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Policy: Affirmative Action        Policy Number: I-1 
Responsible for Policy: Human Resources    Most recent approval date: September 2013 
        
Policy Statement 
Finger Lakes Community College will comply with all relevant federal and state equal opportunity laws and regulations 
regarding affirmative action to ensure that minorities, women, veterans and persons with disabilities are given full 
consideration for employment, development and advancement within the College. Accordingly, the College maintains a 
written Affirmative Action Program (AAP).  
 
It is the policy of the College that, under those circumstances where underrepresented individuals are well-qualified for 
a position, actions will be taken to redress existing employment inequities. 
 
Overall responsibility for directing and implementing the policy and the College’s Affirmative Action Plan (AAP) is the 
responsibility of the Director of Human Resources who will evaluate the AAP on an annual basis. Employees wishing to 
review the College’s AAP may make requests to the Office of Human Resources. 
 
Reason for Policy 
In accordance with its Equal Employment Opportunity and Non-Discrimination/Non-Harassment Policy, Finger Lakes 
Community College is committed to making personnel decisions, including recruiting, hiring, promoting, and transferring 
employees, without regard to race, religion, color, sex, sexual orientation, national origin, age, disability, military service, 
marital status or any other characteristic protected by law.  
 
FLCC is committed to taking positive steps within the bounds of a rigorous Equal Opportunity Employment effort to 
establish an equitable representation of minorities, women and other affected classes of individuals as College 
employees. 
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EQUAL EMPLOYMENT OPPORTUNITY 
AFFIRMATIVE ACTION POLICY 
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5. Keeping FLCC officials informed of the latest developments in the equal opportunity/ affirmative 
action area.  

6. Auditing the hiring, transfer and promotion patterns to identify obstacles to the attainment of the 
College’s goals and objectives.  

7. Reviewing the plan with all administrators to ensure that the policy is understood and is followed in all 
personnel activities.  

8. Reviewing and recommending search procedures and examining the outcome of every hiring search. 
  

The Responsibilities of the Cabinet include:  
1. Assisting in the identification of problem areas, formulating solutions, and establishing departmental 

goals and objectives when necessary.  
 

2. Communicating and supporting the College’s commitment to the Affirmative Action Plan. 
 
The Affirmative Action Committee performs the following functions: 
1. Serve on search committees to identify and promote hiring qualified candidates representing diversity 
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ORGANIZATIONAL PROFILE 
As of November 1, 2011 

Finger Lakes Community College’s Full-Time Workforce 
 

FLCC EMPLOYEES MALES FEMALES 

JOB CATEGORY TOTAL 
EMPLOYEES 
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PLACEMENT OF INCUMENTS IN JOB GROUPS - 2011 
Finger Lakes Community College’s Minority Workforce 
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DEMOGRAPHIC MIX OF SURROUNDING COUNTIES 
Census Data 2010 

County 
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Cayuga 
 80,026 74,984 1,841 240 800 - 1,921 - 1,440 

Livingston 65,393 61,339 1,569 196 785 - 1,831 - 916 
Monroe 744,344 566,446 113,140 2,233 24,563 - 54,337 - 19,353 

Onondaga 467,026 378,758 51,373 3,736 14,478 - 18,681 - 13,077 
Ontario 107,931 101,131 2,482 324 1,079 - 3,670 - 1,835 
Seneca 35,251 32,607 1,622 106 247 - 952 - 458 
Wayne 93,772 87,114 2,907 281 469 - 3,470 - 1,782 
Yates 25,348 24,638 203 25 101 - 431 - 279 

Average 202,386 165,877 21,892 893 5,315 - 10,661 - 4,892 
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Cayuga 
 80,026 94% 2% 0% 1% 0% 2% 0% 2% 

Livingston 65,393 94% 2% 0% 1% 0% 3% 0% 1% 
Monroe 744,344 76% 15% 0% 3% 0% 7% 0% 3% 

Onondaga 467,026 81% 11% 1% 3% 0% 4% 0% 3% 
Ontario 107,931 94% 2% 0% 1% 0% 3% 0% 2% 
Seneca 35,251 93% 5% 0% 1% 0% 3% 0% 1% 
Wayne 93,772 93% 3% 0% 1% 0% 4% 0% 2% 
Yates 25,348 97% 1% 0% 0% 0% 2% 0% 1% 

Average 202,386 90% 5% 0% 1% 0% 4% 0% 2% 

Source:  www.census.gov  
  

http://www.census.gov/
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COMPARING INCUMBENCY TO AVAILABILITY AND ANNUAL PLACEMENT GOALS 
Numbers in parenthesis are actual numbers of employees in each category – 2010/11 

 
IDENTIFICATION OF PROBLEM AREAS 

Area of Concern: 
Percentage of minorities that are hired does not reflect the goals for positions in all job categories. 
Percentage of minority applicants has actually dropped in the last 2 years. 
 
Corrective Action: 

�x No later than January 1, 2011 collaborate with local organizations including but not limited to the 
Rochester Ibero-American Action League, Urban League of Greater Rochester, Action for a Better 
Community, VESID, the Ontario County Workforce Development Offices and local churches. 
Request their assistance in identifying candidates and mentoring them for appropriate civil service 
tests.  

�x No later than January 1, 2011 recruit candidates recently graduated from colleges and universities 
in NYS with a significant percentage of minority students. Use National Center for Education 
Statistics as reference. 

�x Advertise college vacancies through on-line recruitment sources such as NAACP (Monster.com is 
the official partner for employee recruitment for the NAACP) and diversitysearch.com. Continue to 
post positions through “Black Issues in Higher Education”, “Hispanic Outlook” and “INSIGHT Into 
Diversity”. 

�x No later than January 1, 2011 track FLCC minority graduates and recruit them back once they earn 
higher degrees. 

�x Track sources of successful applicants and continue to grow the list of places to post jobs to 
continue to seek a diverse workforce. 

�x No later than January 1, 2011, work with the County of Ontario to track civil service applicants 
based on Minority status. 

 
* Based on the number of searches 



10 

 

AFFIRMATIVE ACTION PLAN 
Action-Oriented Programs 

 
The College maintains compliance with current government regulations concerning equal employment 
opportunity. As with most management objectives, a systematic plan based on sound organizational 
analysis and problem identification is crucial to the accomplishment of affirmative action objectives.  
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qualifications regardless of race, creed, sex, sexual orientation, religion, color, national origin, race, 
marital status, veteran status or disability.  

 
F) Transfers  








