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The philosophy and intent of equal employment opportunity is to provide all 
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(including pregnancy), sexual orientation, gender identity, age, disability, genetic 
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Community College firmly believes in and supports this philosophy. As President 
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education, tuition assistance, and social and recreational programs. In addition, 
reasonable accommodations will be made for religious needs and for individuals 
with disabilities. 

Des Moines Area Community College and all its employees are committed to 
create environments that encourage each individual associated with DMACC to 
advance in his/her academic endeavors and careers based upon his/her abilities 
and skills and will not tolerate any type of discrimination based upon race, color, 
national origin, creed, religion, sex (including pregnancy), sexual orientation, 
gender identity, age, disability, genetic information, or, to the extent covered by 
law, veteran status. 

In dedicating itself to establishing a work environment free from discrimination, Des 
Moines Area Community College will take specific affirmative actions to ensure 
successful achievement of a non-discriminatory employment program. I have 
assigned the basic responsibility of ensuring that equal employment opportunity 
policies are adhered to and that affirmative actions are implemented to Des Moines 
Area Community College's designated Affirmative Action Officer: 

Jenifer Owenson, JD 
Executive Director, Human Resources 

2006 S. Ankeny Blvd. 
Ankeny, Iowa 50021 

(515) 964-6408 

College President/CEO Robert J. Denson 
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Introduction 

The philosophy and intent of equal employment opportunity are to provide all 
persons, regardless of race, color, national origin, creed, religion , sex (including 
pregnancy), sexual orientation, gender identity, age, disability, genetic information, 
or, to the extent covered by law, veteran status equal access to positions, limited 
only by their ability to do the job. The philosophy and intent of affirmative action 
are to remedy past and present discrimination. Des Moines Area Community 
College firmly believes in and supports these philosophies. The purpose of this 
Affirmative Action Plan is to assure that artificial, non-job-related barriers to 
employment are eliminated and that personnel activities in all aspects of 
employment shall be conducted in a manner to ensure fair and equitable treatment 
of all persons who participate in, or seek entrance to, the Des Moines Area 
Community College work force. In dedicating itself to establishing a work 
environment free from discrimination, the College shall take specific affirmative 
actions to ensure successful achievement of a nondiscriminatory employment 
program. 

This Affirmative Action Plan was developed using both quantitative and qualitative 
analysis. Current College-wide personnel policies, procedures and practices were 
reviewed. A qualitative analysis was conducted by campus to determine if and 
where under-representation existed. Those comparisons were used to develop 
long term goals. 

The Affirmative Action Plan shall require approval by the Board of Directors and 
shall be reviewed and updated on a biennial basis. The Affirmative Action Officer 
shall have the responsibility to oversee the plan, ensuring that equal employment 
opportunity policies and procedures are adhered to and that affirmative actions are 
appropriately and aggressively implemented. Achievement of the goals identified 
in the plan will be monitored by the Affirmative Action Officer. An Affirmative Action 
Committee shall be established and their activities directed by the Affirmative 
Action Officer. The duties of the Committee shall include, but not be limited to, 
qualitative analysis which may result in future modifications to the Affirmative 
Action Plan. This committee shall meet on an annual basis. 

The Affirmative Action plan is available on the DMACC website, in all Provosts' 
and Academic Deans' offices and in all DMACC campus libraries. All employees 
shall be responsible for being aware and supportive of the Affirmative Action Plan. 
Employees shall demonstrate sensitivity to and respect for all employees; shall 
demonstrate commitment to the College's Affirmative Action Policy in spirit as well 
as in actions; and shall be held accountable for compliance with all related College 
policies and procedures. Hiring authorities shall have an additional responsibility 
to make sure that progress is made towards achieving the goals of the Plan. 
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Quantitative Analysis and Goals 

Quantitative Analysis 

The quantitative analysis is the process of comparing the demographic 
composition of the DMACC work force with the demographic composition of 
relevant labor market (RLM) in order to determine if members of racial/ethnic 
minority groups, women, men, or persons with disabilities are underrepresented in 
the DMACC work force. 

Definitions 

Relevant Labor Market (RLM). The geographic area DMACC typically uses 
to recruit applicants for an EEOC job category. 

RLM Demographic Data. The number of persons, based on census data, 
within the RLM having the requisite skills for the job category. As with the 
previous Plan, the census data for persons with disabilities is state-wide and 
is not available by job category. 

EEOC Job Category. The job categories used by the Integrated Post 
Secondary Data System (IPEDS)/Equal Employment Opportunity 
Commission (EEOC). There are seven categories: 

Executive/Administrative/Managerial 
Faculty 
Other Professionals 
Technical/Paraprofessionals 
Secretarial/Clerical 
Skilled Craft 
Service/Maintenance 

Under-Representation. Defined by the Iowa Administrative Code as "having 
fewer members of a racial/ethnic minority group, men, women, or persons 
with disabilities in a particular job category than would reasonably be 
expected based on their availability in the relevant labor market". 

Affirmative Action Statistics 

Affirmative action statistics have been prepared as a district and by individual 
campuses for purposes of greater accountability. The charts on the following 
pages identify whether or not the job classifications have under-representation. 
Under-representation occurs when: 
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• A negative statistical imbalance between the DMACC work force and the 
RLM (relevant labor market) represents a substantial disparity. 

In determining whether the difference represents a substantial disparity, 
the 80% standard used by the federal government in reviewing federal 
contractors was applied. For example, if RLM demographics indicate that 
it would be expected that there would be 50% women and 50% men in a 
given job category, a 40/60 split would be within 80% of the 50/50 
expectation, and would be considered to meet a "reasonable expectation" 
test. However, a 30/70 split would not be within 80% of the expectation, 
and would not meet a "reasonable expectation" test. 

• A Person Imbalance rounds up to at least one person. 

The person imbalance must be a least one since it is not possible to 
correct the imbalance by hiring a partial person. For purposes of 
determining under-utilization, a fractional person will be considered a full 
person if the number is .50 or greater. 

To determine if under-representation exists when reading the Affirmative Action 
Statistics charts, the Campus%/RLM% row must show a percentage of less 
than 80% and the Person Imbalance row must show a positive number of .50 or 
greater. 

Interpretation of the statistical data is challenging this year due to three factors. 
Over the last two years, DMACC has reorganized resulting in a number of 
personnel reporting to different areas than previous years. As an example, the 24 
employees assigned to the Southridge campus used to be included in the Ankeny 
campus data but now are contained in the Urban campus data. Shifting these 
employees might have an impact on whether the Ankeny or Urban data is now 
underrepresented or no longer underrepresented. In addition, 16 employees 
across the district were reassigned to a different job category based on definitions 
of the categories provided by the census bureau. Most noticeable was Group 10-
-Executive/Administrative/Managerial where 12 employees were reassigned to 
different categories. The updated 2020 census data being only partially available 
at this time was a third factor. Iowa county data needed for analyzing 4 of the 
groups is not available so 2010 data had to be used. National data from 2018 was 
available for evaluating group 20-faculty. It is anticipated all groups will need to 
be compared to the updated 2020 census data for the next report. The combination 
of reorganization, re-categorizing, mixed census data, and actual hiring therefore 
make it difficult to determine a cause for a specific group on a specific campus 
moving into underrepresented or out of underrepresented status when the 
individual campus results are analyzed. 
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Based on the current Affirmative Action Statistics, the entire organization has 857 
full time employees. The breakdown of numbers for each area of the EEO Report 
were as follows: 

Group 10-Executive, Administrative 34 Employees 
Group 20-Faculty 353 Employees 
Group 30-Other Professionals 211 Employees 
Group 40-Tech/Paraprofessionals 53 Employees 
Group SO-Secretarial/Clerical 157 Employees 
Group 60-Skilled Craft 20 Employees 
Group 70-Service/Maintenance 54 Employees 
TOTAL 857 Employees 

Across the District, DMACC is underrepresented in the following areas: 

Group 10-Executive, Administrative Minority/Disabled 
Group 20-Faculty Minority/Disabled 
Group 30-Other Professionals Disabled 
Group 40-Tech/Paraprofessionals Disabled 
Group SO-Secretarial/Clerical Male/Disabled 
Group 60-Skilled Craft Female/Disabled 
Group 70-Service/Maintenance Female/Disabled 

Analyzing the current Affirmative Action Statistics charts by campus gives a 
different look. Campuses have under-representation in the job categories as 
listed: 

1. Executive/Administrative/Managerial (e.g. Vice Presidents, Provosts, 
Deans, Directors, etc.) 

Ankeny: Minorities / Disabled 
Boone: Disabled 
Carroll: Women/Disabled 
Newton: Women/Disabled 
Urban: Women/Disabled 
West: Women/Disabled 

2. Faculty (Instructors only) 
Ankeny: Minorities / Disabled 
Boone: Men / Minorities / Disabled 
Carroll: Men / Minorities / Disabled 
Newton: Men / Minorities /Disabled 
Urban: Men/ Disabled 
West: Men / Minorities / Disabled 
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3. Other Professionals (e.g. Training Consultant, Counselor, Librarian, 
Programmer/Analyst, Network Analyst, Academic Advisor) 

Ankeny: Men/ Disabled 
Boone: Minority/Disabled 
Carroll: Men / Disabled 
Newton: Men / Disabled 
Urban: Disabled 
West: Disabled 

4. Technical/Paraprofessionals (e.g. Child Development Specialist, Financial 
Aid Advisor, Lab Coordinator) 

Ankeny: Women I Disabled 
Boone: Women I Disabled 
Carroll: Disabled 
Urban: Disabled 

5. Secretarial/Clerical (e.g. Clerical Assistant, Administrative Assistant, 
Registration Records Specialist, Bookkeeper) 

Ankeny: Men / Minorities / Disabled 
Boone: Men / Disabled 
Carroll: Disabled 
Newton: Disabled 
Urban: Disabled 
West: Men / Disabled 

6. Skilled Craft (e.g. Mechanical/Electrical Technician, Media/Computer 
Technologist, Locksmith) 

Ankeny: Women / Minority / Disabled 
Urban: Disabled 

7. Service/Maintenance (e.g. Custodian, Cook, Mechanic, Painter, 
Maintenance) 

Ankeny: Disabled 
Boone: Women I Disabled 
Carroll: Disabled 
Newton: Women I Disabled 
Urban: Men / Disabled 
West: Women I Disabled 
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Quantitative Analysis Summary 

When merging individual campus numbers into a composite for the College, the 
College-wide profile as of March 31, 2019 was as follows: 

Employees Minorities Women Men Disabled 

Ankeny 591 48 331 260 10 
Boone 72 5 42 30 0 
Carroll 32 0 25 7 0 
Newton 39 1 22 17 1 
Urban 90 27 59 31 0 
West 24 2 15 9 0 

Total 848 83 494 354 11 

Percentages 9.8% 58.3% 41.7% 1.3% 

The College-wide profile as of March 31, 2021 was as follows: 

Employees Minorities Women Men Disabled 

Ankeny 563 46 314 249 7 
Boone 76 7 45 31 0 
Carroll 35 3 25 10 1 
Newton 38 3 23 15 0 
Urban 117 29 75 42 0 
West 28 2 18 10 0 

Total 857 90 500 357 8 

Percentages 10.5% 58.3% 41.7% .9% 

Comparing the percentages across the district over the years shows: 

• Minorities went up from 9.8% to 10.5% . 

• Women remained the same at 58.3% . 

• Men remained the same 41. 7% . 

• Disabled went down from 1.3% to .9% . 
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Affirmative Action Statistics 
Ankeny Campus 

EEO Category 1-Ex., Administrative 2-Faculty 3-Other Professionals 4-Tech/Paraprofessionals 5-Sec/Clerical 6-Skilled Craft 7-Serviced/Maint 
RLM Area Nation Nation Iowa 5 counties 5 counties 5 counties 5 counties 
Ankeny Campus 26 200 150 47 93 19 29 

; ~M~~~::::::::::::::::: ::::::::::::i::::::::::: :: 
5/tt9:If:::::::::::/:?/?t?:f::i::::::::::::::::::tl~f::::::::::: :::::::\:::::::::::::::::: ::::!:°:fg:::::::::::::::::::::I=:•::::::::~:~ / ?:::::::::::1::::::::::=)rt:::::t~:::::::::::/f:??:::::::::::: 

AnkenyCampus_t#_ I 11 l 81 I 101 I 25 I 88 I O I 8 
Ankeny Campus% I 42.31% I 40.50% I 67.33% I 53.19% I 94.62% 0.00% 27.59% 
RLM # I 2,881,485 I 730,625 I 21 ,090 I 6,840 I 18,340 I 792 I 4,076 
RLM% 50.17% I 49.68% I 47.39% I 75.58% I 85.52% 9.93% 33.10% 
Statistical Imbalance I -7.87% I -9.18% I 19.94% I -22.39% I 9.10% I -9.93% I -5.51% 
Person Imbalance 2.05 18.35 I -29.91 I 10.52 I -8.47 1.89 I 1.60 
Anken_y%/RLM% I 84.32% I 81.53% I 142.07% I 70.38% I 110.64% I 0.00% I 83.35% 
Underrepresentation I No I No I No I Yes \ No 1 Yes I No 

!! ~~/t~t~~:l:t :::::::::r:::::::'.::=:=::::::\; ::::::::::::::::::::i:::::: :: )~i::::::::r=::::::::::::•:::: :: fa ::::::::::::::: ::: ::::1:::::::::::::/=:=:=::::J;:::::::::::::::::::::::::r::::::::::=:=:=i ::::::::::::::::r::::::::::::\; ::::::::::::::\:::::::::::?=\~::::::::::::::::: •• 
Ankeny Campus% I 57.69% I 59.50% I 32.67% I 46.81% I 5.38% I 100.00% I 72.41% 
RLM # I 2,861,425 I 740,185 I 23,410 I 2,210 I 3,105 I 7,180 I 8,239 
RLM% 49.83% I 50.32% I 52.61% I 24.42% I 14.48% 90.07% 66.90% 
Statistical Imbalance 7.87% 9.18% -19.94% 22.39% -9.10% 9.93% 5.51% 
Person Imbalance -2.05 -18.35 29.91 -10.52 8.47 -1 .89 -1.60 
Ankeny%/RLM% I 115.79% I 118.23% I 62.10% I 191 .68% I 37.1 3% I 111.03% I 108.24% 

_Uncl~~p,ef;entati~n . . J.... _.... ':".'?... ___ ... .l. ... ':".'?.... .l._... ___ .. YE:s____ ._. ___ _I. .. ___ .. ___. _N~ _. __ ........ J.. _._.'(~~ ... _...1.... .__ ~':'.__ .... L. .. _... _No_... .... _ 
~~!IIIQ.~IT:Y: ::::::::::::::::::: ::::::::::::::::::::::::;:::::::::::::::::::;:::::::::::::::::::;:::::::;:;:;:;:::::;:::::;:;:;::: ;: :: ;: ;: ;:;:;:::::::;:::;:::::::;:::::::;:::::::::::::::;:;:::::::;:::;:;:::;:::::::::::::::::::::::::::::::::::::::::;:;:;:;:::;:;:;:;:;:;:;:;:;:;:;:::;:;:;:::;:::::;:;:;:::::::::;:;:;:;:;:;:;:;:;:;:;::1 

Ankeny Campus# I 1 I 13 I 14 I 4 I 2 I 2 I 10 
Ankeny Came_us % I 3.85% I 6.50% I 9.33% I 8.51% I 2.15% I 10.53% I 34.48% 
RLM # I 1,300,630 I 274,295 I 1,895 810 I 1,525 I 1,038 I 5,365 
RLM% I 22.65% I 18.65% I 4.26% I 8.95% I 7.11% I 13.02% I 43.56% 
Statistical Imbalance I -18.80% I -12.15% I 5.07% -0.44% -4.96% I -2.49% -9.08% 
Person Imbalance I 4.89 I 24.30 I -7.61 I 0.21 I 4.61 I 0.47 I 2.63 
Ankeny%/RLM% I 16.98% I 34.85% I 219.17% 95.09% 30.24% 80.84% 79.15% 

~":z;ei;..;;;~;~J~~:~~~tj;;1¥:~~~p.J~:~!f;i;r~,J:~~t~:~~~:~~;~_~1~:l}'{~J~:~~~~OJ;ii :f::::::::::::::::•:·••:••·1:•::::::::=: •: I r •• •• ::.:: •· ·•1::::•••:•:::::: \ ::::=::::J::::::=:•• •=:= :t?::::=:=:::::::: •. 
Ankeny Campus # I O I 3 I 2 I O I 2 l O I 0 
Total Ankeny EEs 563 
Ankeny Disabled 7 Statistical Imbalance -8.36% 
~nkeny Campus % 1.24% Person Imbalance 47.05 
RLM# 153,835 Ankeny%/RLM% 12.95% 
RLM% 9.60% Underrepresentation Yes 

DMACC Workforce Data Source: 3/2021 DMACC EEO Report 
Relevant Labor Market and Disability Data Source: US Bureau of the Census (2010 and 2018 Census Data) 
Disability Data Source: Iowans with Disabilities: 2016 (State Data Center of Iowa) 
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Affirmative Action Statistics 
Boone Campus 

EEO Category 1-Ex., Administrative 2-Faculty 3-Other Professionals 4-Tech/Paraprofessionals 5-Sec/Clerical 6-Skilled Craft 7-Service/Maint 
RLM Area Nation Nation Iowa Boone/Story Boone Boone Boone 
Boone Campus I 2 I 43 I 13 I 5 9 I O 5 

t~~1~tl~iJ}t':::::::::!::: ::N':;::910,,:: IJt?rI j, ::: r·;% :/,:,r:::::::::::::6:f:::::::::::::::?:::::j:: +:"°: :: +::::: :;::: :: ::r+tI\ 
Boone Campus% I 50.00% I 60.47% I 53.85% 60.00% I 88.89% I I 0.00% 
RLM # I 2,881,485 J 730,625 l 21 ,090 I 530 J 1,730 I I 505 
RLM% I 50.17% I 49.68% I 47.39% 79.82% I 92.02% I 35.82% 
Statistical Imbalance -0.17% 10.79% 6.45% -19.82% -3.13% -35.82% 
Person Imbalance 0.00 -4.64 -0 .84 0.99 0.28 1.79 
Boone%/RLM% I 99.65% I 121 .72% I 113.62% I 75.17% I 96.60% I I 0.00% 

tt~7fJI?ft%::'.:: !::::::::::::.::::::::t1:;:;::::::::::::::::':::::::::t1::::::=:=:[:=:=:=::::::::=:::::=:ffr:::::: ::::::: :::::::::\:::::::::::::::::::::::::Tr:::::::::::::::::::::::::/:;:;:::::::::?f:;:::::::::::i:::::::::::::::::::::::::=::::;:;:)::::=:=:=:::::I!f:::::::::::::: 
Boone Campus # 1 17 6 2 1 5 
Boone Campus % 50.00% 39.53% 46.15% 40.00% 11 .11% 100.00% 
RLM# 2,861,425 740,185 23,410 134 150 905 
RLM% 50% 50.32% 52.61% 20.18% 7.98% 64.18% 
Statistical Imbalance 0.17% -10.79% -6.45% 19.82% 3.13% 35.82% 
Person Imbalance 0.00 4.64 0.84 -0.99 -0.28 -1 .79 
Boone%/RLM% 100.35% 78.56% 87.73% 198.21% 139.26% 155.80% 
Underrepresentation No Yes No No Yes No 
~-ij~~!t:f:;:::::::::::::::::::::::::::::::::::::::::::;:::::::::::::::::::::::::::::::'.:'.:'.::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::;::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::;::::::::::::::::::::: 
Boone Campus # I O I 3 I O I 4 I O I I 0 
Boone Campus % I 0.00% I 6.98% I 0.00% I 80.00% I 0.00% I I 0.00% 
RLM # I 1,300,630 I 274,295 I 1,895 7 I 15 I 0 
RLM% I 22.65% I 18.65% I 4.26% I 1.05% I 0.80% I I 0.00% 
Statistical Imbalance I -22.65% I -11 .67% I -4.26% 78.95% I -0.80% 0.00% 
Person Imbalance I 0.45 I 5.02 I 0.55 I -3.95 I 0.07 I I 0.00 
Boone%/RLM% 0.00% I 37.41% I 0.00% I 7588.57% 0.00% I #DIV/0! 
Underrepresentation I No I Yes I Yes I No I No I I No°sJ~:~!%;:~z~~r:r~~~~~~~~~l!~t:WQ~r.np~t:~lnt~~ryr~~t~:n9~:~ 6t~b.1e.:by. :~19:¢a~~9or1e.s:6::::::::::/::::::::::::::l;:;:\:::::::::i ::?:::1:::}::::::::::fi:::l?:::::::::::::i:::::::::::::::::~:::::;::=:::::::: 
Total Boone EEs I 76 
Boone Disabled I 0 Statistical Imbalance -9.60% 
Boone Campus % 0.00% Person Imbalance 7.30 
RLM# 153,835 Boone%/RLM% 0.00% 
RLMo/o 9.60% l.Jnderrepresentatio_r,_ Yes 

DMACC Workforce Data Source: 3/2021 DMACC EEO Report 
Relevant Labor Market and Disability Data Source: US Bureau of the Census (2010 and 2018 Census Data) 
Disability Data Source: Iowans with Disabilities: 2016 (State Data Center of Iowa) 8 



Affirmative Action Statistics 
Carroll Campus 

EEO Category 1-Ex., Administrative 2-Faculty 3-Other Professionals 4-Tech/Paraprofessionals 5-Sec/Clerical 6-Skilled Craft 7-Serviced/Maint 
RLM Area Nation Nation Iowa Carroll Carroll Carroll Carroll 
Carroll Campus I 1 I 20 I 7 I o I 4 I O I 3 

;~~~:i;:::::::::::::::::::/::::::!::::::::::i}::1}:!:t ::::::::::::1=: :t[tf? ::J::::::::::::::::::f:fff:'.: '. :'. :'. ::/::)::::::/::::::::::::::::~1t:::::::'.:'.i:::::::::::::l:::::::::::):tf~::::::::::::\:::::::::::::::::::::::::::::::::\:::::::::::::?::f~:~::::::::::::: 
Carroll Cam_e_us # I O I 15 I 5 I O I 4 l I 1 
Carroll Campus % I 0.00% I 75.00% I 71.43% I 100.00% I 33.33% 
RLM # I 2,881,485 I 730,625 I 21,090 I 530 I 1,730 I I 505 
RLM% I 50.17% I 49.68% I 47.39% I 79.82% I 92.02% I I 35.82% 
Statistical Imbalance I -50.17% I 25.32% I 24.04% -79.82% I 7.98% I I -2.48% 
Person Imbalance I 0.50 I -5.06 I -1.68 I 0.00 I -0.32 I I 0.07 
Carroll%/RLM% I 0.00% I 150.98% I 150.71% I 0.00% I 108.67% I 93.07% 

~~!7§:J]it'm::::+'I/::::::}\L:::::::::::::''t:=:':1 '::':::::):::::::::::\':'/1 :':'::/}}';';\::':J::::::::::::::ff':}::::::::::::::: \:c:c tr:: ,dr::::':::::::::::::::::::':::::) :c::::::::;t :: / :: 
Carrc,11 Campus % 100.00% 25.00% 28.57% 0.00% 66.67% 
RLM# 2,861,425 740,185 23,410 134 150 905 
RLM% 49.83% 50.32% 52.61% 20.18% 7.98% 64.18% 
Statistical Imbalance 50.17% -25.32% -24.04% -20.18% -7.98% 2.48% 
Person Imbalance -0.50 5.06 1.68 0.00 0.32 -0.07 
Carroll%/RLM% I 200.70% I 49.68% I 54.31% I 0.00% I 0.00% I 103.87%~!IffJG,,,,,:::::,,,,,,,;;;:,,,,,{ :':',::::,,,,,,:::,,,1,,::/\hd;:J:,,,,,::::,,,/ r ,,,,,,::::,,,,,,:::, I,::::::::::<:'::Ct ,tg,,,,::::::::,,,,,,::::,,,,1,,,,,,,,,,,,,t;::::,:::::+::::::::::,, ,::,,,,,,,,,1,,::::,,::::,,t;:::::,::::::::, 

Carroll Campus % I 0.00% I 5.00% I 28.57% I 0.00% I I 0.00% 
RLM # I 1,300,630 I 274,295 I 1,895 7 I 15 I I o 
RLM% I 22.65% I 18.65% I 4.26% I 1% I 0.80% I I 0.00% 
Statistical Imbalance I -22.65% I -13.65% I 24.31% -1.05% I -0.80% I 0.00% 
Person Imbalance I 0.23 2.73 I -1.70 0.00 I 0.03 I I 0.00 
Carroll%/RLM% I 0.00% I 26.81% l 670.94% I 0.00% I 0.00% I I #DIV/0! 

[fif,f~l1iii!i>ii~~~•~~Jit,i!iP.+li!~~~iit~ ~t..;.b,o bi'Jt,:<ili•sor,estf::::::::::::;:\: :: /f:::: /;;: ':: '(':':::::::::: :\:::::: : \'.::::::: 
Total Carroll EEs I 35 
Carroll Disabled I 1 Statistical Imbalance 
Carroll Campus % 2.86% Person Imbalance 
RLM# 153,835 Carroll%/RLM% 
RLM% 9.60% Underrepresentation 

-6.74% 
2.36 

29.76% 
Yes 

DMACC Workforce Data Source: 3/2021 DMACC EEO Report 
Relevant Labor Market and Disability Data Source: US Bureau of the Census (2010 and 2018 Census Data) 
Disability Data Source: Iowans with Disabilities: 2016 (State Data Center of Iowa) 9 



Affirmative Action Statistics 
Newton Polytechnic Campus 

EEO Category 1-Ex., Administrative 2-Faculty 3-Other Professionals 4-Tech/Paraprofessionals 5-Sec/Clerical 6-Skilled Craft 7-Serviced/Maint 
RLM Area Nation Nation Iowa Jas_eer Jasper Jasper Jasper 
Newton Campus 1 22 I 7 0 3 I O 5 

~:Ctt;:tJs :: : :: N~tt0 

:) +?,°i
81

fl? ; t':f ; ;! :Jih?:::c::::::::j:: :):f:5:: : :::::: : j"::::::::::/ 'l%:::: ? 
Newton_fampus % 0.00% I 68.18% I 71.43% 0.00% I 100.00% I 0.00% 
RLM # I 2,881,485 I 730,625 I 21 ,090 I 445 I 1,520 I I 429 
RLMo/o 50.17% I 49.68% I 47.39% 80.18% I 91.29% I 33.52% 
Statistical Imbalance -50.17% 18.51% 24.04% -80.18% 8.71% -33.52% 
Person Imbalance 0.50 -4.07 -1.68 0.00 -0.26 1.68 
Newtono/o/RLMo/o I 0.00% I 137.26% I 150.71% I 0.00% I 109.54% I I 0.00% ~:1ffil:!i :=) =::::::::::::: ::!:;':=:: ::::::::::: /:/ XJ::'::::::)=::::: ::::::::::::?fr::::::::::::::::::i= ::::::::t'::::c:XJ:::::? :::::::::::::: i: ::: lf :::::::: :,j:: :::::::::::::t ::,:j:::::;:;:,::;::{~\::::::::::::: 
Newton Campus % 100.00% 31 .82% 28.57% 0.00% 100.00% 
RLM# 2,861,425 740,185 23,410 105 145 851 
RLMo/o 49.83% 50.32% 52.61% 18.92% 8.71 % 66.48% 
Statistical Imbalance 50.17% -18.51 % -24.04% -18.92% -8.71% 33.52% 
Person Imbalance -0.50 4.07 1.68 0.00 0.26 -1 .68 
Newtono/o/RLMo/o I 200.70% I 63.23% I 54.31% I 0.00% I 0.00% I I 150.41% 

s~~rt!:JL::'i':::::::::::::::::tf :=:::::::::::::':! ::::=:;: :::: :=::::::::::::::r; ::::::::::::::::!: :::::::::::::::::::::t'J:::::: ::::::::::::::::::\:::::,:::::=t;::::,;::::,:::: ,==:::: ,: ::::::::::::::\:=:/;::;:,:::::i~:::::::::::::::::; 
Newton Campus % 0% 4.55% 29% 0.00% 0.00% 0.00% 
RLM# 1,300,630 274,295 1,895 15 5 85 
RLMo/o 22.65% 18.65% 4.26% 2.70% 0.30% 6.64% 
Statistical Imbalance -22.65% -14.10% 24.31% -2.70% -0.30% -6.64% 
Person Imbalance 0.23 3.10 -1 .70 0.00 0.01 0.33 
Newtono/o/RLMo/o I 0.00% I 24.37% I 670.94% I 0.00% I 0.00% I 0.00% 

:~nl$d;.':;lP';!~~tatdiOTl . .. 1... .. """"..r:io_c·...... .I., ...Y:s "" 'd'' t ' .... .... .'!~I ' ...'r-t:'ol,.. .. .. .,.. .. ."'!o_..... ... ... . .1. .. . ... ~?..... .. J____ _. ........ . _.I ...... . . . "'!~........ .~e=~-:t:~;~:-~~f!'~Jl~~~!:li~_1!~~:gY: -.•-~~~~;r~~-~::t :~,:•,·r ~•f:i:~~:~v~~l6~1~•~Y: •~~---·tt~g~r:i~~ •:::::::g::::::::::::f:::::::::::::l::::::::::::::::6:::::::::::::::i::::::::::::::::::::::::::::::•:•t•:•:•:•:•::::::::::~:::::;:;::·:::•:•:•: 
Total Newton EEs I 38 
Newton Disabled 0 Statistical Imbalance 
Newton Campus % 0.00% Person Imbalance 
RLM# 153,835 Newtono/o/RLMo/o 
RLMo/o 9.60% Underrepresentation 

-9.60% 
3.65 

0.00% 
Yes 

DMACC Workforce Data Source: 3/2021 DMACC EEO Report 
Relevant Labor Market and Disability Data Source: US Bureau of the Census (2010 and 2018 Census Data) 
Disability Data Source: Iowans with Disabilities: 2016 (State Data Center of Iowa) 10 



Affirmative Action Statistics 
Urban Campus 

EEO Category 1-Ex., Administrative 2-Faculty 3-Other Professionals 4-Tech/Paraprofessionals 5-Sec/Clerical 6-Skilled Craft 7-Serviced/Maint 
RLM Area Nation Nation Iowa 5 counties 5 counties 5 counties 5 counties 
Urban Campus I 3 I 52 I 30 I 1 I 21 I 1 I 9 

;~:i,:~::::::::::::::::::;:;:;:;:;:;:\::::::::tl Z1t7If::::::::::::=:L}t?;:f~?::1::::::::::::::::::t'\f:~f::::::::::::::::::!:::::::::::t=:=:tt ;J~:~::::::::::::;:;:;:;:;:;:\:::::::::::~\P~::::::::::\::::::::::::rt?:::::::::::i::::::::::::::~:t~~:f::::::::::::: 
Urban Campus# I 1 I 34 I 17 I 1 I 18 I O I 4 
Urban Campus % 33.33% 65.38% 56.67% 100.00% 85.71% 0.00% 44.44% 

RLM# 2,881,485 730,625 21,080 6,840 18,340 792 4,076 

RLM% 50.17% 49.68% 47.37% 75.58% 85.52% 9.93% 33.10% 
Statistical Imbalance -16.84% 15.71% 9.30% 24.42% 0.19% -9.93% 11.35% 
Person Imbalance 0.51 -8.17 -2.79 -0.24 -0.04 0.10 -1.02 
Urban%/RLM% I 66.43% I 131.62% I 119.62% I 132.31% I 100.23% I 0.00% I 134.28% 

tti$.1f77?tff::::::::\::::::::::::::::::::m~::::::~:/::::::::!::::::::::?f:::::::::::!:::::::;::::::::::::::f:t::::::;:;:;:::;:::::::!:::::::;:;:;:::::;:;:;:::::Zf:::::::::::::::::::::::::::\;::::::;:;::::f { ::::::::=:=:=:l:=::::::::::::tt:::::::::::::::\:::;:;:;::::::::?f:=:=:=::::::::::: 
Urban Campus # I 2 I 18 I 13 I O I 3 I 1 I 5 
Urban campus% I 66.67% I 34.62% I 43.33% 0.00% I 14.29% I 100.00% I 55.56% 
RLM # I 2,861,425 I 740,185 I 23,410 I 2,210 I 3,105 I 7,180 I 8,239 
RLM% I 49.83% I 50.32% I 52.61% I 24.42% I 14.48% I 90.07% 66.90% 
Statistical Imbalance 16.84% -15.71% -9.27% -24.42% -0.19% 9.93% -11.35% 
Person Imbalance -0.51 8.17 2.78 0.24 0.04 -0.10 1.02 
Urban%/RLM% I 133.80% I 68.78% I 82.37% I 0.00% I 98.67% I 111.03% I 83.04%

;!~:rff"": +, :':':':: ::::\~::::::,:::;':'::::'/'/ =\~;::>c\:::/c;:::;;=:::Zf :/, / :'/ :l/:':\\::::::::d~t:/://::':"!':':1':il:':lf :::::::::':'::i::::::::=:/J:::?::::'):=r= ==:/ ]:,:::::':::':':' 
Urban Campus% I 33.33% I 23.08% I 30.00% I 0.00% I 14.29% I 0.00% I 44.44% 
RLM # I 1,300,630 ] 274,295 I 1,895 I 385 I 1,525 I 1,038 2,840 
RLM% I 22.65% I 18.65% I 4.26% I 4.25% I 7.11% I 13.02% I 23.06% 
Statistical Imbalance I 10.69% I 4.43% I 25.74% I -4.25% I 7.17% I -13.02% I 21.38% 
Person Imbalance I -0.32 -2.30 I -7.72 I 0.04 I -1.51 I 0.13 I -1.92 
Urban%/RLM% I 147.18% I 123.74% I 704.49% I 0.00% I 200.89% I 0.00% I 192.72% 
Underrepresentation I No \ No I No I No \ No \ No \ Noe~:~t~:~

5
U:8~fr:~r~~~~i~ili>.tj:~y~~~P.l)$:f'~~e:i~=:d,t~:~~~:~~~(~tf9Y::~~Q::t ~~g~ri~~:::::;:::g::::::::::::::::::::::::::::/:=:::::::::::::: ~:::::::::::::::: 

1 
:::::::;;::::::::t=::::::::::::::i::::::::::::::::::f :::/:::::::::: 

Total Urban EEs I 117 
Urban Disabled I 0 Statistical Imbalance 
Urban Campus % 0.00% Person Imbalance 
RLM# 153,835 Urban%/RLM% 
RLM% 9.60% Underrepresentation 

-9.60% 
11.23 
0.00% 
Yes 

DMACC Workforce Data Source: 3/2021 DMACC EEO Report 
Relevant Labor Market and Disability Data Source: US Bureau of the Census (2010 and 2018 Census Data) 
Disability Data Source: Iowans with Disabilities: 2016 (State Data Center of Iowa) 11 



Affirmative Action Statistics 
West Campus 

EEO Category 1-Ex., Administrative 2-Faculty 3-Other Professionals 4-Tech/Paraprofessionals 5-Sec/Clerical 6-Skilled Craft 7-Serviced/Maint 
RLM Area Nation Nation Iowa 5 counties 5 counties 5 counties 5 counties 
West Campus I 1 I 16 I 4 I O I 4 I O I 3 

;~~~!:-:~:::::::::::::::::::::::::::::!::::::::::::::;{ttn~::::::::::::::':::
1:"t?:f~:?:::!::::::::::::::::::t}~g:::::::::::::::::!::::::::::::::::::::::::::::::::::::::::::::::::::::::::::::!::::::::::~ttf:::::::::i::;:;:;:;:::::::;:;:;:;:;::::::::::\::::::::::::::~:f::f~}::::::::::::: 

West Campus # I O I 11 I 2 I l 4 I I 1 
West Campus% I 0.00% I 68.75% I 50.00% 100.00% I 33.33% 
RLM # 2,881,485 I 730,625 I 21,090 I I 18,340 I I 4,076 
RLM% I 50.17% I 49.68% I 47.39% I I 85.52% I I 33.10% 
Statistical Imbalance I -50.17% I 19.07% I 2.61% I 14.48% I 0.24% 
Person Imbalance I 0.50 I -3.05 I -0.10 I I -0.58 I I -0.01 
Westo/o/RLM % 0.00% 138.40% 105.50% 116.93% 100.71%

~Iffff;mr,,j,,,, ,::::, ec: r;t ""':::"' +,,:tf,t':!t:::::::,:t::tJ::::::::::::'?' ,jrt:::t, ,: ,,::c:::/:::::t:,,,;::'::::c:::::; ,,,:::t:c:\:,,/,,,,rr?:::?:::),,,,::::::': ,\t":'::'::::: 
West Campus% I 100.00% I 31.25% I 50.00% I I 0.00% I I 66.67% 
RLM # I 2,861,425 I 740,185 I 23,410 I I 3,105 I I 8,239 
RLM% 49.83% I 50.32% I 52.61% I I 14.48% I I 66.90% 
Statistical Imbalance 50.17% -19.07% -2.61% -14.48% -0.24% 
Person Imbalance -0.50 3.05 0.10 0.58 0.01 
Westo/o/RLM % 200.70% I 62.10% I 95.04% I I 0.00% I I 99.65%

ii~Zfp%:,,,\,::::::::,,,:::::i:~J:,:,,,,,,,,,::::,:,,:), ''::::~r:i:,,,:,,,:::::, :::::::!J ,, ::::, , :::::::f,::::::::::::: :,, ,,,,,,,,:::::::::::::: ,::::: ,,(,,:,,,,:::ZF:::::::dr:,::::,,::::::::::::::::',,,:(,,,,,,,,:::::,,/';:,,,,,,,,,:::::: 
West Campus % I 0.00% I 0.00% I 0.00% I I 0.00% I I 66.67% 
RLM # 1,300,630 I 274,295 I 1,895 I I 1,525 I I 2,840 
RLM% I 22.65% I 18.65% I 4.26% I I 7.11% I I 23.06% 
Statistical Imbalance I -22.65% I -18.65% I -4.26% I I -7.11% I 43.61% 
Person Imbalance I 0.23 2.98 I 0.17 I I 0.28 I I -1.31 
Westo/o/RLM % I 0.00% I 0.00% I 0.00% I I 0.00% I I 289.08% 

~~:.:;lrM:r~:rn:~~f.~~~~~~q~if~i:ifriµJ:sj~9;r~~M:~~t~#?(~~z;pi~:~i~J.:~tegotl~if :::::::::::::::::'.:::::::::::::i::::::::::::::tr:::::::::::::!:::::::::::::::::::::::=::::;:;:::i:::::::::::::::::}f:::t:i:::::::: 
West Cam_eus # 1 0 I O I O I O l O I I 0 
Total West EEs I 28 
West Disabled I 0 Statistical Imbalance -9.60% 
West Campus % 0.00% Person Imbalance 
RLM# 153,835 West%/RLM% 
RLM% 9.60% Underre_presentation 

2.69 
0.00% 
Yes 

DMACC Workforce Data Source: 3/2021 DMACC EEO Report 
Relevant Labor Market and Disability Data Source: US Bureau of the Census (2010 and 2018 Census Data) 
Disability Data Source: Iowans with Disabilities: 2016 (State Data Center of Iowa) 12 



Goals 

When under-representation exists, the Administrative Code requires that 
numerical hiring goals be developed. These goals are not to be treated as rigid 
quotas and may not be used to exclude groups from the hiring process. They are, 
instead, to be treated as "reasonable aspirations toward correcting imbalance in 
the agency's work force." 

For job categories with under-representation, the total goal for the plan years of 
FY20 and FY21 shall be to have one or 20% of new hires, whichever is greater, 
from the underrepresented group(s). Progress towards increasing the employees 
in underrepresented groups will be a continuous goal with the intent of having the 
DMACC labor force match the 80% standard of the availability within the current 
labor market. 

The time needed to reach these long term goals shall depend on the actual 
number of vacancies that occur within each group as well as labor market 
conditions. In occupational categories where the percentage of under
representation is high, it can be expected that the time needed to reach the long 
term goals shall be longer. 

See Supplement (page ??) for a report of progress towards the plan goals in 
2019 and 2020. 

Qualitative Analysis 

Recruitment 
Standard procedures shall be followed in the recruitment of applicants for Regular 
employment. Recruitment activities may include, but are not limited to, the 
distribution of Employment Opportunity postings, the placement of employment 
advertisements in newspapers, other publications, and various national websites, 
and the announcement of vacancies on the DMACC website. The national 
websites are constantly monitored using analyticaJ data to evaluate number of 
applicants accessing DMACC's on line application through the specific website. 
Departments also have the option to use job sites that target specific groups and 
geographical areas. 

DMACC has expanded advertising efforts by informing the Greater Des Moines 
Partnership of our job postings, increasing advertising in Indeed and 
HigherEdJobs.com. and reducing advertising efforts with the Des Moines 
Register. Social media outreach opportunities also increased by using Facebook 
and Linkedln opportunities. 

Recruitment activities for regular positions and employment advertising for all 
positions shall be coordinated by Human Resources. Advertisements shall include 
an "Equal Employment Opportunity/Affirmative Action Employer" (EEO/AA) 
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clause. Generally, Regular vacancies shall be announced through Employment 
Opportunity postings. Postings shall include specific job related information such 
as job summary, essential functions, qualifications, salary and benefits. In addition, 
postings shall contain a nondiscrimination clause, application procedures, and 
general information about the College. Also, all job postrngs include as a desired 
qualification: "Demonstrated effectiveness working with populations having diverse 
values, and/or coming from varied cultures and backgrounds." 

In an effort to increase faculty of color at the College, DMACC has continued to 
collaborate with Iowa State University to increase the pool of minority Adjunct 
instructors at DMACC. The practice of utilizing qualified ISU doctoral students as 
DMACC Adjunct instructors was formalized, with emphasis on graduate students 
of color. The desired outcome is that the Adjunct instructors will apply for available 
regular positions at DMACC as they become available. 

DMACC entered into a memo of agreement (MOA) with the Iowa Department of 
the Blind (IDB), Veteran's Administration (VA) and Iowa Vocational Rehabilitation 
Services (IVRS) several years ago in an effort to increase the numbers of persons 
with disabilities employed on all bMACC campuses. Representatives from 
DMACC Human Resources and IVRS are currently developing strategies to be 
used by the MOA parties to increase the pool of disabled candidates in all areas 
of recruitment. The MOA parties will also explore opportunities for internships and 
apprenticeships in an effort to provide disabled clients of IDB, VA and IVRS with 
the training necessary to increase their hiring potential. 

DMACC has partnered with Easter Seals of Iowa to bring the Project SEARCH 
program to DMACC. Project SEARCH is a nine month program that provides 
individuals with disabilities the opportunity to participate in three different ten week 
internships at DMACC. The goal of Project SEARCH is to simulate a true work 
environment as much as possible. 

Project SEARCH utilizes a combination of classroom instruction coupled with 
workplace internships to prepare individuals with disabilities for competitive 
employment. This program is primarily intended to help participants gain skills and 
work experience. DMACC is the first site outside a hospital setting in Iowa and the 
only community college in the United States to host a Project SEARCH site. 

Hiring Process 

The College provides a Supervisory Excellence Training Series for all supervisors. 
The series includes a session on the hiring process and interviewing skills. In 
addition, Human Resources staff conducts hiring and interviewing workshops on 
all six campuses for staff and faculty. Human Resources staff also work 
individually with supervisors and interview committee chairs throughout the hiring 
process. 

14 



A standardized hiring process is used by the College to assist and guide 
supervisors and screening committees through the employee selection process. 
The process attempts to insure that screening criteria are job related and that all 
applicants for a specific vacancy are screened against identical criteria. Selection 
recommendations and decisions shall be guided by the employee selection 
process, be made as objectively as possible, and meet the legal and philosophical 
tenets of equal employment opportunity and affirmative action. 
Screening Committees are generally used when the College hires new 
employees. The role of the screening committee is to assist in narrowing the 
field of candidates. The screening committee will make recommendations to the 
supervisor but the supervisor shall retain responsibility for making the final 
selection recommendation. 

During the application review process, the qualifications of all applicants shall be 
screened against the position requirements and ratings documented for all 
applicants. 

A structured interview process shall be used to ensure that all applicants are asked 
the same core questions. The questions shall be restricted to job-related 
information and free of illegal inquiries. 

If there is an affirmative action requirement for the position (e.g. the campus 
vacancy is in a job category which shows under-representation), the Affirmative 
Action Officer or designee, shall review the applications and screening materials 
before interviews are offered and before job offers are extended to ensure that 
equal employment opportunity and affirmative action have been appropriately 
provided. 

This process has proven to be beneficial in addressing under-represented areas 
in the hiring process as several screenings have been asked to include candidates 
identified by the Affirmative Action Officer over the last years. When providing 
affirmative action , the applicant's underrepresented status has been considered 
as a "plus" factor, one of the positive selection criteria to be considered when 
deciding which applicant is best suited for the position. 

Promotion, Transfer, Demotion, Discharge, and Layoff 

Current regular employees who wish to be considered for a posted vacancy must 
follow the same application process as external applicants, completing an 
application and submitting it prior to the posted deadline. For Support Staff 
positions, if fewer than six candidates are selected for interviews, the supervisor 
must interview at least the two Regular Support Staff applicants with the greatest 
seniority who meet the vacancy qualifications. Faculty members applying for a 
transfer shall be guaranteed an interview if they meet the vacancy qualifications. 

15 



Objective criteria such as performance evaluations shall be used in making 
demotion, discharge, or layoff decisions. For purposes of layoffs, Support Staff 
employees with the best written evaluations and seniority shall be retained. 
Seniority sh~II be the deciding factor when evaluations are comparable. 
Determination of Faculty to be laid off shall be based upon competency as defined 
by their collective bargaining agreement. Seniority shall be the controlling factor in 
the layoff of faculty if performance is determined to be equal and fulfillment of the 
requirements of the Quality Faculty Plan have been met. 

Working Conditions and Compensation 

The Human Resources Procedures and Affirmative Action Plan shall be available 
to all employees. It is posted on DMACC's webpage. 

Job descriptions shall be maintained for all regular non-faculty positions. A Job 
Evaluation Committee shall evaluate job descriptions using a point method of job 
evaluation. Assignment of a regular non-faculty position to a pay grade shall be 
determined by the position's job evaluation points and the existing salary structure. 

Individual job descriptions are not maintained for faculty positions, but a standard 
list of duties and the minimum and desirable education and experience 
requirements may be found on individual job postings. Initial placement of new 
faculty on the faculty salary schedule shall be made following evaluation of the 
new employee's professional experience, training received in industry, college 
credits earned, and directJy related work experience. 

Support Staff shall be hired at a rate of pay as required by their collective 
bargaining agreement. Administrative/Professional and Confidential Clerical 
employees shall be hired at the minimum rate of the assigned pay grade unless 
education, training, and/or experience beyond the minimum requirements of the 
position warrant an advanced rate. 

Each Regular employee shall be evaluated by his/her supervisor as required by 
College procedure. The evaluation shall be documented on the appropriate 
College performance evaluation form. The employee shall be asked to sign the 
completed evaluation form to indicate that the evaluation has been discussed. The 
completed evaluation shall be placed in the employee's personnel file. 

Exit interviews are offered to all Regular employees. A summary of the interviews 
shall be reviewed by the Executive Director, Human Resources and discussed with 
the appropriate supervisor and/or administrative staff as needed. Periodic 
summaries of exit interviews will be shared with Vice Presidents. 
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Discrimination Complaint Procedure 

The Discrimination Complaint Procedure establishes a process for registering 
complaints by employees, applicants, and students who believe the College 
policies and procedures on equal opportunity in employment and education have 
been violated, resulting in discriminatory treatmeht 
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SUPPLEMENTS 



Number: 106 Page 1 DMACC Section: Community College 

~~- BOARDPOLICY Subject: Equal Education Opportunity 

Des Moines Area Community College shall not engage in nor allow discrimination as defined by law 
against any person, group or organization: Nondiscrimination Statement 

A grievance procedure exists for processing discrimination complaints. Complaint forms may be obtained 
from the campus provost offices, the academic dean's office, the judicial officer, the EEO/AA officer, or 
Human Resources. 

ADA questions and concerns may be directed to: 

Section 504/ADA Coordinator 
2006 S Ankeny Blvd. Bldg. 6 
Ankeny, IA 50023 
(515) 964-6857 
dso@dmacc.edu. 

Title IX questions and concerns may be directed to: 

Title IX Coordinator 
2006 S Ankeny Blvd. Bldg. 1 
Ankeny, IA 50023 
(515) 964-6216 
Title9@d mace. edu. 

Questions or complaints about this policy may be directed to: 

Director of the Office of Civil Rights 
U.S. Department of Education 
Citigroup Center 
500 W. Madison, Suite 1475 
Chicago, IL 60661-7204 
(312) 730-1576, fax (312) 730-1576 
OCR.Chicago@ed.gov. 

The Board requires all persons, agencies, vendors, contractors and other persons and organizations 
doing business with or performing services for the College to subscribe to all applicable federal and state 
laws, executive orders, rules and regulations pertaining to contract compliance, non-discrimination, and 
equal opportunity. 

Cross Reference: 
HR3000 Equal Employment Opportunity/Affirmative Action 
HR3010 Discrimination Complaint Procedure 
HR3015 Reasonable Accommodations - Disability 
HR3020 Reasonable Accommodations - Religion 
ES461 ODisability Services 
ES4612 Title IX Non-Gender Discrimination/Pregnancy and Lactation 
?4000 Nondiscrimination - Students 

Adopted: 

Reviewed: September 10, 2019 
18Revised: 
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Number: 107DMACC Section: Community College 
11:o~l:lf~~UEGE- BOARD POLICY Subject: Sexual Harassment 

In accordance with Title IX of the Education Amendments Act of 1972, the Des Moines Area Community 
College (the "College") prohibits sex discrimination, including sexual harassment, against any individual 
participating in any education program or activity of the College. This prohibition on discrimination applies 
to students, employees, and applicants for admission or employment. 

Any individual with questions about the College's Title IX policy and procedures, or who would like to 
make a report or file a formal complaint of sex discrimination or sexual harassment may contact the 
College's designated Title Coordinator, Debbie McKittrick, Judicial Officer & Title IX Coordinator at 2006 
S. Ankeny Blvd, Bldg. 1, Ankeny, IA 50023, phone 515/964-6216, Title9@dmacc.edu. 

The College will utilize this Policy and Procedure to respond to all claims of sex discrimination or sexual 
harassment as defined in Section II of this policy. If the College determines that a report or complaint 
does not allege conduct within the scope of Title IX, it may still proceed to investigate or respond to that 
report or complaint under any other applicable College policy or procedure. 

DEFINITIONS 

A. Sexual harassment means unwelcome behavior or conduct (physical, verbal, written, electronic) 
that is directed at someone because of that person's sex or gender, and that meets any of the 
following definitions: 

1. "Quid Pro Quo" Harassment. A College employee explicitly or implicitly conditions the 
provision of an aid, benefit, or service of the College on an individual's participation in 
unwelcome sexual conduct; OR 

2. Hostile Educational/Work Environment. Unwelcome conduct determined by a reasonable 
person to be so severe, pervasive, and objectively offensive that it effectively denies a person 
equal access to the College's education program or activity; OR 

3. Sexual assault. An offense that meets the definition any one of the following offenses: 

• Rape: the penetration, no matter how slight, of the vagina or anus, with any body part or 
object, or oral penetration by a sex organ of another person without consent of the victim; 

• Fondling: the touching of the private body parts of another person for the purpose of 
sexual gratification without consent of the victim; 

• Incest: sexual intercourse between persons who are related to each other within the 
degrees wherein marriage is prohibited by law; or 

• Statutory rape: sexual intercourse with a person who is under the statutory age of 
consent; OR 

4. Stalking: 

• Purposefully engaging in a course of conduct directed at a specific person ("target") that 
would cause a reasonable person to fear bodily injury to, or the death of, the target or a 
member of the target's immediate family; 

• when the person ("stalker'') knows or should know that the target will be placed in 
reasonable fear of bodily injury to, or the death of, the target or a member of the target's 
immediate family by the course of conduct; and 

• the stalker's course of conduct induces fear in the target of bodily injury to, or the death 
of, the target or a member of the target's immediate family; OR 
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Number: 107DMACC Section: Community College 
1/ff~~~LLEGE- BOARDPOLICY Subject: Sexual Harassment 

5. Datin_g Violence: violence committed by a person who is or has been in a social relationship 
of a romantic or intimate nature with the victim. The existence of such a relationship shall be 
determined based on a consideration of: 
• The length of the relationship. 
• The type of relationship. 
• The frequency of interaction between the persons involved in the relationship; OR 

6. Domestic Violence: any felony or misdemeanor crime of violence committed: 
• By a current or former spouse or intimate partner of the victim; 
• By a person with whom the victim shares a child in common; 
• By a person who is cohabiting with, or has cohabited with, the victim as a spouse or 

intimate partner; 
• By a person similarly situated to a spouse of the victim under the domestic or family 

violence laws of the State of Iowa; or 
• By any other person against an adult or youth victim who is protected from that person's 

acts under the domestic or family violence laws of the State of Iowa. 

8. Consent means knowing and voluntary agreement to engage in conduct or an activity with 
another individual. Silence or an absence of resistance does not imply consent. Past consent to 
engage in conduct or an activity does not imply future consent; consent can be revoked at any 
time. An individual who is incapacitated (e.g., when a person is asleep, unconsciousness, under 
the influence of drugs or alcohol, or disability) cannot give consent. Coercion, force, or the threat 
of either invalidates consent. Under no circumstances can a student give consent to engage in 
any sexual conduct or activity with an employee of the College. 

C. Complainant means any person who alleges that they have been subjected to sexual 
harassment as defined by this Policy. At the time of filing a formal complaint, a complainant must 
be participating in or attempting to participate in the College's education program or activity. 

D. Respondent means any person who has been reported to be the perpetrator of conduct that 
could constitute sexual harassment under this Policy, and over whom the College is able to 
exercise substantial control. 

POLICY SCOPE 

This Policy applies to all persons participating in any program or activity of the College, including students 
and employees and applicants for employment and applicants for admission. Under Title IX, the College 
has jurisdiction over locations, events or circumstances over which it substantially controls the 
Respondent and the context in which the harassment occurs. The College's jurisdiction is limited to 
conduct against a person that occurs in the United States. 

Any person may make a report of sexual harassment to the College's Title IX Coordinator. 

CONFIDENTIALITY 

The College is committed to creating an environment in which those who have experienced sexual 
harassment are encouraged to come forward, while also protecting the privacy of all involved in an 
investigation. It is important that those reporting sexual harassment understand the limits on confidentiality 
of the individual who they may contact for such assistance. Different people, depending on their positions, 
have different obligations with regard to confidentiality. Under Iowa law, communications with some 
individuals are confidential. Those who want to maintain confidentiality should always confirm whether 
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confidentiality applies to the communication before they make the communication. Generally, confidentiality 
applies when seeking outside services from the following persons: 

• Trained and statutorily certified victim's advocates; 
• Licensed psychological counselors or health care providers; 
• A personal attorney representing the victim; and/or a 
• Religious/spiritual counselor. 

The College will keep confidential the identity of any individual who has made a report or complaint of 
sexual harassment, or has been identified as the perpetrator or respondent to any such report or complaint, 
or is a witness to any complaint or investigation, except as required to carry out the purposes of this Policy 
(including the conduct of any investigation, hearing, or judicial proceeding), applicable law, or as permitted 
by the Family Educational Rights and Privacy Act ("FERPA"), 20 U.S.C. § 1232g. 

However, complaints about violations of this Policy will be handled in strict confidence, with personally 
identifiable information protected and information made available only to those who need to know in order 
for the College to promptly and thoroughly investigate and resolve the matter. The College must balance 
the needs of individual students with its obligation to protect the safety and well-being of the community at 
large. 

The College will also keep personally identifiable information out of public recordkeeping, including the 
College's Annual Security Report of Crime Statistics under the Clery Act. 

Adopted: August 10, 2020 

Reviewed: 

Revised: 
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Consensual relationships between an employee .and student, or between employees that may create the 
appearance of impropriety are considered contrary to the interest of the College and the public interest 
which it serves. That conduct includes behavior that may be perceived as a conflict of interest, coercion, 
favoritism, or bias in an academic, counseling, evaluative, or supervisory situation. Personal 
nonprofessional relations between employees or between employees and students with whom they also 
have a counseling, academic, evaluative, or supervisory role create the appearance of impropriety even 
when the relationship is genuinely consensual. 

Therefore, employees are advised against participating in consensual rela tionships with studehts enrolled 
in their classes or with students or employees whom they otherwise evaluate, grade, counsel, or 
supervise . Similarly, employees may not evaluate, grade, counsel, or supervise students or employees 
with whom they currently have a consensual relationship. Whenever such a situation arises, employees 
are required to report the situation immediately to the appropriate supervisor. The supervisor shall take 
effective steps to ensure unbiased supervision or evaluation by another employee. 

The respect and trust accorded an employee by a student, as well as the power exercised by the 
employee in an academic, counseling, evaluative or supervisory role, make the relationship susceptible to 
exploitation and may compromise the Integrity of the institution. 

Legal Reference: 
Iowa Code Section 260C.14(5) 

Cross Reference: 
Procedure HR3006 - Consensual Relationships 

Adopted: June 12, 1995 

Reviewed: 2005,2011,2020 

Revised: January 10, 2000 
August8,2005 
October 10, 2011 
September 14, 2020 
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Des Moines Area Community College HR 3000 
HUMAN RESOURCES PROCEDURES 

Section: EEO/AA 
Subject: Equal Employment Opportunity/Affirmative Action 
Number: HR 3000 

I. Institutional Regulations 

A. Equal Employment Opportunity 

The philosophy and Intent of equal employment opportunity is to provide all individuals the 
assurance that employment decisions will be made without regard to race, color, national origin, 
creed, religion, sex (including pregnancy), sexual orientation, gender identity, age, disability, 
genetic information, and, to the extent covered by law, veteran status. Des Moines Area 
Community College firmly believes in and supports this philosophy. 

The College shall provide equal employmen1 and advancement opportunity in all personnel 
activities involving Regular employees, including recruitment, hiring, transfer, promotion, reduction
in-force (layoff), reinstatement, compensation, benefits, training and education, tuition assistance, 
and social and recreational programs. Reasonable accommodations shall be made for religious 
needs and for individuals with disabilities. 

The College shall also provide equal employment opportunities to applicants for employment and to 
Adjunct, Temporary and Student employees. 

B. Affirmative Action 

In dedicating itself to establishing a work environment free from discrimination, the College shall 
take specific affirmative actions to ensure successful achievement of a nondiscriminatory 
employment program. When members of a racial/ethnic minority group, women., men, or persons 
with disabilities are underrepresented in a job classification within the College's Regular workforce, 
the College shall take affirmative measures related to the recruitment, appointment, assignment, 
and advancement of Regular employees, and applicants for Regular employment, in accordance 
with applicable law. 

II. Procedure 

A. Des Moines Area Community College shall not engage in nor allow discrimination covered 
by law against any person, group or organization. This includes in its programs, activities, 
employment practices, or hiring practices, and harassment or discrimination based on 
race, color, national origin, creed, religion, sex, sexual orientation, gender identity, age, 
disability, genetic information (in employment). and actual or potential parental, family 
or marital status. Veteran status in educational programs, activities, employment 
practices, or admission procedures is also included to the extent covered by law. 

Individuals who believe they have been discriminated against may file a complaint through 
the College Discrimination Complaint Procedure (HR3010). Complaint forms may be 
obtained from the Campus Provost's office, the Academic Deans' office, the Judicial 
Officer, or the EEO/AA Officer, Human Resources. ADA questions and concerns may be 
directed to the Section 504/ADA Coordinator at 2006 S Ankeny Blvd, Bldg 6, Ankeny, IA 
50023, phone 515/964-6857, dso@dmacc.edu. Trtle IX questions and concerns may be 
directed to the Title IX Coordinator at 2006 S Ankeny, Blvd, Bldg 1, Ankeny, IA 50023, 
phone 515-964-6216, Title9@dmacc.edu. Questions or complaints about this policy may 
be directed to the Director of the Office of Civil Rights. U.S. Department of Education, 
Citigroup Center, 500 W. Madison, Suite 1475, Chicago, IL 60661-7204, phone 312/730-
1576, fax 312/730-1576, email OCR.Chicago@ed.gov. 
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B. The Executive Director of Human Resources shall be designated as the College 
EEO/AA Officer. She/He shall be responsible for ensuring that equal employment 
opportunity policies and procedures are adhered to and that affirmative actions are 
appropriately and aggressively implemented. 

C. An Affirmative Action Committee may be appointed to assist the College in its affirmative action 
efforts. 

D. The College shall develop an Affirmative Action Plan to guide its efforts toward ensuring a 
nondiscriminatory employment program. The Plan shall require Board approval and shall 
be updated biannually. 

1. College supervisors shall be responsible for demonstrated leadership in the 
implementation of the College Affirmative Action Plan and shall be actively 
involved in the achievement of its objectives. 

2. College employees shall be expected to demonstrate sensitivity to and respect 
for all employees and to demonstrate commitment to College EEO/AA policies, 
procedures and the Affirmative Action Plan in spirit as well as in actions. 

3. The Affirmative Action Plan shall be on file in Human Resources, available on the 
Human Resources website and in each campus library. 

APPROVED: Date: October 1, 2002 
Executive Director, Human Resources Revised: January 1, 2005 

November 1, 2010 
March 1, 2011 
October 1, 2014 
March 24, 2016 
February 21, 2017 
September, 11, 2017 
March 1, 2019 

Cross Reference: Board Policy 3020 
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Des Moines Area Community College HR 3005 
HUMAN RESOURCES PROCEDURES 

Section: EEO/AA 
Subject: Harassment 
Number: HR3005 

I. Institutional Regulations 

Harassment based upon an individual's race, color, national origin, creed, religion, sex, sexual orientation, 
gender identity, age, disability, genetic information, actual or potential parental, family or marital status or, to 
the extent covered by law, veteran status is a form of discrimination. The harassment of College 
employees, students and applicants for employment by supervisors, faculty, students, colleagues 0r College 
business associates is prohibited. In addition, discrimination, harassment, and/or retaliation of or against an 
individual because of an association with someone with a protected characteristic is also prohibited. 

II. Procedure 

A. Harassment 

Harassment is verbal 0r physical conduct or graphic display which is unwelcome, severe, offensive 
or shows malice toward an individual because of their race, color, national origin , creed, religion, 
sex (including pregnancy), sexual orientation, gender identity, age, disability, genetic information, 
actual or potential parental , family or marital status or, to the e.xtent covered by law, veteran status. 
Examples of prohibited behavior include: 

1. Abuse that diminishes the dignity of an individual through insulting or degrading remarks 
or conduct such as but not limited to racial or ethnic slurs, written or graphic material, 
vandalism, threats, physical contact or pranks which show malice or ridicule toward an 
individual or group, jokes which are demeaning to a racial or religious group, or to a 
particular nationality, or to one's sex; 

2. Threats, demands or suggestions that an employee's work status, a student's academic 
progress, or an applicant's employment opportunity is contingent upon their toleration of or 
acquiescence to harassment. 

B. Sexual Harassment 

1. Sexual harassment is covered by Title IX policies and procedures available at the 
following location: https://www.dmacc.edu/titleix/Pages/welcome.aspx. 

C. Harassment Complaints 

1. If an employee or applicant for employment believes they are being harassed on the basis 
of a protected status (e.g. race, age, etc.), they may choose (but are at no time required) 
to attempt to resolve the matter informally by making their objections known to the alleged 
harasser. If this fails to stop the objectionable behavior, or if the individual is not 
comfortable confronting the alleged harasser, they should immediately bring the matter to 
the attention of the employee's current supervisor, a College administrator, or the 
Affirmative Action Officer. The College Affirmative Action Officer is the Executive Oirector, 
Human Resources. If the Affirmative Action Officer is named in an individual's allegations, 
the matter may be taken directly to the next higher level authority. 

The student Discrimination and Harassment Complaint Procedure ES4645 is located at 
https://www.dmacc.edu/student services/int/Procedures/ES4645%20Final.pdf. 

2. Sexual harassment complaints are covered by Title IX policies and procedures located at 
https://www.dmacc.edu/tilleix/Paqes/welcome.aspx. 

3. Employee harassment complaints may be filed formally (in writing) or informally (verbally). 
If an individual elects not to file a formal complaint, the College shall still be obligated to 
investigate the individual's allegations. 
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a. Formal complaints from employees shall be filed through the Discrimination 
Complaint Procedures (see HR 301 O} or with the appropriate state and/or federal 
agencies. Complaint forms may be obtained from the DMACC Web site, 
Affirmative Action Officer, Human Resources, campus Provosts' offices, and 
Academic Deans' offices. Individuals are.encouraged to file complaints in writing 
to ensure that issues are correctly understood and addressed. Students may file 
a formal complaint through the College Discrimination Complaint Procedure for 
Students (ES4645). 

b. A College administrator, Affirmative Action Officer or designee shall investigate 
employee formal and informal complaints of harassment. 

c. Information related to a complaint shall be kepi confidential to the maximum 
extent possible. However, because the College has a duty to investigate all 
complaints, information regarding a complaint, including the name of the 
reporting party, may be disclosed as deemed necessary by the person in charge 
of the investigation. 

d. As in all discrimination complaint investigations, investigators shall maintain the 
role of a neutral. Investigations shall be conducted in a thorough and objective 
manner to determine the facts of the complaint. 

e. An employee found to have committed harassment may be subject to discipline, 
up to and Including discharge. Employees may not be defended or indemnified 
by the College if they are sued for harassing behavior. 

f. The College shall prohibit retaliatjon of any kind against an individual for filing a 
harassment claim or for their participation in the investigation of a harassment 
complaint. Any employee who is found to have retaliated against another in 
violation of this policy will be subject to discipline, up to and including termination. 

g. The College expressly prohibits the intentional filing of a false harassment claim. 
An intentional false claim is different frnm a claim where the conclusion is 
unfounded or of no eventual determination. 

APPROVED: Date: October 1, 2002 
Executive Director, Human Resources Revised: October 1, 2004 

November 1, 2007 
November 1, 2009 
November 1, 2010 
March 1, 2011 
October 1, 2014 
October 30, 2015 
March 24, 2016 
February 21, 2017 

Cross Reference: September 1, 2020 
Board Policy 107 Anti-Harassment 
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Des Moines Area Community College HR 3006 
HUMAN RESOURCES PROCEDURES 

Section: EEO/AA 
Subject: Consensual Relationships 
Number: HR 3006 

I. Institutional Regulations 

A. Faculty are advised against participating in consensual relationships with students enrolled 
in their classes or with students whom they otherwise evaluate, grade, counsel, or 
supervise. Similarly, Faculty should avoid situations requiring them to evaluate, grade, 
counsel, or supervise students with whom they currently have a consensual relationship. 

B. All employees are advised against participating in consensual relationships with student 
workers or work study students whom they supervise or to whom they give work direction. 
Similarly, employees should avoid situations requiring them to sup_ervise or give work 
direction to student workers or work study students with whom they currently have a 
consensual relationship. 

II . Procedure 

A. Consensual relationships between employees and students can result in a real or perceived 
conflict of interest, coercion, favoritism or bias. The significant power differential that exists 
between employees and students: 

1. Makes voluntary consent by the student suspect; 

2. Makes such relationships particularly susceptible to exploitation; 

3. Renders the employee and the College vulnerable to potential allegations of sexual 
harassment. 

B. If a consensual relationship situation as described in the Institutional Regulations arises, the 
employee shall report the situation immediately to the appropriate supervisor. 

1. The supervisor shall take effective steps to ensure unbiased supervision or 
evaluation of the student. 

2. The supervisor shall advise Human Resources of the situation. 

C. For purposes of this procedure, "Faculty" shall include all Regular or Adjunct employees who 
teach or counsel students. "Employee" shall include all Regular or Temporary employees of 
the College who supervise or give work direction to student workers or work study students. 

APPROVED: Date: October 1, 2002 
Executive Director, Human Resources Revised: December 1, 2003 

November 1, 2010 
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Subject: 
Number: 

I. 

II. 

Des Moines Area Community College HR 3010 
HUMAN RESOURCES PROCEDURES 

EEO/AA 
Discrimination Complaint Procedure for Employees and Applicants 
HR3010 

Institutional Regulations 

A College employee or applicant tor employment who believes that College policies or procedures on equal 
opportunity In employment or education have been violated, resulting in discriminatory treatment on the 
basis of race, color, national origin, creed, religion, sex, sexual orientation, gender identity, age, disability, 
genetic information (in employment), actual or potential parental , family or marital status or, to the extent 
covered by law, veteran status, may file a formal complaint through the College Discrimination Complaint 
Procedure or with the appropriate state and/or federal agencies . Subjecting a person to coercion or 
retaliation tor filing a complaint or providing information regarding a complaint ls prohibited. Students may 
file a formal complaint through the College's Discrimination and Harassment Complaint Procedure for 
students (ES 4645). 

Procedure 

A The D.iscrimination Complaint Form for Employee and Applicants is used for complaints not related 
to Title IX and is attached to this procedure. Complaint forms may also be obtained from the 
DMACC Web Site , Affirmative Action Officer, Human Resources, campus Provosts' offices, and 
Academic Deans' offices. Title IX complaints are to be filed based on guidance in the Title IX 
policy/procedure located at https://www.dmacc.edu/titleix/Pages/welcome.aspx. 

B. Discrimination Complaint Procedure 

1. Step 1 

a. The complainant shall submit a Discrimination Complaint Form for Employees or 
Applicants (P-30) within 15 working days of the day the complainant became 
aware of, or should have become aware of, the discrimination issue through the 
reasonable exercise of diligence. In no instance may this be later than 300 days 
from the date of the alleged discriminatory treatment. 

b. Complaint forms shall be submitted as follows, unless the recipient is named in 
the allegations, in which case the recipient shall be the next higher level 
authority: 

Complainant Recipient 
Applicant ➔ Hiring Supervisor 
Employee ➔ Immediate Supervisor 

c. The supervisor may elect to meet with the complainant If additional information is 
needed. The supervisor shall review the complaint with i he next higher level of 
authority and issue a written response as soon as a reasonable investigation can 
be concluded but no longer than 45 calendar days from the receipt of the 
complaint. 

2. Step 2 

a. If the complainant is not satisfied with the response received at Step 1, they may 
submit the Discrimination Complaint Form to the Affirmative Action Officer within 
5 working days from receipt of the Step 1 response. 

b. The Affirmative Action Officer, or designee, shall meet with the complainant and 
any other parties deemed appropriate. The Officer shall review the complaint 
with the appropriate Vice President or other direct report to the President, and 
issue a written response within 10 working days from receipt of the complaint at 
Step 2. 
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3. Step 3 

If the complainant is not satisfied with the response received at Step 2, they may submit 
the Discrimination Complaint form to the President within 5 working days from receipt of 
the Step 2 response. The President, or designee, may meet with the complainant or any 
other parties deemed appropriate. A final written decision shall be issued within 10 
working days from receipt of the complaint at Step 3. 

C. All reported complaints shall be investigated. 

1. Investigators shall maintain the role of a neutral in the investigation process. 

2. Investigations shall be conducted in a thorough and objective manner to determine the 
facts. Investigations may involve the collection of data/evidence from 3rd parties and 
witnesses. 

D. Information related to a complaint shall be kept confidential to the maximum extent possible. 
Selected information, including the name of the reporting party, may be disclosed as deemed 
necessary by the person in charge of the investigation. 

E. Time limits may be extended by written mutual agreement of the parties. If a complainant fails to 
proceed to the next step within the prescribed time- limits, the complaint shall be considered closed 
based upon the last response. If the administration fails to respond within the prescribed time limits, 
the complainant may proceed to the next step. 

F. An employee found to have committed discrimination may be subject to discipline, up to and 
including discharge. 

G. The College expressly prohibits the intentional filing of a false discrimination claim. An intentional 
false claim is different from a claim where thi~ conclusion is unfounded or of no eventual 
determination. 

APPROVED: Date: October 1, 2002 
Executive Director, Human Resources Revised: July 1, 2004 

October 1, 2004 
November 1, 2008 
November 1, 2010 
March1, 2011 
October 1, 2014 
October 30, 2015 
March 24, 2016 
February 21, 2017 

Cross Reference: September 1, 2020 
Board Policy 106 - Anti-Harassment 
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Des Moines Area Community College HR 3015 
HUMAN RESOURCES PROCEDURES 

Section: EEO/AA 
Subject: Reasonable Accommodations - Disability 
Number: HR 3015 

I. Institutional Regulations 

The College shall provide reasonable accommodation to the known physical or mental disabilities of 
otherwise qualified applicants for employment or employees unless the accommodation would pose an 
undue hardship on program operations. 

II. Procedure 

A. Definitions of terms: 

1. Employee or Applicant with a Disability - A person who (1) has a physical or mental 
impairment which substantially limits one or more major life activities; (2) has a record of 
such an impairment; or (3) is regarded as having such an impairment. 

2. Physical or Mental Impairment - Any physiological disorder, disfigurement, or anatomical 
loss or limitation or any mental or psychological disorder acquired as a result of illness, 
accident or birth. 

3. Major Life Activity - Caring for one's self, performing manual tasl<s, seeing, hearing, 
eating, sleeping, walking, standing, lifting, bending, speaking, breathing, learning, reading, 
concentrating, thinking, communicating, working, or, operation of a major function, 
including normal cell growth and function of the following systems: immune, digestive, 
bowel, neurological, brain, respiratory, circulatory, endocrine, and reproductive. 
Disabilities controlled or compensated by medication, assistive devices, etc., are still 
considered disabilities, as are disabilities in remission. 

4. Otherwise Qualified Employee or Applicant with a Disability -A person who meets the 
qualification requirements contained in the official College job description for the job and 
who ca·n, with reasonable accommodations, perform the essential functions of the job in 
question. 

5. Essential Job Functions - Those job responsibilities contained in the official College job 
description for the position which are determined to be critical to the basic function of the 
position and which cannot be eliminat~d. This shall include "regular, punctual attendance" 
for all jobs. 

6. Reasonable Accommodation - An adjustment to a work situation for the purpose of 
enabling a person with a disability to perform an essential function(s) of a job and which 
does not present an undue hardship on the conduct of the College's operations. An 
accommodation will not be considered reasonable if it involves modifying an essential job 
function. Reasonable accommodation examples might include: 

a. Environmental accommodations - such as improved lighting, ventilation, or 
temperature change 

b. Physical accommodations - such as use of adjustable tables, relocation of 
switches, use of interchangeable light or sound signal (for visually Impaired or the 
deaf) 

c. Job restructuring - such as task modification, task elimination, task 
reassignments or recombination. 

d. Other - such as flexible hours, compressed workweeks, or aides 

7. Undue Hardship - An accommodation which would require significant difficulty or expense. 
Factors to be considered include (1) overall size of the College, including number of 
employees, number and type of facilities and size of budget, (2) type of operations, 
including composition and structure of the workforce and (3) the nature and the cost of the 
accommodation 
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8 . Applicants and employees are responsible for making their disabilities known to the College if they 
wish to request a reasonable accommodation. 

1. Applicants should make their need for accommodation known to the supervisor before an 
employment offer is finalized. 

2. Employees should make their need for accommodation known to their supervisor as soon 
as they become aware of the need. 

C. Applicants and employees who wish to request accommodation shall be required to complete and 
submit a Request for Accommodation form (P-115). 

1. Forms may be obtained from the DMACC web site, supervisor, or from Human 
Resources. 

2. Applicants and employees shall be required to submit professional evidence of the 
disabling condition with the forms. 

D. Supervisors shall review the essential job functions and evaluate the reasonableness of the 
requested accommodation as well as alternative accommodations. They may contact the applicant 
or employee, the Disabilities Services Office (515) 964-6234, or the Benefits Specialist (515) 964-
6258 for assistance in obtaining additional information. 

1. The decision on the accommodation request shall be provided to the applicant or 
employee in writing by the supervisor no more than 30 working days from the date of the 
receipt of the request and all supporting documentation. If a request is disapproved, the 
decision must be reviewed by the Affirmative Action Officer before the applicant or 
employee is notified. 

2. If the applicant or employee believes that the accommodation decision constitutes a 
violation of College policy on EEO/AA, they may file a complaint through the College 
Discrimination Complaint Procedure. Complaint forms and instructions may be obtained 
from the DMACC Web site at https://www.dmacc.edu/hr/forms/Public/p30.pdf, the 
Affirmative Action Officer, Human Resources, campus Provosts' offices, and Academic 
Deans' offices. 

APPROVED: Date: October 1, 2002 
Executive Director, Human Resources Revised: November 1, 2007 

November 1, 2008 
November 1, 2009 
October 1, 2014 
February 1, 2016 

Cross Reference: September 1, 2020 
HR Procedure 3010- Discrimination Complaint Procedure 
Board Policy 106 - Equal Education Opportunity 
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Des Moines Area Community College HR 3020 
HUMAN RESOURCES PROCEDURES 

Section: EEO/AA 
Subject: Reasonable Accommodations - Religion 
Number: HR 3020 

I. Institutional Regulations 

The College shall provide reasonable accommodation to the known religious observance or practice needs 
of applicants for employment or employees unless the accommodation would constitute an undue hardship 
on program operations. Religious needs shall be based on religious observances or practices. 

II. Procedure 

A. Religious accommodations generally relate to work schedule conflicts, but may also involve such 
issues as dress or grooming accommodations and medical examination accommodations. 

B. In the case of work schedule conflicts, the College shall make every effort to accommodate an 
employee's needs. The College provides paid Vacation and Personal Business Leave and Leave 
Without Pay which may be requested for these purposes. 

C. Applicants and employees are responsible for making their religious needs known to the College if 
they wish to request a reasonable accommodation. 

1. For employees requesting use of Vacation or Personal Business, leave shall be requested 
according to procedures established by the supervisor and reported on Employee Web. 
Leave Without Pay shall be requested on a Request for Leave form (P-21 ). 

2. For other types of accommodations, a written request shall be required. The request shall 
be submitted to the employee's supervisor or the applicant's hiring authority. 

D. Supervisors and hiring authorities shall review accommodation requests and evaluate their 
reasonableness. 

1. When more than one accommodation is possible, the College may select the one 
involving the least hardship. 

2. The decision on the accommodation request shall be provided to the applicant or 
employee in writing no more than 10 working days from the date of the receipt of the 
request. If a request is disapproved, the decision must be reviewed by the Affirmative 
Action Officer before the applicant or employee is notified. 

3. If the applicant or employee believes that the accommodation decision constitutes a 
violation of College policy on EEO/AA, they may file a complaint through the College 
Discrimination Complaint Procedure. Complaint forms and instructions may be obtained 
from the DMACC web site at https:l/www.dmacc.edu/hr/forms/Public/p30.pdf, the 
Affirmative Action Officer, Human Resources, campus Provosts' offices, and Academic 
Deans' offices. 

APPROVED: Date: October 1, 2002 
Executive Director, Human Resources Revised: November 1, 2007 

November 1, 2008 
September 1, 2020 

Cross Reference: 
HR Procedure 3010- Discrimination Complaint Procedure 
Board Policy 106 - Equal Education Opportunity 
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PROGRESS TOWARDS PLAN GOALS 
FISCAL YEARS 2020 & 2021 

Affirmative Action Plan Quantitative Goal - For job categories with under representation, 
the total goal for the fiscal years 2020 & 2021 shall be to have one or 20% of new hires, 
whichever is greater, from the underrepresented groups. 

Goals met: 

(2020) 
The hiring goal for Executive/Administrative/Managerial (EEO Category 10) was 
.6 rounded to 1, which was met by hiring one new employee who met affirmative 
action obligations. 

The hiring goal for Other Professional (EEO Category 30) was 2.8 rounded to 3, 
which was met by hiring four new employees who met affirmative action 
obligations. 

The hiring goal for Technical/Paraprofessional (EEO Category 40) was .8 
rounded to 1, which was met by hiring two new employees who met affirmative 
action obligations. 

The hiring goal for Skilled Craft (EEO Category 60) was .6 rounded to 1, which 
was met by hiring one new employee who met affirmative action obligations. 

The hiring goal for Service/Maintenance (EEO Category 70) was .6 rounded to 1, 
which was met by hiring one new employee who met affirmative action 
obligations. 

(2021) 
The hiring goal for Executive/Administrative/Managerial (EEO Category 10) was 
.6 rounded to 1, which was met by hiring two new employees who met affirmative 
action obligations. 

The hiring goal for Faculty (EEO Category 20) was 3.8 rounded to 4, which was 
met by hiring five new employees who met affirmative action obligations. 

The hiring goal for Other Professional (EEO Category 30) was 2.8 rounded to 3, 
which was met by hiring eight new employees who met affirmative action 
obligations. 

The hiring goal for Technical/Paraprofessional (EEO Category 40) was 1.4 
rounded to 1, which was met by hiring four new employee who met affirmative 
action obligations. 

The hiring goal for Service/Maintenance (EEO Category 70) was 1, which was 
met by hiring one new employee who met affirmative action obligations. 
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Goals where progress was made: 

(2020) 
Progress has been made towards hiring goal for Faculty (EEO Category 20) 
which was 4.6 rounded to 5. Two individuals was hired who met an affirmative 
action obligation. 

Progress has been made towards hiring goal for Secretarial/Clerical (EEO 
Category 50) which was 2.8 rounded to 3. Two individual was hired who met an 
affirmative action obligation. 

Goals not met: 

(2020) 
The college met the goal or made progress toward the goal for all job categories 
with under representation, hiring at least one individual from the 
underrepresented groups. 

(2021) 
The hiring goal for Secretarial/Clerical (EEO Category 50) was 1.8 rounded to 2, 
which the College failed to meet, hiring no individual who met an affirmative 
action obligation. 

The hiring goal for Skilled Craft (EEO Category 60) was .2 rounded to 1, which 
the College failed to meet, hiring no individual who met an affirmative action 
obligation. 
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DIVERSITY INITIATIVES AND PRACTICES 
Initiatives and activities designed to enhance the College's 

Affirmative Action Plan 

DMACC sponsors annual events for students, faculty, employees and community 
members addressing issues of race, gender, ethnicity, age, disability, religion, 
sexual orientation, and differences of thought, perspective, and experience. 
Examples of training/activities are listed on pages 34-38. 

In the fall of 2019, DMACC started an intense examination of all practices related 
to diversity, equity and inclusion (DEi) . All employees attended training at the 
Fall In-Service Day in October of 2019 on Unconscious Bias led by Claudia 
Schabel. DMACC then contracted with Schabel Solutions and created a DEi 
steering committee consisting of faculty, staff and students to lead the process 
of self-examination in six key areas (communication community partnerships, 
curriculum, data and metrics, student engagement, and workplace culture. Input 
was collected from multiple groups--faculty at 2 faculty development days, the 
community and students at 5 town hall meetings and from various groups 
through surveys and interviews. This input was used to develop and present an 
initial action plan addressing all areas of DEi at DMACC. A key recommendation 
from the input was creation of an Executive Director of DEi that has been created 
and posted for hire. 

In addition to these activities the Diversity Commission has continued to assist 
the College in the integration of diversity into its culture through offering 
workshops on diversity for all new faculty and staff each year, the inclusion of 
diversity in appropriate courses and incorporating diversity into policy 
development. 

Examples of Personnel Initiatives: 

1. DMACC contracted with CareerBuilder. They provide a large number of 
venues for disseminating job postings-many of which are targeted to 
various minority groups. DMACC has expanded advertising efforts by 
informing the Greater Des Moines Partnership of our job postings, 
increasing advertising in Indeed and HigherEdJobs.com. and reducing 
advertising efforts with the Des Moines Register. Social media outreach 
opportunities also increased by using Facebook and Linkedln 
opportunities. 

2. All job postings have the following desired qualification: "Demonstrated 
effectiveness working with populations having diverse values, and/or 
coming from varied cultures and backgrounds." 
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3. The DMACC Exit Interview form asks the question, "Have you been or are 
you aware of anyone at DMACC who has been discriminated against on 
the basis of gender, race, national origin, creed, age, marital status, 
sexual orientation or disability?" 

4. In an effort to increase faculty of color at the College, DMACC 
collaborated with Iowa State University in the development of an initiative 
to increase the pool of minority Adjunct instructors at DMACC. 

5. DMACC has entered into a memo of agreement (MOA) with the Iowa 
Department of the Blind (IDB), Veteran's Administration (VA) and Iowa 
Vocational Rehabilitation Services (IVRS) in an effort to increase the 
numbers of persons with disabilities employed on all DMACC campuses. 

6. Memorandum of Agreement with Department of the Blind, Iowa 
Department of Rehabilitation Services, and Veteran Services targeting 
education and workforce services for persons with disabilities. 

7. Partnering with Easter Seals of Iowa and Project SEARCH to prepare 
individuals with disabilities for competitive employment. 

Additional examples of Diversity Initiatives and Practices offered by the Diversity 
Commission: 

January 2020 
Saido Dahir, poet who writes and performs about being a refugee and a Muslim 
woman of color (Diversity Commission) 

February 2020 
Sarah Collins Rudolph, survivor of white nationalist church bombing (Diversity 
Commission) 

June 2020 
Voices of Diversity: First Session (Diversity Commission, OCGE) 

July 2020 
Speak Out Summer Institute (Diversity Commission) 

August 2020 
Voices of Diversity: A Public Health Perspective on Black Maternal Health 
(Diversity Commission, OCGE) 

September 2020 
Voices of Diversity: Student Voices(Diversity Commission, OCGE) 
Voices of Diversity: Undemocratic Democracy (Diversity Commission, OCGE) 
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October 2020 
Don Tate, children 's book author (Diversity Commission) 
Voices of Diversity: Mass Incarceration (Diversity Commission, OCGE) 
Voices of Diversity: Education (Diversity Commission , OCGE) 
United Way 21-Day Equity Challenge (Diversity Commission, OCGE) 

November 2020 
United Way 21-Day Equity Challenge (Diversity Commission, OCGE) 
LGBTQ Advisory Group created 

December 2020 
Latinx Affinity Group created (approximate date) 
LGBTQ Trainings by One Iowa (OCGE) 

January 2021 
Black Affinity Group created (approximate date) 
LGBTQ Trainings by One Iowa (OCGE) 

February 2021 
Tim Wise, Antiracist Educator (Diversity Commission) 

March 2021 
Ivy Roots, International Women's Day performer (Diversity Commission, OCGE, 
SAC) 
Erica Lauren, fashion model who biogs about being a plus-sized model of color 
(Diversity Commission , OCGE, SAC, others) 
Advocacy through Writing Workshop (OCGE) 
How To Be an Antiracist Book Club (OCGE/Library) 

April 2021 
Erica Spiller, author of Iowa Women's Correction: A History (OCGE, library) 
JJ Moses, former ISU and pro football player (Diversity Commission) 
Diverse Supplier Vendor Fair (OCGE/Julie Klocke) 
DEi in the Workplace Training (Diversity Commission through outside vendor) 
How To Be an Antiracist Book Club (OCGE/Library) 

May 2021 
How To Be an Antiracist Book Club (OCGE/Library) 
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In addition, DMACC Enrollment Services and Student Success sponsored the 
following activities: 

• 75 students from the Opportunities on Deck program at Boone Campus for a 
double header and tour 

• 80 plus Gear Up Iowa students at Ankeny campus for a "DMACC Student for a 
Day" visit in February 

• 20 plus families for DMACC Night at Urbandale High School- multiple languages 
offered with interpreters 

• 61 community members attended Presidential Forum on Immigration and Refugees 
Issues with USCRI 

• 30 plus DMPS BFLs on the Ankeny campus for an update session and a tour of 
campus and labs 

• 75 plu attended two LGBT+ identities trai.ning led by ne Iowa 
• Mental Health First Aid Training for 20 plus DMACC Leadership 
• Mental Health First Aid Training for 16 Industiy and Tech faculty and staff 
• 7 Virtual "Voices of Diversity" and DEI event series. Plea e note we added all 

Voices of Diversity sessions to our recording library which is mostly publicly 
accessible. Overall, we had 499 unique registrants for Voices of Diversity events 
this year. 

o Listening Session Voices of Diversity had over 300 registrants and over 280 
of those attended 

o Youth Voices of Diversity, 170 
o Elevating Student Voices, 65 
o Alumni Perspectives, 54 
o Race Matters: Mental Health, 7 5 
o Virtual Voter Information Session (with Student Activities Council and all 

Iowa community colleges) 
o United Way 21-Day Equity Challenge 

• 300 plus DMACC members registered 
• 125 members engaged in campus based Teams discussions 
■ All district dialogue session, 50 plus 

• 5 DEI Town halls with Schabel Solutions. There were 225 unique registrations 
across all of the events. Of these, 4 7 were community members or partners, 61 were 
faculty, 107 were staff and 10 were students. 

• 1619 Project Leadership study with six them sand hosted presentations that related 
to four of the six themes 

o Wealth & Capitalism, 7 4 
o Health, 94 
o Undemocratic Democracy, 89 
o Arts & Music, 95 
o These were less popular than the first two events and produced much less 

feedback; however, regular attendees were happy to attend and enjoyed 
learning about topics that they were less familiar with. 

• Mini sessions at Leadership meetings on these topics. 
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• Monthly newsletter to over 100 con,munity partners with special editions for (Black 
History and other ethnic celebrations and awareness Month and COVID r.esponse) 

• International Women's Day (collaborated with Student Activities Council) 
• Present simulation to 20 plus students in Invest In My Future Program (Program 

that works with students of color on post-secondary planning). 
• Weekly Office of Latino Affairs m cting since.March for post COVID re ponse 
• In response to pandemic coordinated weekly call in Team meeting for DN.IPS 

students with BFLs Gear Up c aches, and DMACC rccrniting and transition 
supp01t staff to assi t tud nts 

• 'Worked with Marketing on Diversity Marketing Plan 
• Worked with Career Advantage on Diversity Plan 
• Co-lead City of Newton (Now Jasper County) Diversity Alliance 
• Working on upplier Diversity Initiative 
• Completed Greater Des Moines Leadership Program 
• United Way Real Men Read Program 
• Boards 

o RACI 
o Polk County ECI 
o Urban Dreams 
o USCRI Advisory Committee 
o Iowa International Center 
o DSM Forward Taskforce 
o Des Moines Discovery Group 

Last-Dollar Scholarship Summary: 

o Reached out to 485 students to encourage them to apply for th F FSA so 
that they could get the Last-Dollar Scholarship. Theo erall number of 
recipients increased because of this work. 

o At the end ofJuly, we had about 840 Last-Dollar Scholarship recipients that 
the financial aid office projected for the Fall semester. By late August, that 
number wa up to around 1180 recipients, and 1211 bj mid-November. 

■ Sh:.u:on and I email d ill die recipients of the scholarship frotn the 
late Augu t list to introduce ourselves and l t them know about the 
scholarship. Some students reached out because of these emails, both 
via email and phone. 

• Helped 67 students register for Spring classes 
o ..' tarted weekly newsletter for Last-Dollar cholars in early October that is 

now adapted weekly by most of the other Last-Dollar Scholars across the 
state (at l eyli' request) . 

o Presented in 10 DV 108 classes with 3 different professors with focus on 
CTE programs and th Last-Dollar Scholarship. fost of these classes had 
about 20 students in the virtual classroom and each was recorded so that 
students who weren't present were able to watch it later. 
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o re ented with Berenice Real Rodriguez at the UN.I ET Scholarship fair on 
October 29th and 30th. These ses ions were also recorded, and we focused 
on what DMA C has to offc.r students as well as the Last-Dollar 
Scholarship. 

o I eached out to 92 seniors cuttently enrolled at Ank.e1Jy1s Career Academy in 
program · that feed directly into LO -eligible DMACC programs. Gail Zehr. 
wanted u to reach out to th sc students to get an idea of their post
graduation ide1:1s. We didn't hear from at least half ·Of them, but it was till a 
good C:"..7?erience. 

o Hosted one virtual study night event this semester. 
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