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INTRODUCTION 

 

All school districts in Washington are required to develop a Five Year Affirmative Action Plan 

and to prepare an annual progress report for the Board of Directors.  The Puyallup School 

District’s Affirmative Action Plan for 2010-2015 was adopted by the Board of Directors on 

December 13, 2010.  This report will compare data from the 2012-2013 school year with the data 

from the 2011-2012 school year.  Data for this report was pulled on October 4, 2012. 

 

SUMMARY OF DATA 

 

Data for the 2012-2013 school year was gathered using the federally mandated reporting system 

for staff ethnicity and race.  The mandate requires school districts to collect ethnicity and race 

data using a “two-part question.”  The first part of the question refers to ethnicity and not race.  It 

asks whether the employee is either:  Hispanic/Latino (Y) or Not Hispanic/Latino (N).  The 

second part of the question asks which race categories the employee belongs to:  American 

Indian or Alaska Native (I), Asian (A), Black or African American (B), Native Hawaiian or 

Other Pacific Islander (P), and White (W).  Since individual employees were asked to select the 

race categories in which they belong, some employees select multiple races.  In response to this 

category we added a Multi Racial column on the Summary of Minority and Women Staff 

Members.  The other categories are consistent with the data gathered and distributed on the 

2011-12 annual report Affirmative Action Plan.  For the category of “Hispanic American”, data 

was used from those who selected Hispanic/Latino as their ethnicity.  

 

This report will compare the percentage of increase or decrease in minority and women 

categories since last year in each of the employment categories.  In some categories no goals 

were necessary for the utilization of women.  In fact, women account for more than 50% of the 

workforce in 11 of the 13 categories.  There are goals identified for minority utilization in most 

but not all categories.  In each category that necessitated a goal, comments will be made 

regarding the progress made in the past year.  Of particular note is the increase in the percent of 

minority staff in the central office administrators group, the food service worker group, and the 

certificated support staff group. 

 

The District must continue to recruit and retain minority candidates in most categories.  In most 

of the categories, the representation of women exceeds the percentage of women available in the 

workforce.  A table showing the actual numbers and percentages of minorities and women in 

each category is included at the end of the report. 

 

 

 

 

 

 



DISCUSSION OF UNDERUTILIZATION AND GOALS 

 

Central Office Administrators  

 

While the number of central office administrators decreased by two, the number 

of minorities remained the same and accounts for a .97% increase in the 

percentage of minority central office administrators from the previous year.  

Minority central office administrators currently make up 18.92% of this category.  

Efforts are underway to continue to increase the utilization of minorities.  The 

number of women decreased by two which accounts for a 2.36% decrease in 

women central office administrators, however, women account for 54.05% of 

central office administrators and are not considered underutilized. 

 

Principals/Assistant Principals 

 

Women continue to be employed according to established goals in this category 

and account for 60% of elementary principals and assistant principals. This year 

the total number of women and the total number of minorities remained the same, 

however efforts to recruit minority principals/assistant principals and increase the 

current 21.82% minority employment rate will continue. 

 

Elementary Teachers 

  

The total number of elementary teachers declined by twelve.  The analysis shows 

no underutilization for women at the current 88.57% level, even with the decrease 

of six women elementary teachers. The minority staff decreased by ten (1.96%) 

and continue to be underrepresented at the current rate of 8.74%.  The District 

remains committed to intensifying its focus on increasing the number of ethnic 

minorities at the elementary level.  Human Resources staff along with the Chief 

Equity and Achievement Officer and the District recruitment team will continue 

to discuss effective recruitment strategies with elementary school principals. 

 

Secondary Teachers 

 

This year the total number of employees in this category decreased by two.  

Minority staff remained at 37, accounting for 8.56% of all secondary teachers and 

an increase of .03% from the previous year. The total women secondary teachers 

went down by six (1.12%) but they continue to be employed within the goals 

established.  Currently women secondary teachers make up 57.41% and are not 

considered underutilized. The District remains committed to its focus on 

increasing the number of ethnic minorities at the secondary level.  Human 

Resources staff along with the Chief Equity and Achievement Officer will 

continue to discuss effective recruitment and retention strategies of secondary 

school teachers.  

 

 



Special Education Teachers 

 

The total number of staff in this category decreased by one.  However, the total 

number of minorities in this group remained the same, accounting for a .07% 

increase in minority staff due to the overall pool reduction.  The special education 

teachers in this geographical area as well as the country are at a premium, thus 

presenting real challenges in increasing minority employees.  The effort to recruit 

minority special education teachers will continue in an effort to increase the 

current level of 8.33% minority special education teachers. The number of women 

increased by one which accounts for a 1.5% increase in this category.  Women 

make up 81.67% of all special education teachers and are not considered 

underutilized. 

 

 

Certificated Support Staff (e.g., Counselors, Librarians, Behavior Support Staff, 

Audiologists, Psychologists, Nurses, Occupational and Physical Therapists, etc.) 

 

The total number of certificated support staff decreased by five from 2011 to 

2012.  Women continue to be appropriately employed in this category at 88.82% 

which is represented by an increase of six and a percentage increase of .94%.  

Minority certificated support staff increased by one, accounting for an increase of 

.87%.  Minority certificated staff make up 8.70% of this category’s workforce.  

The District will continue to focus on developing additional ways to attract 

minority candidates in this category. 

 

Classified Support Staff (e.g., Paraeducators, Interpreter Tutors and Security) 

Despite the loss of 63 employees in this category, the total number of minorities 

only decreased by eight accounting for a .38% reduction in minority classified 

support staff.  The effort to recruit minority candidates in this category will 

continue in an effort to increase the current 10.11% minority employees in this 

category.  Women continue to be employed in accordance with established goals 

for this category, accounting for a .83% increase and 92.9% of all classified 

support staff.  

 

Clerical Staff 

 

While the total number of clerical staff decreased by one in this category, the 

number of women remain within established goals and account for 99.33% of the 

workforce in this category. Minority clerical staff increased by one, accounting 

for a .70% increase.  Minority clerical staff account for only 4.70% and is the 

lowest percentage of any of the reported categories. The District continues to 

struggle with hiring minority clerical staff since the applicant pool remains 

underrepresented as well.  As opportunities occur, the District will utilize all 

available means to attract and hire minority candidates in this classification.  
 

 



Custodians 

 

The total number of custodial staff was decreased by one.  The number of 

minorities in this category remained the same which accounts for an increase of 

.14% due to the reduction in the total pool, and accounts for 15.38% overall. The 

District is fully committed to continue recruitment plans for hiring minorities in 

this area. Women custodial staff was reduced by one, a .49% reduction.  Analysis 

indicates that women continue to be employed appropriately at 48.08% in this 

category.   

 

Food Service Workers  

 

The analysis indicates that women account for 100% of the workforce in this 

category.  The total number of employees decreased by six while the minority 

count increased by two.  This accounts for a 2.85% increase in minorities and an 

overall 17% level of minority food service workers in this category.  Strategies 

similar to those discussed for Custodians above will be followed to increase the 

number of minority applicants in this category. 

 

Bus Drivers 

The total number of bus drivers decreased by twelve and the number of minority 

employees decreased by one, which accounts for a .21% reduction in the overall 

percentage of 5.71% minority bus drivers.  The District will continue its efforts to 

recruit minorities into the bus driver training program and into the applicant pool 

for this category.  Women bus drivers were reduced by seven, which accounts for 

a 1.54% increase due to the overall decrease in the bus driver pool.   Women 

account for 77.86% of District bus drivers and continue to be appropriately 

employed in this area. 

 

Maintenance Workers 

In the comparison of the data from 2011-12, there was an increase of two 

employees.  The number of women increased by one, which accounts for a 1.5% 

increase.  There continues to be underutilization of women in this category as 

women account for 8.77% of the maintenance workers.  The loss of one minority 

maintenance employee accounts for a 2.14% reduction of minorities in this 

category. The District will continue to develop ways to attract minority and 

women candidates in an effort to increase the overall level of 8.77% in each of 

these categories.   

Professional-Technical Workers 

 

The number of professional technical employees increased by three.  The total 

number of women in this group increased by three, accounting for a 1.33% 

increase. Women account for 64.53% of the professional-technical workforce and 

are not considered under-utilized in this category.  The loss of one minority 



employee accounts for a 1.57% reduction of minorities in this category.  

Minorities account for 9.41% of professional technical employees.  The District 

will continue to expand its strategies to attract candidates of color in this category. 

 

As a final but important note, due to the economic down turn and the subsequent need to reduce 

the work force, the impact in the District’s efforts in the last few years to hire minorities, and in 

some cases, women, to better reflect the larger society has been compromised.  When comparing 

the data from 2012-2013 with the data from 2011-12, there was a total loss of 99 employees in 

the District and an overall decrease of .31% minorities, and an overall decrease of 85 women, a 

.35% reduction.   Collective bargaining agreements are strongly seniority driven and displaced 

employees maintain rights to be rehired as positions become available.  This has an impact on 

the District’s ability to further diversify its workforce.  

 

It should also be noted that the data in this report was pulled on October 4, 2012, while hiring is 

still occurring.  There are at least 23 employees yet to be hired.  The report for the 2011-12 

school year reflects data from November 18, 2011, after most of the hiring had been completed. 

 

 

 


