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. Introduction and Purpose

The Affirmative Action Plan for Bellingham Public Schools is used as an opportunity
to measure progress and to reaffirm our long-standing policy and commitment to equal
opportunity in employment. We believe education enhancement requires consistently
fair and equitable education and employment practices without regard to race, color,
creed, religion, sex, age, national origin, sexual orientation, gender expression, gender
identity, honorably discharged veteran or military status, marital status, the presence
of any sensory, physical or mental disability, or the use of a trained dog guide or
service animal by a person with a disability. For this reason, the District seeks to
employ and promote individuals that represent diverse talents, contributions, abilities
and experiences representative of our society and that are essential to a quality
education program.

The purpose of the District’s Affirmative Action Plan is to identify, at all levels of the
workforce, areas of underutilization of racial minorities and women. This Plan is
designed to promote outreach, recruitment, training and education efforts intended to
expand the pool of applicants in the relevant labor area having the requisite
qualifications to perform the positions.

This Plan advances equal opportunity without preferential treatment on the basis of
race, color, creed, religion, sex, age, national origin, sexual orientation, gender
expression, gender identity, honorably discharged veteran or military status, marital
status, the presence of any sensory, physical or mental disability, or the use of a trained
dog guide or service animal by a person with a disability.

This Plan is also designed to ensure that the District’s policies are properly
implemented without unlawful discrimination. The District’s Nondiscrimination and
Affirmative Action Policy 5010 and Procedure 5010P are provided in Attachments A
and B and are available online in the District’s Policy and Procedures Manual.

The Affirmative Action Plan presented here is designed for the years 2019-2024.
Although the plan cov G[ )]fm1hesET72 r 0 6-388(h 0.00000912.00000912.00000912.00000912.0 O
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Dissemination of Policies and Procedures

1.

Internal Communication

1

The District’s policies and procedures regarding Nondiscrimination and
Affirmative Action are contained in the District Policy and Procedures
Manual, available on the Bellingham Public Schools’ website.

The policies and procedures are discussed in new employee inductions,
orientations and trainings.

This Affirmative Action Plan will be posted on the Bellingham Public
School District’s website.

Copies of the Affirmative Action Plan are distributed to the Board of
Directors, all administrators, each building location, the shop steward and/or
president of each bargaining unit, and any employee upon request.

External Communication

1l
1l

Bellingham Public School’s website includes the District’s Affirmative
Action Plan. The home page address is: www.bellinghamschools.org.
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Because of the desire to have the availability analysis be as accurate as possible, the
District's hiring and recruitment patterns and data were reviewed so that the weight
given each factor in the availability analysis would reflect actual patterns. The
available resources for the collection and maintenance of data were considered.

The job groups identified for tracking are: Certificated Administrators;
Teachers/Instructional Support Personnel; Classified
Administrators/Managers/Supervisors; Instructional
Support/Coordinators/Accountants/Technicians; Executive
Secretary/Secretary/Paraeducators/Accounting/Educational Support;
Custodial/Maintenance, Food Service, and Transportation.

Please see Attachment E to view progress made toward minority utilization goals set
during the previous 2013-2018 Affirmative Action Plan.
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1l
1l

professional organizations that have current teacher training programs and a
record of educating and supporting minorities in teacher training and
instructional support programs.

Student teaching agreements between the District and universities.

Maintain a strong Teacher-Mentor program.

Partner with Western Washington University and other universities with
programs that allow minority paraeducators to continue working while earning
their teaching certification.

Partner with Western Washington University and Whatcom Community
College to sponsor high school programs for minority students who are
considering the teaching profession.

Foster bias-free screening and hiring processes and make sure qualified non-
white candidates receive consideration for positions.

Provide training to existing staff on cultural sensitivity/awareness.

Classified Administrators/Managers/Supervisors: Availability of women in this

category is
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affirmative action goals in this area. However, the District will continue recruiting
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VI.

Supportive Systems

The District considers all applicants and employees on the basis of job-related
qualifications. The District applies applicable employment credential requirements
without regard to sex; does not differentiate pay on the basis of sex; does not
differentiate in the assignment of employment duties on the basis of sex except where
such assignment would involve duty areas or situations, such as, but not limited to, a
shower room, where persons might be disrobed; provides the same opportunities for
advancement without regard to sex; and does not differentiate conditions of
employment on the basis of sex.

The District established goals and timetables as an integral part of its Affirmative
Action Plan. Goals take into consideration the following factors:

I Turnover of certificated and classified staff.

I Growth/decline projected for the next five (5) years.

f Recruitment aimed at wide dissemination of job opportunities.
I In-service training to provide for on-the-job promotions.

To facilitate attainment of affirmative action goals, the Human Resources Department
has responsibility for implementing and/or monitoring the following support activities:

1. The Bellingham Promise
f There is a strong connection between the overarching purpose of the
Affirmative Action Plan and the Bellingham Promise. The philosophy of the
Promise is an essential part of the District’s commitment to facilitating change
that will lead to recruiting and hiring a more diverse, inclusive and equitable
organization. Focus areas include, but are not limited to, race and ethnicity,
gender identity and sexual orientation, socioeconomic status, disability,

language and culture.

2. Job Descriptions
I Job descriptions will be reviewed and revised as necessary to reflect current
duties, essential job functions and critical job elements. Job descriptions will
also reflect the District’s value of

10|Page






VII.

Internal Audit and Reporting

A goal of this plan is to improve dissemination of recruiting information about career
opportunities with Bellingham Public Schools. The computer-based applicant
tracking system which records gender, veteran, and minority status has been utilized
for frequent monitoring of job applicants to ensure that all classes of applicants are
receiving equal treatment in the hiring process and that the District’s recruiting efforts
are reaching protected groups.

Job announcements and application procedures are available on the District’s website
for easy access by employees and external candidates. The District has distribution
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Attachment A:

Nondiscrimination and Affirmative Action Policy 5010
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Policy News, August 2007 Washington’s Law Against
Discrimination
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Attachment B:

Nondiscrimination
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Upon receipt of a complaint, the compliance officer will provide the complainant a copy
of this procedure in a language the complainant can understand. The compliance officer
or designee will investigate the allegations. The school district and complainant may
agree to resolve the complaint in lieu of an investigation, in which case no further action
will be necessary. The compliance officer will provide the superintendent with a full
written report of the complaint and the results of the investigation.

The superintendent or designee will respond to the complainant with a written decision as
expeditiously as possible, but in no event later than 30 calendar days following receipt of
the written complaint, unless otherwise agreed to by the complainant or if exceptional
circumstances related to the complaint require an extension of the time limit. In the event
an extension is needed, the district will notify the complainant in writing in a language
the complainant can understand of the reason for the extension and the anticipated
response date. At the time the district responds to the complainant, the district must send
a copy of the response to the Office of Superintendent of Public Instruction (OSPI).

The decision of the superintendent or designee will include: 1) a summary of the results
of the investigation; 2) whether the district has failed to comply with anti-discrimination
laws; 3) if non-compliance is found, corrective measures the district deems necessary to
correct it; and 4) notice of the complainant’s right to appeal to the school board and the
necessary filing information. The superintendent’s or designee’s response will be
provided in a language the complainant can understand.

Any corrective measures deemed necessary will be instituted as expeditiously as possible,
but in no event later than 30 calendar days following the superintendent’s mailing of a
written response to the complaining party unless otherwise agreed to by the complainant.

Level Two - Appeal to Board of Directors

If a complainant disagrees with the superintendent’s or designee’s written decision, the
complainant may file a written notice of appeal with the secretary of the board within ten
(10) calendar days following the date upon which the complainant received the response.

The board will schedule a hearing at which both parties will be allowed to present such
witnesses and testimony as the board deems relevant and material. The board will render
a written decision within thirty (30) calendar days following the filing of the notice of
appeal, unless the complainant agrees to a longer period of time, and will provide the
complainant with a copy of the decision in a language the complainant can understand.

The decision will include notice of the complainant’s right to appeal to OSPI and will
identify where and to whom the appeal must be filed. The district will send a copy of the
appeal decision to OSPI.

Level Three - Complaint to the Superintendent of Public Instruction

If a complainant disagrees with the decision of the board of directors, or if the district
fails to comply with this procedure, the complainant may file a complaint with OSPI.

1. A complaint must be received by OSPI on or before the twentieth (20) calendar
day following the date upon which the complainant received written notice of the
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The purpose of mediation is to provide both the complainant and the district an
opportunity to resolve disputes and reach a mutually acceptable agreement through the
use of an impartial mediator. Mediation must be voluntary and requires the mutual
agreement of both parties. It may be terminated by either party at any time during the
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State Contacts

Superintendent of Public Instruction
Equity and Civil Rights Office

P.O. Box 47200

Olympia, WA 98504-7200

(360) 725-6162

Washington State Human Rights Commission
711 South Capitol Way, Suite 402

P.O. Box 42490

Olympia, WA 98504-2490

(360) 753-6770

Office for Civil Rights

U.S. Department of Education
915 Second Avenue, Room 3310
Seattle, WA 98174

(206) 607-1600

Adopted: 10/09/03
Revised: 10/29/13; 04/29/14; 08/25/15; 02/20/19
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Attachment E

2013-2018 Affirmative Action Plan
Ethnic Minority Percentage of BSD Staff

JOB GROUPS WITH ETHNIC MINORITY - Percent of BSD Staff
AA GOALS
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Attachment F

Affirmative Action Plan
Availability Analysis: Minorities

October 2018
Total Availability Goal for
Minority | Total | Percent Annual Percent 2019 — 2024
Empl. Empl. Total Placement Minority Percent Utilization
Job Group 2018 2018 | Minority Rate Expected* | Underutilized Increase
0,
Certificated Administrators 5 57 8.77% 13.3% 10.6% 1.83% 14.04%
3 employees
Teachers/Instructional 58 854  6.79% 9.1% 7.3% 0.51%

Support Personnel
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