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Introduction
The purpose of South’s Racial Equity Report is to bring the issue of racial equity to the forefront, to demonstrate why
providing equitable opportunity and support to all of South’s students, faculty and staff is a community priority and to
assure that it remains one. With respect to racial equity, the datasets in this report serve as a reflection and baseline of
where we are at as an institution, while simultaneously assessing how far we have yet to go to achieve true equitable
opportunity for all our students, faculty and staff of South Seattle College.
In July 2020, South’s BIPOC (Black, Indigenous, People of Color) Committee issued an open letter email to the college
detailing concerns around racism across our campuses. Shortly after, the committee followed up with priorities and
recommendations for President’s Cabinet to consider and act on. Of these priorities, there was a call to provide regular
access to identified data points disaggregated by race and ethnicity that support and inform our work. To support this
recommendation, over the last several months, the Office of Institutional Effectiveness, in collaboration with members
of BIPOC Committee, AVP of Equity, Diversity and Inclusion and the VP of Instruction, identified 12 student and 4
employee metrics for the first iteration of this report.
These metrics were selected based on conversations and feedback from campus colleagues and with a recognition to
the availability of current data. South continues to evolve and incorporate more opportunities to gather, assess and use
qualitative data – and we anticipate providing these narratives and stories in the future iterations of this report.
During President’s Day 2019, Dr. Rosie Rimando-Chareunsap, issued a charge to our college: “In order to improve
student outcomes, in order to improve student retention, in order to fulfill our mission and make whole-system
improvements that guarantee that our legacy for the next 50 years will survive and thrive, we must confront our
institutionalized racism, and work together to create racial equity. In so doing, we will be better able to address the many
other forms of inequities that also exist. Knowing is not enough, we must apply. Being willing is not enough, we must do.
We must do. And my hope is that we lean into this work together, making connections, and remembering that these are
the things that we love about our college: to be kind, to be inclusive, to be student-centered, to be advocates, and to be
connected.”
Each of us has the ability to affect change within our own areas of influence, and each of us has the responsibility to do
so. The future strength and success of all students, faculty and staff rests largely on our ability to make real progress in
addressing racism in every area and experience at our College. Racism is systemic and deeply embedded in the
historical foundations and structures of our institutions. It has taken hundreds of years to instill and maintain strategic
policies and practices that benefit some while depriving others. Racism continues to have a profoundly negative impact
on the academic, social, and economic achievement of our Black and Brown students in particular. We can do better.
We can change. And it will require intense work at individual and institutional levels to make real change.
Let’s partner to review these datasets, discuss them with your colleagues and act on them. What can you do to make a
difference?
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Methodology
Data for this report was collected from a variety of sources. Demographic and outcome data came from sources both
internal to South, including student and financial databases (“ODS” and “FMS”) and external data sources, including the
SBCTC’s datasets and dashboards. Survey data was collected from three different surveys: the Community College
Survey of Student Engagement (CCSSE), the Hanover Student Climate Survey, and the district-wide College Climate
Survey for Seattle Colleges employees.
Data Measure
State-funded, Fall Student Demographics
Admissions Conversion
Financial Aid
Retention, fall to winter and fall to fall
Math and English in Year 1
Pass Rates
Award Completion
Transfer to a 4-year College by Year 4
Post-College Employment & Earnings
Cultural Sensitivity and Diversity survey data
Discrimination at SSC survey data
Employee demographics and demographics
by employee type and avg salary
EDI & Discrimination survey data
Teaching Load data
Demographics of stipend faculty

Source
SBCTC public enrollment dashboard
ODS AdmissionStudent, Student tables
FMS, ODS Student tables
SBCTC First-Time Entering Student Outcomes dataset
SBCTC First-Time Entering Student Outcomes dataset
Faculty Guided Pathways dashboard
SBCTC First-Time Entering Student Outcomes dataset
SBCTC First-Time Entering Student Outcomes dataset
SBCTC First-Time Entering Student Outcomes dataset
CCSSE
Hanover Student Climate Survey
PMIS Employee and Payroll tables
College Climate Survey
ODS Employee and Class tables
FMS query, payroll org code 4%, object code AF%,
ODS employee table

Because data sources varied by measure, demographic categories also varied. For instance, the employee demographic
system did not until recently have an option for employees to record more than one racial group. Because of this,
student and employee racial groups were not a one-to-one match. In some cases, students have had the option to
report multiple races, and students that opted to do so fell into the “2+ races” or “multiple race” reporting categories,
while such a category did not exist for employees.
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Data at a Glance
The table below displays the most recent year of data available for selected metrics. Green arrows indicate higher rates
(within the top one-third) by row; red arrows indicate lower rates (bottom one-third); yellow dashes indicate the rate
falls in the middle range (in the middle one-third).

Employee
Metrics

Student Metrics

To see more information and further disaggregation of these metrics, please see the data appendix.

Student and Employee Metrics by Race Categories
BIPOC
White
Student Demographics
42%
37%
Admission Conversion
26%
36%
Rate of Cohort Eligible for Financial Aid
34%
34%
Fall - Winter Retention
72%
59%
Fall - Fall Retention
49%
43%
Completion of college-level English
32%
21%
Completion of college-level math
33%
30%
Course Pass rate
79%
83%
Award Completions
22%
21%
Transfer to a 4-year
19%
28%
Employment rate
66%
66%
Median Earnings
$42K
$53K
Employee Demographics
Felt discriminated against in past AY
Teaching Load
Faculty with Stipends

26%
33%
14%
18%

65%
19%
75%
72%

Not Reported
21%
32%
29%
61%
31%
14%
28%
79%
16%
20%
61%
$53K
9%
32%
10%
10%

*metri cs s hown for the mos t recent da ta yea r a va i l a bl e
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Key Findings
Access at South for Students and Employees
For both students and employees, the single largest racial group was the White group (charts 1, 26). However, White
students made up just over a third of students, while White employees made up nearly two-thirds of all employees. The
proportion of White staff over BIPOC staff was higher among faculty, as evidenced that three-fourths of credits taught
were taught by White faculty (chart 29). Finally, while movement toward a more diverse staff and faculty can often be
slowed by the fact that employees often retained for long periods of time, including employee-related metrics that “roll
over” more often can gauge the success of diversity efforts. Faculty apply and are selected for stipend work on an
annual basis. Over the past three years, the portion of White stipended faculty has increased by 12% points (chart 30).
However, the portion of stipended faculty that had not reported a race has fallen by nearly 14% points – possibly
indicating a successful effort that more employees report demographic information.
Each fall quarter, just over 20% of students did not report a race, which made “not reported” the second largest race
group. These students often had lower rates of success in various metrics, but not knowing the racial demographics of
such a large group of students creates a gap in South’s ability to outreach and understand/serve the needs of these
students.
The admissions conversion rates point to possible barriers for certain BIPOC group before enrollment. White students
were consistently about 10% points higher than BIPOC students from enrollment conversion rates (chart 2a). Native
American, Hispanic/Latino, and Black/African American students had rates at or below the BIPOC average (chart 2b).
The cost of college is often a cited as one of the more challenging barriers for community college students, particularly
for students of color.1, 2 Compared to fall enrollment demographics, BIPOC students were overrepresented throughout
the financial aid process, including students that started the FAFSA or WASFA process, students with a file ready to
review, and students that were eligible for aid (chart 3). In the 2017-18 and 2018-19 academic years, BIPOC students
made up a slightly larger portion of students on SAP compared to the portion of students that started the financial aid
process that were BIPOC, although that trend was not present in 2019-20 (chart 4). BIPOC students also made up a
slightly larger portion of students that went through the Verification 1 and Selective Service processes, but this may be
related to requirements of Pell recipients (charts 7, 8, table 13).
Unrelated to the data was an impression among some staff and students that certain financial aid policies at South were
more restrictive than other colleges within the district or surrounding areas, specifically in areas where the policy is fully
or partially at the discretion of the FA office (as opposed to fully mandated by the state/federal government). This
included some policy around the selective service appeal process (“Students whose appeals do not meet the above
criteria will still be allowed to appeal, however, staff will share the decreased likelihood of a positive outcome. Students
will be told at this point and in writing with a negative appeal outcome, that they may be able to appeal and receive
financial aid at another institution as each school sets different criteria.”3) and tax verification (some students
understood they were supposed to provide documents from an accountant to verify tax information, creating a costly
barrier).

Success Milestones During and After College
In many of the in-college success milestones, White students were not the top performing group, such as fall-to-winter
and fall-to-fall retention rates, and rates of completion for college-level math and English courses (charts 14a/b, 15a/b,
16a/b, 17a/b). However, when these measures were further disaggregated, many historically underrepresented groups
were consistently below the BIPOC average rate. Additionally, BIPOC students were consistently less likely to
successfully complete a course with a passing grade than their White peers. Specifically, groups disproportionately
impacted by lower pass rates across divisions include American Indian/Native American, Black/African American,
Hispanic/Latino, and Native Hawaiian/Pacific Islander student groups (chart 19). It is important to note that grades and
pass rates have ripple effect for all outcomes, such as completion of college-level courses, time-to-completion, award
completion, and can create additional barriers, such as loss of financial aid through a SAP designation.
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White and BIPOC students had similar award completion rates for the most recent cohort (chart 21a). White students
were consistently more likely to transfer if they did not complete an award (chart 22a). While the gap between White
and BIPOC rates of employment has declined with past cohorts, White students in the same cohorts consistently had
post-college median annual earnings of approximately $10 thousand than BIPOC peers (chart 23).
This earnings trend for students did not hold for South employees. On average, BIPOC staff earned more than White
staff in the following employee type categories: Administration Exempt, Exempt Pro-Staff, and FT Faculty (chart 27). The
Classified employee type was the only type with a higher portion of BIPOC staff compared to White staff, and had the
largest gap between White and BIPOC staff pay (on average, White Classified staff made $2,556 more than BIPOC
Classified staff annually, or $213 more monthly).

Survey Responses
In 2018, BIPOC students were slightly more likely to agree that faculty and staff/administrators made efforts to increase
culturally diverse student participation in both the classrooms and college activities than White students (chart 24).
However, BIPOC students were less likely to agree that the same groups were culturally sensitive in responding to
students’ needs. In a 2020 survey, 28% of students felt they had been discriminated against on any basis, an increase of
4% points from 2019 (chart 25). Similarly, 26% of employees responded they felt discriminated against in the past
academic year in 2020 (chart 28a/b/c). That rate increased for BIPOC employees to 33%.

Sources:
1

“New Report on Community College Student Success.” RISC, www.risc.college/blog/new-report-community-collegestudent-success

2

Allen, D., Wolniak, G.C. Exploring the Effects of Tuition Increases on Racial/Ethnic Diversity at Public Colleges and
Universities. Res High Educ 60, 18–43 (2019). https://doi.org/10.1007/s11162-018-9502-6
3

“Policies: Selective Service.” South Seattle College, https://southseattle.edu/financial-aid/policies
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Conclusion & Next Steps
In her President’s Day 2020 speech, President Rosie Rimando-Chareunsap set her vision for the College to become an
anti-racist institution. South’s Racial Equity Report was developed to support and guide that vision. We view this as a
living document and are committed to updating and refining the contents of this report to best benefit our
conversations, work and actions toward becoming an anti-racist College.
Moving forward, The Office of Institutional Effectiveness in collaboration with the campus community will facilitate open
forums to further discuss the data and findings in this report. These conversations will help us better understand what
information and data we are missing from a quantitative and qualitative perspective, while also defining how we want to
measure our progress – setting targets and goals.
We plan on working closely with the campus community to create and offer professional development opportunities
that will allow us to make necessary change to influence and impact these measures, and ultimately the experiences and
outcomes of our students, faculty and staff.
Once we have moved to ctcLink, we are committed to developing an interactive racial equity dashboard that will provide
real-time access to data and information around identified metrics, such as the ones outlined in this report.
Finally, we are committed to providing data and research (quantitative and qualitative) that will require us to take action
and make change for the better of our campus community, especially our Black and Brown students, faculty and staff.
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Data Appendix
Notes about the Data
The term BIPOC is used throughout these datasets. For the purposes of this report, the BIPOC set includes all racial and
ethnic groups (including American Indian/Native American/Alaskan Native, Asian, Black/African American,
Hispanic/Latino, Native Hawaiian/Other Pacific Islander, other race, and multi-race/two or more races) except White
and not reported. In some cases where the first-time entering student outcomes dataset is used, the not reported race
group also includes the other category.
In these datasets, the BIPOC group is represented by the color blue, the White group is represented by orange, and the
not reported group is gray. Exceptions to this color legend are noted where necessary.
Datasets with a ◊ character include further racial/ethnic disaggregation.
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STUDENT MEASURES
Access
Student Demographics
Source: SBCTC public enrollment dashboard
Chart 1: State-funded, Fall Student Demographics, Fall 2017-2019

Table 1: State-funded, Fall Student Headcount◊, Fall 2017-2019
State funded Fall Student Headcount
Fall 2017
Fall 2018
N
%
N
%
American Indian/Alaskan Native
59
1%
63
1%
Asian
901
13%
798
13%
Black/African American
672
10%
624
10%
Hispanic
380
6%
326
5%
Pacific Islander
56
1%
46
1%
2+ races
695
10%
719
12%
BIPOC Total
2,763
40%
2,576
42%
White
2,540
37%
2,232
36%
Not Reported
1,542
23%
1,345
22%
Grand Total
6,845
100%
6,153
100%

Fall 2019
N
52
702
602
305
56
750
2,467
2,164
1,243
5,874

%
1%
12%
10%
5%
1%
13%
42%
37%
21%
100%
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Admissions Conversion
Source: ODS AdmissionStudent, Student tables
Chart 2a: Admission Conversion, 2016-17 – 2018-19

Chart 2b: Admission Conversion◊, 2016-17 – 2018-19
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Financial Aid
Source: FMS, ODS Student tables
Note: only for students with SSN/SID student match and enrollment at South
Chart 3: Financial Aid Milestones, 2017-18 – 2019-20

Chart 4: Financial Aid SAP Milestones, 2017-18 – 2019-20
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Table 3a: Financial Aid Milestones – Started FAFSA/WASFA Process, 2017-18 – 2019-20◊

Table 3b: Financial Aid Milestones – FA File Ready for Review, 2017-18 – 2019-20◊
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Table 3c: Financial Aid Milestones – Eligible for Aid, 2017-18 – 2019-20◊

Table 4: Financial Aid SAP Milestones – SAP Codes and Approved SAP Appeals, 2017-18 – 2019-20◊
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Chart 5: Financial Aid Pipeline, 2019-20
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Chart 6: Financial Aid Milestones – Data Sheet Submission, 2017-18 – 2019-20

Chart 7: Financial Aid Milestones – Verification 1 Request and Submission, 2017-18 – 2019-20

Chart 8: Financial Aid Milestones – Selective Service Request and Submission, 2017-18 – 2019-20
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Chart 9: Financial Aid Milestones – Tax Document Request and Submission, 2017-18 – 2019-20

Table 6: Financial Aid Milestones – Data Sheet Submission, 2017-18 – 2019-20◊
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Table 7: Financial Aid Milestones – Verification 1 Request and Submission, 2017-18 – 2019-20◊

Table 8: Financial Aid Milestones – Selective Service Request and Submission, 2017-18 – 2019-20◊
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Table 9: Financial Aid Milestones – Tax Document Request and Submission, 2017-18 – 2019-20◊

Chart 10: Financial Aid Pipeline – Verification 1 Request and Submission, 2019-20

Chart 11: Financial Aid Milestones – Selective Service Request and Submission, 2019-20

Chart 12: Financial Aid Milestones – Tax Document Request and Submission, 2019-20*

*Tax data only for independent students
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Table 13: Pell Recipient Demographics, 2017-18 – 2019-20◊
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Success Milestones
Retention
Source: First-Time Entering Student Outcomes dataset

Chart 14a: Fall to Winter Retention, fall 2017 – 2019 cohorts

Chart 15a: Fall to Fall Retention, fall 2016 – 2018 cohorts
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Chart 14b: Fall to Winter Retention, fall 2017 – 2019 cohorts◊

Chart 15b: Fall to Fall Retention, fall 2016 – 2018 cohorts◊

22

College-Level Math and English in Year 1
Source: First-Time Entering Student Outcomes dataset

Chart 16a: Completion of College-Level English in Year 1, 2016 – 2018 cohorts

Chart 17a: Completion of College-Level English in Year 1, 2016 – 2018 cohorts
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Chart 16b: Completion of College-Level English in Year 1, 2016 – 2018 cohorts◊

Chart 17b: Completion of College-Level English in Year 1, 2016 – 2018 cohorts◊
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Grade/Pass Rates
Source: Faculty Guided Pathways dashboard, 2015-16 to 2019-20
Notes: pass rates calculation: (all decimal grades 2.0 and above AND S grades) out of ALL grades that are not “*”; BTS
excluded, since they use a different, non-decimal grading scale; light gray bars represent the average

Chart 18: Pass Rates by Division, 2015-16 – 2019-20
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Chart 19: Pass Rates by Division – Difference from Average, 2015-16 – 2019-20◊
(groups above 0% line had pass rates above average)
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Table 20a: Pass Rates for Departments with 20 Highest Enrollments, 2015-16 – 2019-20◊ (international students included)
Note: different color scale used here
Lowest Pass Rate

Highest Pass Rate

*Groups with <10 enrollments not shown; all departments listed included multiple instructors.
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Table 20b: Pass Rates for Departments with 20 Highest Enrollments, 2015-16 – 2019-20◊ (international students excluded)
Note: different color scale used here
Lowest Pass Rate

Highest Pass Rate

*Groups with <10 enrollments not shown; all departments listed included multiple instructors.
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Outcomes
Completion of Award
Source: First-Time Entering Student Outcomes dataset
Chart 21a: Award Completion by Year 4, 2013 – 2015 cohorts

Chart 21b: Award Completion by Year 4, 2013 – 2015 cohorts◊

Transfer to a 4-year College by Year 4
Source: First-Time Entering Student Outcomes dataset
Chart 22a: Transfer to a 4-year College by Year 4 (with and without completion of award), 2013 – 2015
cohorts
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Chart 22b: Transfer to a 4-year College by Year 4, 2013 – 2015 cohorts◊
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Employment & Earnings
Source: First-Time Entering Student Outcomes dataset – by Year 6
Chart 23: Post-College Employment and Earnings by Year 6, 2011 – 2013 cohorts
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Survey data
Chart 24: Community College Survey of Student Engagement (CCSSE) Responses – Cultural Sensitivity
and Diversity Data, 2018
Note: different color scale used here
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Chart 25: Hanover Student Climate Survey Responses – Discrimination at SCC, 2019 & 2020
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EMPLOYEE MEASURES
Demographics and Salary
Source: PMIS Employee and Payroll tables
Note: includes moonlight salary data
Chart 26: Annual Employee Demographics, 2017-18 – 2019-20

Table 26: Annual Employee Headcount, 2017-18 – 2019-20◊
Annual Employee Headcount
2017-18
2018-19
N
%
N
%
59
10%
55
10%
African American
87
14%
72
13%
Asian/Pacific Islander
42
7%
34
6%
Hispanic
4
1%
4
1%
Native American
192
31%
165
30%
BIPOC Total
393
64%
354
64%
White
31
5%
38
7%
Not Reported
616
100%
557
100%
Grand Total

2019-20
N
49
65
26
4
144
364
51
559

%
9%
12%
5%
1%
26%
65%
9%
100%
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Chart 27: Annual Employee Demographics and Average Salary by Employee Type, 2017-18 – 2019-20
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Employee Survey Data
Chart 28a: South Employee College Climate Survey Responses – EDI & Discrimination, 2020 (All
Respondents)
Note: different color scale used here
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Chart 28b: South Employee College Climate Survey Responses – EDI & Discrimination, 2020 (BIPOC
Respondents only)
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Chart 28c: South Employee College Climate Survey Responses – EDI & Discrimination, 2020 (White
Respondents only)
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Teaching Load
Source: ODS Employee and Class tables
Chart 29: Annual Teaching Load, 2017-18 – 2019-20
Note: based on “credit” – not “credit equivalency” – does not take into account any extra FTEs used to
calculate funding, like IBEST
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Faculty Stipend Pay
Source: FMS query, payroll org code 4%, object code AF%, ODS employee table
Chart 30: Faculty Paid by Stipends, 2017-18 – 2019-20
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