was analyzed to produce the truest possible picture of Olympic College.  Workforce profiles represent all  employees (50% Ft or more) who were on the payroll as of December 31, 2004.  This plan covers three types of employees: administrative,  classified staff , and faculty.  

A.  Workforce Profile
The workforce analyses displays the existing workforce as of December 31, 2007 as a whole (institution wide), and by job groups.  Numbers represent headcount.  The workforce is profiled by race/ethnicity, sex, disabilities, age 40 and over, and status as a disabled veteran or Vietnam era veteran.    


Job Groups were established using EEO-6 codes.  Group 6 is a combination of EEO Codes six and seven.  By combining these two groups, the numbers are more closely in line with other groups, giving a more comparative analysis.  These combined groups were combined also to provide a sufficient number of employees giving a more meaningful analysis.  It is our opinion that some analysis present skewed data because of the smallness of most groups and job titles.  When it was apparent that to add or lose one headcount would substantially change percentages and make the data meaningless, where allowed, the decision was made to analyze only as far as was necessary to present meaningful data.   Since our faculty have no lines of progression except from probationary to tenured, all faculty were profiled as one group.  


Availability data for women and persons of color in all groups except Groups 1 (Administrators) and 2 (Faculty) was taken from the “Quick Find Tables” provided by the Department of Personnel.  Availability data for Groups 1 and 2 for women, persons of color, persons with disability, Vietnam Veterans, and disabled veterans were taken for Availability Data used in The Evergreen State College’s data.  Olympic College recruits nationally for these groups.  Factions were considered under-utilized when the Institution's employment rate of a protected group was lower than that group's availability; Olympic College considered under-utilization as more than one percent. Numbers were rounded to the nearest whole number. 
   
Positions are occasionally filled by promotion; however, promotions are not prevalent enough in any job group to have a significant bearing on applicant pools or to consider feeder positions.   

Data Analysis
TOTAL WORKFORCE

	Year
	Total
	Women
	Total POC*
	African American
	Hispanic
	Asian Pacific Islander
	Native 

American
	Persons with Disability
	Disabled 

Veteran
	Vietnam

Veteran
	40 & Over

	2007
	#
	#
	%
	#
	%
	#
	%
	#
	%
	#
	%
	#
	%
	#
	%
	#
	%
	#
	%
	#
	%

	
	346
	227
	66
	58
	17
	16
	4.6
	5
	1.5
	24
	7
	13
	3.8
	10
	2.9
	2
	.6
	23
	6.6
	283
	89


Job Group 1 _____Executives and Administrative

	
	Total
	Women
	Total 

POC*
	African 

American
	Hispanic
	Asian 

Pacific 

Islander
	Native American
	Persons 

with 

Disability
	Disabled Veteran
	Vietnam 

Veteran
	40 & 

Over*

	Current Utilization #
	29
	18
	4
	4
	0
	0
	0
	1
	0
	2
	27

	Current Utilization %
	
	62
	14
	14
	0
	0
	0
	3.4
	0
	7
	93

	Availability %
	
	46
	22
	7
	5
	6
	5
	8
	1
	8
	

	Goals Set (Y/N)
	
	Met
	Goal
	Met
	Goal
	Goal
	Goal
	Goal
	Goal
	Goal
	Met


Job Group 2 ____Faculty (Instructional)

	
	Total
	Women
	Total 

POC*
	African 

American
	Hispanic
	Asian 

Pacific 

Islander
	Native American
	Persons 

with 

Disability
	Disabled Veteran
	Vietnam 

Veteran
	40 & 

Over*

	Current Utilization #
	111
	54
	21
	6
	1
	8
	6
	5
	1
	10
	97

	Current Utilization %
	
	49
	19
	5
	1
	7
	5
	5
	1
	9
	87

	Availability %
	
	49
	16
	4
	4
	7
	2
	7
	1
	5
	

	Goals Set (Y/N)
	
	Met
	Met
	Met
	Goal
	Met
	Met
	Goal
	Met
	Met
	Met


Job Group 3 ___Professional (Non Faculty)

	
	Total
	Women
	Total 

POC*
	African 

American
	Hispanic
	Asian 

Pacific 

Islander
	Native American
	Persons 

with 

Disability
	Disabled Veteran
	Vietnam 

Veteran
	40 & 

Over*

	Current Utilization #
	47
	38
	6
	2
	1
	2
	1
	0
	0
	1
	35

	Current Utilization %
	
	81
	13
	4
	2
	4
	2
	
	
	2
	75

	Availability %
	
	51
	15
	3
	3
	8
	2
	8
	1
	6
	

	Goals Set (Y/N)
	
	Met
	Goal
	Met
	Goal
	Goal
	Met
	Goal
	Goal
	Goal
	Met


Job Group 4 ____Secretarial/Clerical_______

	
	Total
	Women
	Total 

POC*
	African 

American
	Hispanic
	Asian 

Pacific 

Islander
	Native American
	Persons 

with 

Disability
	Disabled Veteran
	Vietnam 

Veteran
	40 & 

Over*

	Current Utilization #
	84
	80
	14
	0
	2
	11
	1
	2
	0
	0
	61

	Current Utilization %
	
	95
	17
	
	2
	13
	1
	2
	
	
	73

	Availability %
	
	68
	17
	8
	4
	7
	2
	11
	1
	4
	

	Goals Set (Y/N)
	
	Met
	Met
	Goal
	Goal
	Met
	Goal
	Goal
	Goal
	Goal
	Met


Job Group 5 ___Technical/Paraprofessional_______

	
	Total
	Women
	Total 

POC*
	African 

American
	Hispanic
	Asian 

Pacific 

Islander
	Native American
	Persons 

with 

Disability
	Disabled Veteran
	Vietnam 

Veteran
	40 & 

Over*

	Current Utilization #
	35
	28
	4
	0
	0
	2
	2
	2
	0
	5
	28

	Current Utilization %
	
	80
	11
	
	
	6
	6
	6
	
	14
	80

	Availability %
	
	53
	18
	2
	7
	6
	3
	7
	1
	7
	

	Goals Set (Y/N)
	
	Met
	Goal
	Goal
	Goal
	Met
	Goal
	Goal
	Goal
	Met
	Met


Job Group 6 _____Skilled Crafts _______

	
	Total
	Women
	Total 

POC*
	African 

American
	Hispanic
	Asian 

Pacific 

Islander
	Native American
	Persons 

with 

Disability
	Disabled Veteran
	Vietnam 

Veteran
	40 & 

Over*

	Current Utilization #
	15
	3
	0
	0
	0
	0
	0
	0
	0
	1
	11

	Current Utilization %
	
	20
	
	
	
	
	
	
	
	7
	73

	Availability %
	
	7
	20
	2
	6
	5
	3
	7
	2.0
	13
	

	Goals Set (Y/N)
	
	Met
	Goal
	Goal
	Goal
	Goal
	Goal
	Goal
	Goal
	Goal
	Goal


Job Group 7 _____ Service /Maintenance

	
	Total
	Women
	Total 

POC*
	African 

American
	Hispanic
	Asian 

Pacific 

Islander
	Native American
	Persons 

with 

Disability
	Disabled Veteran
	Vietnam 

Veteran
	40 & 

Over*

	Current Utilization #
	25
	6
	9
	4
	1
	1
	3
	1
	1
	4
	24

	Current Utilization %
	
	24
	36
	16
	4
	4
	12
	4
	4
	16
	96

	Availability %
	
	43
	32
	4
	13
	8
	3
	10
	1
	6
	

	Goals Set (Y/N)
	
	Goal
	Met
	Met
	Goal
	Goal
	Met
	Goal
	Met
	Met
	Met


In reviewing the data, the college has under-utilization goals in the following areas:
	
	Women
	Total POC
	Afr Am
	Hisp
	Asian/PI
	Nat Am
	Pers Disabl
	Disab Vet
	Vietnam V
	40+

	Job Group 1
	Met
	Goal
	Met
	Goal
	Goal
	Goal
	Goal
	Goal
	Goal
	Met

	Job Group 2
	Met
	Met
	Met
	Goal
	Met
	Met
	Goal
	Met
	Met
	Met

	Job Group 3
	Met
	Goal
	Met
	Goal
	Goal
	Met
	Goal
	Goal
	Goal
	Met

	Job Group 4
	Met
	Met
	Goal
	Goal
	Met
	Goal
	Goal
	Goal
	Goal
	Met

	Job Group 5
	Met
	Goal
	Goal
	Goal
	Met
	Goal
	Goal
	Goal
	Met
	Met

	Job Group 6
	Met
	Goal
	Goal
	Goal
	Goal
	Goal
	Goal
	Goal
	Goal
	Met


The following affected populations are under-utilized as determined by the availability analysis: 


Women 


* 


Total Persons of Color
Job Groups 1, 3, 5 and 6


African Americans

Job Groups 4, 5 and 6


Hispanic


Job Groups  All groups


Asian/Pacific Islanders
Job Groups 1, 3 and 6


Native American

Job Groups 1, 4, 5 and 6


Persons with disabilities
Job Groups  All groups


Disabled Veterans

Job Groups 1, 3, 4, 5 and 6


VietNam Veterans

Job Groups , 3, 4 and 6


Persons 40+


*
Observations:

*Women and Persons over the age of 40 are represented at the level of availability in all job groups.  
While the College has made progress, there is clearly more work to be done to recruit and hire persons of color in all job groups.  Goals are set to make a good faith effort to bring all areas to the percentage of availability.
Program Objectives and Strategies
Olympic College is committed to providing educational and employment opportunities to persons of diverse cultures and backgrounds toward the achievement of their learning, employment and citizenship goals. The College is proactive in its attempt to enrich the cultural diversity of its campus environment by employing people from groups which represent the fabric of our communities. In pursuit of our commitment to affirmative action, Olympic College will address the following program objectives which address maintenance and improvement of the Affirmative Action Plan and support recommendations by the GAAPCOM:

· Policy and Process Awareness

· Recruitment and Hiring Processes

· Career Development and Growth Opportunities

· Training and Development

· Affirmative Action Resources

· Community Involvement

· Retention and Turnover 

MAINTENTANCE Strategies
1. The Affirmative Action Officer and recruiting staff make every effort to keep informed of the College’s policies and procedures, EEOC guidelines and other pertinent local, state and federal information to effectively implement the affirmative action plan at Olympic College.

Action Steps:

· Attend training opportunities provided on topics of diversity, disability, discrimination, and/or harassment.

· Review training materials and discuss with the College Cabinet any changes or implementations pertaining to the topic of disability compliance.

· Regularly research topics on diversity, disability, discrimination and/or harassment for any changes or developments.

Target Completion Date:

Ongoing 

Person(s) Responsible:

College President, Affirmative Action Officer/ Executive Director of Human Resource Services
2. Distinguish, understand, and address issues that affect retention and turnover and foster an environment that promotes a feeling of value and support by management.

Action Steps:

· Evaluate our exit interview process and reporting documentation; assess relevant data.
· Involve managers/supervisors with developing internal mechanisms to distinguish between avoidable and unavoidable turnovers in personnel; particularly in areas with reported AA goals.

· Provide training to managers/supervisors that will assist in lower turnover rates.

· Evaluate climate survey results and establish goals that will promote value and support by management.

· Train and empower process facilitators to assist with hearing complaints and carrying the College’s zero tolerance message. 
Target Completion Date:

By May 2006
Person(s) Responsible:

Affirmative Action Officer/ Diversity Advisory Committee/ Cabinet/ College Council/ Process Facilitators
3. Increase employee and customer awareness of the College affirmative action policies and processes and keep stakeholders informed of any updates, training opportunities, or events.

Action Steps:

· Continue to provide and enhance new student/employee orientations that describe what is and is not acceptable behavior. The orientation includes rights, obligations and the process for reporting inappropriate behaviors that do not promote an environment free of discrimination or equal opportunity.

· Provide and enhance supervisors’ awareness of the affirmative action plan policies and procedures
· Provide information within the internal/external College web pages with local information or links to the information or publications that address affirmative action or equal opportunity topics.

· Continue to provide college recruitment notices on the College web site and distribute to a wider and more diverse audience.

Target Completion:

Ongoing 
After each new employee hire

Before each new student/customer begins his/her educational experience

Publications and web site enhancements

Professional development activities

Person(s) Responsible:

College President, Affirmative Action Officer/Executive Director of Human Resource Services, Vice Presidents, Campus Directors, Administrators, ASOC Executive Officers, College Supervisors, and Diversity Advisory Committee, Student Services 
4. Olympic College continues to expand career development and growth opportunities within the college community.

· Develop new Performance Feedback and Individual Growth Plan process for administrators; review any additional evaluation practices.
· Continue to arrange for experts to present to students throughout the academic year on topics pertaining to discrimination, diversity, workplace violence, disability, and harassment.

· Develop current educational materials for training supervisors/managers specifically on their responsibilities for affirmative action and equal opportunity.

· Continue work with the staff development committee to develop and provide internal and external development opportunities to employees.
· Continue to support and promote the Center for Teaching and Learning.  Encourage employees to participate in learning and development activities.
Target Date of Completion:

Ongoing
Person(s) Responsible:

Affirmative Action Officer/HR, College Administrators and Supervisors, Faculty, Staff Development Committees, Diversity Advisory Committee, Staff from The Center for Teaching and Learning
5. Olympic College promotes and expands appreciation and recognition of the diverse cultures within the college and the communities it serves.

Action Steps:

· Continue providing resources to the Diversity Advisory Committee to support professional development and education for students and employees.
· Enlist suggestions and input on broadening recognition and celebration activities from students and  college employees.

· Continue sponsoring lectures and guest speakers for classrooms on topics related to diversity. 

· Continue to support theatre presentations, culinary themes, social activities on social issues.

Target Date of Completion:

Ongoing 
Person(s) Responsible:

· College President, Affirmative Action Officer/Executive Director of Human Resource Services , Cabinet members, Student Activities Director, Awards & Recognition Committee, College Administrators and Supervisors, Faculty, Diversity Advisory Committee
IMPROVEMENT Strategies
1. The Affirmative Action Officer will review and evaluate the recruiting and hiring practices and documentation to ensure that the College practices are consistent with the Affirmative action pre-employment plan and hiring goals.

Action Steps:

· Refine the Position Requisition Packet that will serve as a checklist and also provide convenience in the hiring and recruiting process.

· Arrange orientation meetings with college managers/supervisors and search committees to review hiring data, suggest recruitment methods, and to identify if there is a disparity.

· Work with the Diversity Advisory Committee, College Council, President’s cabinet, and Faculty Council to establish other methods to improve recruitment.

· Continue to publish electronically job opportunities internally or externally via e-mail and website.

Target Completion Date:

Ongoing 

Person(s) Responsible:

Affirmative Action Officer/Executive Director of Human Resource Services , Human Resources Consultants, Cabinet, College Administrators and Supervisors, Diversity Advisory Committee,  College Council, Faculty Council
2. Develop and maintain positive community relationships with under-utilized populations to recruit protected group members actively and to support community appreciation and recognition programs.

Action Steps:

· Build relationships with community organizations specific to protected group members.

· Assist in planning activities with other community organizations promoting and celebrating diversity.
· Create and publicize a schedule of diversity events for each academic year
· Assist with needs of the college-wide diversity committee responsible for planning diversity activities.

Target Completion Date:

Ongoing throughout academic year
Person(s) Responsible:

Affirmative Action Officer/Executive Director of Human Resource Services , College President, Director of Multi-Cultural Services, Cabinet,  Executive Director of Institutional Advancement, Director of Communications
PROJECTED HIRING OPPORTUNITIES AND STRATEGIES

The college anticipates multiple faculty positions between 2005-2007 due to resignations and retirements.  In 2004-05 (October to September) the College filled 39 positions that were at least 50% of full-time.  Although some were temporary replacements or project employment, we can project filling 20 or more positions in all job groups combined.   In reviewing the percentage of employees over 40 years of age, we can predict an increased number of retirees within the next few years. 
Data shows that the majority of our faculty and administration position candidates see the position announcements in the Chronicle of Higher Education.  The majority of staff position candidates report learning of the position from the College website.  We will, however, continue to look for and use alternate venues to attract diverse candidates.

Since last reporting the College increased the recruiting budget by an additional $30,000 specifically to recruit for diverse candidate pools.    The number of qualified candidates from diverse backgrounds did increase.  We anticipate our numbers of persons of color in particular to increase in the next reporting year.
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