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INTRODUCTION 
 
 
 
Policy 

 
The Dayton School District#2 continues to uphold the policy of offering 
employment to all those who qualify without regard to race, color, religion, sex, age, 
national origin, marital status, or sensory, physical, or mental handicap, Vietnam-era 
or disabled veteran.  The District has always maintained the posture of objectivity in 
its hiring practices and personnel actions.  At no time has the District indulged in 
deliberate discrimination as the result of any policy decision. 

 
It is recognized, however, that unless a policy is vigorously administered, lapses in 
the application of a policy can occur.  With that in mind, and in order to further 
assume the responsibility and leadership incumbent upon the District, this 
Affirmative Action Program has been prepared and will become an integral part of 
the District's continued administrative practices. 

 
Purpose 

 
The basic purpose of this Affirmative Action Program is to further the utilization of 
minorities and women, and to strike a balance among the aged and non-aged at all 
levels and in all segments of the District work force where deficiencies may exist.  
To accomplish this, a commitment has been made and specific procedures established 
to direct and coordinate a good faith effort.  It is acknowledged by the District 
administration that an Affirmative Action Program, to be successful, must be built 
into the structures and procedures affecting all personnel actions. 

 
Directed efforts will be made toward the achievement of specified and timely goals 
of implementation. 

 
Program 

 
Since the goal of affirmative action is results, this Affirmative Action Program is 
designed to provide the necessary action steps to achieve success. The following 
essential elements are necessary: 

 
• Establish a strong District commitment; 
• Assign responsibility and authority for the program at the highest 

administrative levels; 
• Identify by job classification the under-utilization of minorities. females or 

males, and age-related issues. 
• Set specific and attainable hiring and promotion goals. with target dates.in all 

areas of under-utilization: 



• Maintain accountability on the part of all involved in the personnel system; 
• Evaluate job and hiring criteria to reflect actual job requirements, including 

the review of job descriptions; 
• Recruit minorities, females and age-related persons for areas of under-utilization; 
• Assure all employment procedures contribute to non-discrimination and 

affirmative action goals; 
• Develop procedures for upward mobility of females, minorities, and age-related, 

and, 
• Monitor and measure progress. 

 
It must be emphasized that this program remains flexible with respect to its basic 
purpose and as a continuing effort is subject to expansion and modification dictated by 
experience, changing circumstances, and altered guidelines.  Any formal amendment 
to this program or changes in essential activity will be made in good faith. 

 
 
 

DEVELOPMENT OR REAFFIRMATION OF POLICIES 
 
The following Superintendent's statement will provide the basic policy upon which the 
Affirmative Action Program is based. 

 Superintendent's Statement of Policy 

 It has been, and continues to be, the policy of the Dayton School District #2 to 
recruit, hire, train, and promote persons in all job classifications without regard to 
race, color, religion, sex, age, national origin, marital status, or sensory, physical or 
mental handicap, Vietnam-era or disabled veteran. 

 
All personnel actions will conform to an Affirmative Action Program, the basic 
purpose of which is to further the utilization of minorities, women, and age-related 
issues at all levels and in all segments of the work force, and to provide equality of 
treatment to all employees with respect to the terms, benefits, and privileges of 
employment. 

 
It will be the responsibility of all personnel to conduct themselves in their daily 
activities in such a way as to ensure that all personnel actions with respect to 
compensation, benefits, privileges, transfers, layoffs, return from layoff, training and 
social programs will be administered without regard to race, color, religion, sex, age, 
national origin, marital status, or sensory, physical, or mental handicap, Vietnam-era 
or disabled veteran. 

 
A continuing utilization analysis will be conducted to ensure that promotion and job 
opportunity decisions are in accord with the principles of equal employment 
opportunity and that those decisions account for all valid relevant factors with respect 
to ability, performance, potential and real job requirements. 
 

 
 



An administration Affirmative Action Committee, with the Superintendent as 
Chairman, will provide continuing policy direction and will periodically review all 
personnel action and progress. An Affirmative Action Officer (Superintendent or 
Principal) will have the duty of monitoring the Affirmative Action Program and reporting 
to the Affirmative Action Committee. 
 
All employees must at all times be aware of the spirit and principle of equal employment 
opportunity and cooperate fully to assure the success of the Affirmative Action Program.



DISSEMINATION OF POLICY 

Internal 

1.   The Superintendent's Statement of Policy will be posted as an official notice on 
all appropriate bulletin boards. 

2.  All administrative personnel responsible for personnel actions will be trained in 
Affirmative action history, policies and procedures. 

3.  The Superintendent's Statement of Policy will be cited during employee 
orientation, and in the spirit and goal of affirmative action discussed. 

 
External 

 
1 .  Recruiting letters to college placement offices will include a statement of 

reference to the District Affirmative Action Statement, emphasizing current equal 
employment opportunity and the spirit of affirmative action goals. 

2.   All recruiting sources for classified personnel will be notified in writing of the 
District's affirmative action policy and again verbally as recruiting sources are 
contacted for assistance.  

3.  The forms used as applications for employment will contain an equal opportunity 
statement. (See sample A) 

4.  All District stationery will contain an equal opportunity statement  
 
 
 

Staff Responsibility for Implementation and Evaluation 

The following employee is responsible for the District's Affirmative Action Program: 

Douglas L Johnson, Superintendent 
Dayton School District No. 2 

609 S. Second Street 
Dayton, WA 99328 

509-382-2543  



The Superintendent has the overall responsibility for the development, 
implementation, coordination and monitoring of the affirmative action program.  He 
will provide leadership and guidance to all administrators, supervisors, and personnel 
in the conduct of their employment practices to assure conformity with relevant 
federal and state laws and regulations and Dayton School District policies. 

 
The Affirmative Action Coordinator (Superintendent) is charged with the 
responsibility of aiding in the development and implementation of an affirmative 
action program and assuring in other ways full compliance with equal employment 
opportunity requirements. He/she will: 

 
I.   Prescribe the requirements and guidelines which the District shall follow in 

establishing and implementing its programs to promote nondiscrimination 
and equal employment opportunity. 

2.   Work with administrators and employees in the district to assure understanding 
and support for the program. 

3.   Design and implement audit and reporting systems that will measure program 
effectiveness, determine the degree to which goals and objectives are being 
met, and indicate need for remedial action. 

4.   Assist program managers in carrying out their responsibilities for   
   implementation of the program. 
5.   Report to the Board of Directors on the specific progress of the affirmative 

action program. 
6.   Maintain a continuing review of all aspects of the District's personnel system 

to detect illegal or improper practices which impede the employment or 
advancement of members of minority groups or women and to modify these 
practices when necessary. 

7.   Establish specific training, recruiting, hiring, and selection processes necessary 
   to accomplish the goals and objectives of the program. 
8.   Provide a system of support for the prompt, fair and impartial consideration 

of complaints of discrimination. 
9.   Consult with organizations having particular interest in equal employment and 

equal educational opportunity, and participate in state and national activities 
to facilitate the achievement of a successful program as needed. 

10. Assure that appropriate steps are taken to comply with the Title IX regulation, 
prohibiting sex discrimination in education and employment; and Section 504 
of the Vocational Rehabilitation Act of 1973, prohibiting discrimination on the 
basis of physical, sensory, or mental handicaps in education and employment. 

11. Assure the District's compliance with state laws established to eliminate sex 
discrimination in the public schools. 

12. Operate an information program designed to ensure that employees, 
recruitment sources, minority group organizations, women's organizations, 
and the general public are aware of the District's equal employment 
opportunity policy and program efforts. 



If an Affirmative Action Advisory Committee is deemed necessary by the 
Superintendent, it shall be composed of representatives of employee and 
community groups, the Affirmative Action Coordinator, and at least one other 
administrator.  The committee shall be charged with the responsibility of assisting 
the District in the formulation of goals and setting of timetables.  The committee 
will: 

 
Monitor and aid in revision of the program for achievement of projected 
goals. Work in cooperation with the Affirmative Action Coordinator through 
regular reports to determine the effectiveness of the program. 
Draft and recommend grievance procedures consistent with this 
document and convey the value of affirmative action to the community. 

 
The committee will, upon request, be provided with appropriate information 
regarding number of minority applicants, job openings and required qualifications, 
qualified minority and female applicants for administrative and supervisory 
positions, and other appropriate information consistent with this program and with 
state and federal laws.  It is understood that in order to justify the existence of an 
Affirmative Action Committee, it is necessary that the administration be responsive 
to the committee's recommendations concerning the District's employment and 
educational practices.  Only in this manner can the committee carry out with integrity 
its responsibilities to the Board. 

 
 

Training and Advancement 
 

The Affirmative Action Coordinator shall be responsible for reviewing all training 
programs to ensure that no indication of discriminatory selection practices is found.  
The Affirmative Action Coordinator will monitor the selection of administrative 
interns, administrators, and as other opportunities for advancement within the district. 

 
NUMERICAL REVIEW  

Analysis 

Certificated Staff:  
 
The District has a small number of ethnic minorities represented. Openings for 
certificated staff positions have been minimal in recent years and a small number of 
minority applicants have applied for positions. This may be due in part to the low ethnic 
population in our immediate region of Garfield and Columbia County. A larger 
population of minority applicants may be available in Walla Walla County although 
we have not seen applications for open positions. 

 
The District maintains two (2) different buildings; an elementary (K-6), and a secondary 
school (7-12). Personnel numbers available for the 2011-2012 school year indicate the 
following. 
 
 



At the elementary level, female certificated staff out number males 3-1. Most positions 
have been held for seven years or more. Openings have been few and far between. The 
most recent hire was a female and the applicant pool contained primarily females.  
 
The secondary building currently has a better balance where the current count is ten (10) 
males and seven (7) females. Similar to the elementary there has been only one recent 
opening and it was filled by a female. Of the three applicants two (2) were female and one 
male. 
 
As positions become available the District is committed to seeking qualified applicants 
from all represented groups. The current challenges as described above would be males in 
the elementary and ethnic minority applicants. 
 

 
Classified Staff: 
 
Kitchen, maintenance, custodial, and para-professionals are predominantly white 
females. Bus drivers are more balanced in gender and are older in age than many of 
our other employee groups. This is likely due to the part time nature of the work. The 
District has experienced few classified openings. 

 
 
 
IDENTIFICATION OF POTENTIAL CHALLENGES 

 
Certificated teaching staff – The District should seek opportunities to create more 
balance in the area of gender in the elementary certificated staff. 

 
A continued effort should be given to  monitor the minority numbers in our district 
and geographic region. As numbers change effort should be given to insure that position 
postings are provided to potential minority applicants. 

 
Male para-professional candidates should be encouraged.   

 
 
 

GOALS 
 
1. When Elementary positions become available encourage qualified male applicants to 

apply. 
2. When the District has para-professional positions available encourage qualified male 

applicants to apply. 
 
 
RECRUITMENT 

 
The District, in order to attract the greatest number of applicants possible, will 
continue to widely advertise position vacancies in local and regional newspapers, 
contact regional college placement offices, seek potential applicants through 
neighboring districts, and utilize the District website to advertise all available positions 
(certificated and classified).   



 
 
 

INTERNAL AUDIT AND REPORTING 
 

The school district Board of Directors shall be apprised annually of employment 
practices, especially placements, transfers, resignations and promotions.  School 
district administration will review district hiring practices prior to advertising for 
submission of applications.  District personnel will audit all applications for school 
district positions on an annual basis. 

 
 
 

SUPPORTIVE SYSTEMS 
 

Area colleges and universities, ESD 123, our Risk Management pool and private 
contractors provide a variety of opportunities for professional development and training 
for employees deemed in need.  

 
Area community colleges offer career counseling and re-training opportunities for 
many school district personnel. 

 
All employees are evaluated yearly. Each employee has a copy of the evaluation 
instrument and a job description.  Employees exhibiting a deficiency in one or more 
areas on the evaluation instrument are provided remediation activities and counseling 
as needed. 

 
 
The school district maintains a grievance procedure to provide for the orderly and 
expeditious adjustment of grievances.  The formal written plan is outlined in employee 
contract documents provided to all employees. These contracts may also be 
accessed through the District website.  

 
 
 

REDUCTION-IN-FORCE 
 

Dayton School District #2 maintains a layoff (RIF) and recall procedure that is 
included in employee's master contract documents for all employees.  While seniority 
is one tenet of the procedure, the primary factor determining layoff f o r  
c e r t i f i c a t e d  s t a f f  is the educational program or service.  Classified employee 
reductions would be made using the agreed upon procedures as found in the contracts.  
 
 
 
Approved by the Board of Directors May 2, 2012



 


