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HR Directive 20-02


	Agency Name
	South Puget Sound Community College

	Primary Contact Name
	Samantha Dotson, Executive Human Resource Officer

	Primary Contact Email
	ssoto@spscc.edu


Current Diversity Efforts

South Puget Sound Community College is committed to Diversity, which is part of the College Mission and Vision.

The Strategic Plan includes three themes that emphasize the importance of academic success, student engagement, and the need to reflect the diversity of our community and eliminate equity gaps that create barriers to success. Given the diversity of our changing community, we cultivate an environment that reduces barriers and removes equity gaps.

Diversity & Equity Work Plan In an effort to close the opportunity gap, dismantle racism, expand diversity, and a sense of belonging on campus, our institution will be engaging in the initiatives in the work plan. This work will leverage various structures and organizational units to achieve stated outcomes. 

SPSCC is committed to hiring and retaining a workforce that reflects the diversity of our students and the community. We strive to increase the diversity of our candidate pools and ensure equity and inclusion throughout our recruitment process. Our current efforts in achieving this include:
· Collaborating across campus through experts on the Diversity and Equity Committee
· Reviewing job descriptions and minimum qualifications with screening committee chairpersons to draft job postings that are inclusive, welcoming, and eliminate barriers.
· Including supplemental questions to enhance personal diversity understanding and viewpoints, set realistic minimum qualifications to eliminate barriers
· Ensuring retroactively that expectations of Diversity, Equity and Inclusion Knowledge, Skills and Abilities in all job descriptions.
· Providing virtual interviews in lieu of attending in person
· Ensuring screening and interview committees are diverse
· Training screening committee members on Managing Bias 
· Utilizing diversity-specific screening criteria matrices in the recruitment process
· Reviewing annually the diversity data and diversity targets with the Executive Leadership Team and Board of Trustees

· Providing screening committees and appointing authority with candidate pool diversity data during the recruitment and interview phases
· Supporting and encouraging the formation of Employee Resource Groups (ERG’s) across campus

· Conducting nationwide recruitments for Faculty and Administrative positions

· Providing DEI Coaching and learning opportunities for NON underrepresented  groups and employees

· Providing Professional Coaching Program for underrepresented Faculty and Staff

Required Topic Areas

1. Workforce Diversity, Equity and Inclusion Policies and Procedures
All employees of the College are required to take Diversity trainings within their first month of employment. The mandatory trainings include online Diversity and Inclusion EDU through Everfi. New employees should attend at least one in-person Cultural Humility workshop within one year of employment. The A. Barbara Clarkson Diversity, Equity and Inclusion Center in Building 22 sponsors professional development opportunities throughout the year with a focus on student success. 

All new probationary faculty members are required to participate in a three year community of practice that focuses on inclusive pedagogy and assessment measures.  Faculty who are tenured participate in Teaching Excellence Committees that research best learning strategies for student success. Additionally, all faculty participate in an annual college-wide Student Learning Assessment process whereby they analyze disaggregated data by course and subject matter to determine areas in need of improvement for closing opportunity gaps and increasing student success.
In addition, all employees are highly encouraged to attend at least one diversity related professional development opportunity every year related to their continued growth as culturally educated professionals. View the DEIC Calendar of Events  or contact the Diversity, Equity & Inclusion Center for a complete list of opportunities.
Policies are reviewed on an annual basis or as needed due to changes in federal or state laws or state mandates.
	Policy/Subject/Title
	Review and update timeline
	Assigned To
	Success Measures

	Commitment to Diversity Policy 
HMRS100

	November 2020 and annually thereafter
	Human Resources and DEI Committee and Institutional Researchers
	Data: 

· Enrollment trends relative to people of color

· Graduation rates of people of color

· Training offerings each year

· Diversity of hires

· Diversity of candidate pool

· Marketing for positions



	Affirmative Action 

HMRS101


	November 2020 and annually thereafter
	Human Resources
	Review data each November when report is complete

	Diversity ad Equity Work Plan

	April 2022

	Executive Leadership Team/ Diversity & Equity Committee
	Successful completion of goals set by the DEIC.  

	Reasonable Accommodation and Disability Discrimination Complaints HMRS103

	November 2020 and annually thereafter

	Human Resources
	Feedback from candidates and staff

	Recruitment & Screening Committee Guidelines 

	July 2019 and review annually thereafter
	Human Resources
	Continue feedback from screening committees and update with continual training feedback

	Recruitment Chairperson Guide

	December 2019 and review annually thereafter
	Human Resources
	Continue feedback and living document reviewed as needed

	Implicit Bias Training (Everfi)


	Annually
	Human Resources, Screening Committees
	Continue to assign to recruitment committee members and get feedback

	Education/Training:
Mandatory Training- Diversity and Inclusion EDU (Everfi)
	September 2020/

Assign annual training each fall
	Human Resources
	Continue to review trainings to keep anew and faculty and staff engaged in DEI initiatives

	Education/Training:
Cultural Humility workshops – DEIC 
	Annually
	Human Resources in conjunction with the DEIC/EDO and the Center for Teaching and Online Learning for faculty
	Revisit each year for a robust training schedule

	DEIC Education/Training: Unpacking and Navigating microaggressions
	Quarterly Offerings
	DEIC and EDO
	Revisit each year for a robust training schedule

	DEIC Education/Training: Decolonizing the classroom
	Quarterly Offerings
	DEIC and EDO and the Center for Teaching and Online Learning
	Revisit each year for a robust training schedule

	DEIC Education/Training: Fostering Inclusion
	Quarterly Offerings
	DEIC and EDO and the Center for Teaching and Online Learning
	Revisit each year for a robust training schedule


2. Implicit Bias Mitigation Training

Training for staff on recognizing and mitigation bias includes a required course titled Managing Bias in Everfi and reviewing the Implicit Bias Tool kit for additional resources. 
SPSCC requires HR recruitment staff and all hiring/screening committee participants to address and discuss bias during the hiring process. This training addresses why bias can be harmful to applicants as well as the college and why a diverse workforce is essential to the success and growth of the College. 
	Target Audience

* Recommended
	Training
	Training Frequency

	HR Recruitment Team
	Managing Bias
	Annual

	Screening Committee Members
	Managing Bias, Implicit Bias Toolkit
	Annual - when recruiting

	Supervisors/Hiring Managers
	Managing Bias
	Annual – when recruiting

	*DEI Committee
	Managing Bias
	Annual

	*Executive Leadership/Appointing Authorities
	Managing Bias
	Annual


3. Workforce Diversity Data Review Standards
SPSCC consistently strives to increase the diversity of the workforce through hiring. This is measured in the College Strategic Plan Core Theme 2, Goal 2: Increase the ethnic diversity of faculty, staff, and administrative/exempt employees. 
The goal is to increase diverse hires by 1% - 2% each year. The Office of Institutional Research monitors and compiles the data. View the current Strategic Plan Dashboard


Current measures of Achievement to increase diversity among employee groups 
include:
· Faculty by ethnic demographics

· Classified staff by ethnic demographics

· Administrative/exempt staff by ethnic demographics

4. Leadership involvement in diversity data reviews
The SPSCC College Executive Leadership Team and Board of Trustees review diversity hiring data annually. The Executive Team, in conjunction with HR review diversity hiring data and may review background check information as needed on a case-by-case basis to help inform hiring decisions.  

	Policy/Subject/Title
	Review and update timeline
	Assigned To
	Success Measures

	Workforce representation
	Annual, February presentation to the Board of Trustees
	Institutional Research, Executive Leadership Team
	Increase the diversity in faculty and staff and close the gap with community diversity 

	New hires by diversity
	Annual, February presentation to the Board of Trustees
	Institutional Research, Executive Leadership Team
	Increase diversity within our faculty and staff population

	Demographic data reviews for hiring processes and strategic planning
	Annual, Follows current recruitment activities
	HR Consultant -Recruiter
	Continue to send the demographic data to EHRO and Chairperson of Committee


5. Employment and internship partnerships between agencies and higher education institutions, including affinity groups represented on their campuses 

1. The Faculty of Color Cross-Institutional Mentorship Program serves full-time tenured and tenure-track faculty who identify as being of color by naming and challenging historical institutional barriers through: 

a. Supporting and facilitating faculty development, personally and professionally, through one-to-one and group mentoring. 

Increasing collaboration and networking opportunities across institutions. 

b. Creating a community that will impact the success and retention of faculty of color at their respective institutions. 

c. Offering professional learning opportunities targeted towards making explicit the link between student success and faculty development — improving instructional quality. 

d. Developing individual and collective capacity in effective cross-cultural communication. 

e. Further identifying and growing professional development programming addressing the needs unique to faculty of color in our Washington State community and technical college system. 

2. Build stronger relationships with other colleges and agencies to recruit new graduates


3. Attend local job fairs and networking events 

4. Increase and research marketing strategies to target diverse groups.
6. Student and Staff Satisfaction Survey

A. Students fill it out every time they interact with one of our services such as Advising, Financial Aid, DEIC, front Desk

B. Staff fill it out when they get service from IT and Facilities

C. The Questions

1. The staff member or department was caring and empathetic. (Strongly disagree, Disagree, Agree, Strongly agree)​

2. The staff member or department tried to understand my problem and find a solution.  (Strongly disagree, Disagree, Agree, Strongly agree)​

3. The staff member or department listened and considered my ideas. (Strongly disagree, Disagree, Agree, Strongly agree)​

4. The staff member or department helped me quickly. (Strongly disagree, Disagree, Agree, Strongly agree)​

5. The staff member or department followed-up or connected me with the right resource. (Strongly disagree, Disagree, Agree, Strongly agree)​

6. Is there anything else you would like to share about this experience

7. Employee Resource Groups
Employee Resource Groups (ERGs) are encouraged on campus and provide an opportunity for SPSCC employees to gather and connect around issues that define them personally, and which affect their work at the College and their professional development.
Sometimes called “affinity groups” or “diversity groups,” ERGs support professional and personal development, contribute to the College’s social equity work, and build and strengthen employee networks.

ERGs are created and run by College employees and can be formed around common interests, bonds, or backgrounds. Some examples could be characteristics like national origin, gender, sexual orientation, working parents, veteran status, living with chronic illness, professional or academic interests, or caring for aging family members. All ERGs are open to all employees and participation is completely voluntary.

In general, employees can use work time, equipment, and space for ERG-related activities. ERGs are also able to support their group activities.
8. Campus Climate Survey on Belonging (SB 5227)
The college has adopted to conduct a campus wide climate survey every three years and results and takeaways will be discussed at a community forum. Our first survey was administered Fall 2022 and the results will be presented and discussed Fall 2022.
9. Antiracism/Belonging curriculum design and review (House proviso)
In partnership with SBCTC the college is participating in a pilot cohort on Antiracist Curriculum Review Initiative with the goal to:

· Increase the number of students who successfully complete ENGL&101 within their first year of enrollment

· Close equity gaps within that outcome indicator

· Build a model for antiracist curriculum review and implementing labor-based grading that can be used in other courses and disciplines

10. Belonging toolkit

· Develop a campus wide belonging toolkit of evidence based strategies to Increase a sense of representation, Make support and care visible and Increase student agency for the following student profiles: A)Low socio-economic status; B)Immigrant status; C)Marginalized group status
11. Belonging Professional Development for Staff, Faculty & Students (SB5227)

· Identify Competencies for DEI/Belonging at SPSCC – Fall
· Buy-in & Institutional feedback – Winter

· Recommendations for training topics to provide recommended competencies - Spring

· Recommendations to Exempt and faculty Evaluation forms based on new competencies – Fall 2022
12. Demographic data reviews of prior certified candidate pools and interviewee lists.
The SPSCC recruitment specialist provides hiring committees and hiring authorities with the diversity demographics of each candidate pool and interview pools at all stages of the hiring process. 
	Data Review Question
	Assigned To


	Timeline/Frequency of Review
	Expected Outcomes
	Planned Stakeholder Engagement

	Are the candidate pools as diverse as the available workforce?
	HRC Recruiter
	Every recruitment
	Candidate pools reflect the workforce
	Share data with Chairperson of committee

	Are there steps or parts of the hiring process where candidates from certain groups are being screened out?
	HRC Recruiter
	Every recruitment
	HR reviews candidate data with hiring authority to remove barriers for potential excluded groups.  
May add candidates to interview.
	Share data with EHRO

	Review required qualifications for job postings : Realistic, inclusive minimum and preferred qualifications using criteria matrix
	HRC Recruiter
	Every Posting
	Determine if the required qualifications are truly necessary to be successful in the position? If not, review and make changes.
	Ensure supervisors and hiring managers understand the purpose of realistic quals. and to take the time to develop them 

	Inclusive language in job postings
	HRC Recruiter/Hiring manager
	Every Posting
	Determine if the postings written in a way that discourages certain groups of people from applying or believing that they could be successful? If so, make changes.
	Help supervisors understand what inclusive language is and how it impacts the audience 

	Review any use of criminal background information in hiring
	HRC Recruiter/ EHRO
	Every Posting
	Determine if the use of criminal background check information for hiring decisions comply with RCW 41.04.821? Does it support Executive Order 16-05? If not, review and make changes.
	EHRO and possibly ELT

	Review how SPSCC considers breaks in employment and participation in military service
	HRC Recruiter/EHRO
	
	Determine if the hiring processes and decisions create barriers for those who may have had breaks in employment or participated in military service, including being a member of the military reserves? If so, review and make changes
	HR Recruiter and Hiring Committee


13. Partnerships between Agencies & Higher Education 

Build stronger relationships with local colleges to recruit new graduates 
· Attend regional job fairs
· Increase collaboration and networking opportunities across institutions.
· Develop connections with Grays Harbor, Pierce, Tacoma and Centralia College, etc. to spread awareness about SPSCC jobs
· Participate in networking events

· Market strategies to target diverse groups
Increase efforts in word of mouth marketing for positions

· Public Relations share jobs on social media

· Have employees share job postings via social media 

Review

· Review annually to measure and evaluate successes and progress.
Additional Resources

The additional resources listed below may help develop the agency's diversity plan.
· Workforce Diversity Directive - State HR Directive 20-02
· Washington Law Against Discrimination
· Title VII of the Civil Rights Act
· Executive Order 12-02 on Workforce Diversity and Inclusion
· Executive Order 13-02 on Improving Employment Opportunities & Outcomes for People with Disabilities in State Employment 
· Executive Order 16-05 on Building Safe Communities Through Successful Reentry

· 
Executive Oder 19-01 on Veteran and Military Family Transition and Readiness Support 
· Employer of Choice Committee publication on Unconscious Bias in Hiring
· Measuring Diversity webpage from OFM State HR

· Veteran Employment Plan
· HRMS Data Definitions Resource Guide
· Affirmative Action and Demographic Data Guide
· Human Resources Management Report
· RCW 41.06.530 - Personnel resource and management policy—Implementation
· WAC 357-01-015 – Affirmative Action Plans
· Affirmative Action Laws and Rules Applicable in Washington from OFM State HR
