WMMT-FM EEO REPORT
April 1, 2006 – March 31, 2007
This report is prepared pursuant to regulations of the Federal Communications Commission. This report is available in WMMT’s Public Access File and on the station’s website.

WMMT-FM is licensed to 

Appalshop, Inc. 

91 Madison Avenue

Whitesburg, Kentucky 41858

606 633-0108

The governing body of WMMT is the Board of Directors of Appalshop, Inc. Under Board policy, Appalshop is an equal employment opportunity employer (a facsimile of the official Board statement is included with this report) and does not discriminate in hiring on the basis of race, age, sex, color, sexual orientation, creed, disability or national origin.  In order to fulfill its mission to provide employment and training to people from the Appalachian region, Appalshop encourages project directors whenever possible to hire employees, part-time help, interns and contract workers with connections to the Appalachian region. 

WMMT operated with four permanent full-time employees for many years. In February 2007 the station increased its fulltime staff to five through an internal promotion of a part-time employee. 
WMMT works with community members and the general public on several levels. In any given week, approximately 40 different people will produce radio programming, on a volunteer basis and without charge to the volunteers. As actual or potential programming slots become available, the station offers training without charge in radio production. Training includes instruction in operation of broadcast equipment, station policy, FCC regulations including underwriting and indecency, and principles of producing quality programming.

The station works with regional colleges and universities to place students in internships, generally in the summer. Appalshop’s Appalachian Media Institute offers radio production training to high school students throughout the year as well as an intensive summer program. WMMT’s Community Correspondents Corps project recruits and trains community members in radio news production.
Appalshop, Inc.

Anti-Discrimination Statement

Appalshop is an equal opportunity employer, and its hiring policies and practices are applicable to all employees without regard to race, age, sex, color, sexual orientation, disability, creed, or national origin.

As enacted by the Board of directors, April 22, 1996
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Donna Porterfield

Chairman of the Board of Directors

February 26, 2002

Affirmative Action Policy


Appalshop, Inc. agrees to a commitment to affirmative action and equal employment opportunity.  This written statement will assure equal and fair treatment for all present and prospective employees without regard to race, color, national origin, age, sex or handicap.


To that end, we hereby agree to implement the following affirmative action steps:

I.
Internally publicize the affirmative action policy in written communications and 
meetings, employee handbooks, on bulletin boards, etc.

II.
Externally publicize this affirmative action policy through appropriate media.  
Public and private employment agencies and educational institutions will be 
informed that referrals of male, female, minority and non-minority applicants are 
expected for all jobs.

III.
Instruct all management staff, especially those with authority to test, hire, 

promote, discipline and/or discharge, of this affirmative action policy and their individual responsibility to conduct all personnel matters consistent with this affirmative action policy.

IV.
Notify subcontractors, vendors, and suppliers in writing of this affirmative action 
policy, and include an equal opportunity clause in all purchase orders, contracts, 
leases, etc.

V.
Appoint Ann Currie, Director of Finance and Administration, as Affirmative Action Officer.  In order to assure implementation of this policy the Affirmative Action Officer will be responsible for the following:


A.
Designing internal audit and reporting systems to measure program 


effectiveness and to determine where progress has been made and where 


further 
changes are needed.


B.
Reporting, at least quarterly, on progress of each unit in relation to our 


affirmative action goals.


C.
Conducting a self-audit of employment opportunities (the utilization 


analysis).  The analysis will include:
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1.
A survey of minority, female and handicapped representation 




by department and job classification.



2.
A determination of minority availability as the minority 




population of Letcher County which is currently 0.6%.



3.
A determination of female availability at 41%, the female 




participation in the labor force.



4.
Identification of jobs or departments in which under-




utilization of women or minorities exists.  Under-utilization 




is defined as having fewer minorities or women than their 




availability would warrant.


D.
Identifying steps in the selection process which act as barriers to 

minorities, women and handicappers.  This will include:



1.
A record of Applicant Hiring Flow by job and by race, national 



origin and sex.



2.
A review of each step in the selection process including 




education and experience requirements, tests, and interviews.




Any part of the process which eliminates or disadvantages 




women or minorities will be shown to be necessary for 




satisfactory job performance or it will not be used.


E.
Developing programs to overcome the under-representation of women 


and/or minorities including:



1.
Affirmative recruiting in the minority community for all jobs




where under-utilization is identified.



2.
Classified Ads placed only under “Help Wanted” or 




“Help Wanted, Male-Female” listings, and specifying 




and Equal Opportunity Employer Male/Female.



3.
An Affirmative (remedial) Action file on minority and 




female applicants not hired who are potential candidates 




for future openings.  (These applicants will be contacted 




first when there are openings.)
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4.
Validated selection procedure, defined as procedures which 




provide satisfactory employees but do not disadvantage 




minorities or women.



5.
Documentation of all efforts to improve the representation 




of minorities and women.


F.
Conducting a self-audit of programs and services.



1.
A survey of the level of participation of special constituencies.



2.
Documentation of all efforts to include special constituencies.


G.
Conducting a self-audit of public outreach efforts.



1.
Dissemination of accessibility policy and equal employment




policy, both internally and externally.



2.
A review of outreach efforts through traditional and non-




traditional sources.



3.
Documentation of all outreach efforts.

VI.
We agree to continue equal representation of minorities and women in all 

categories based on their availability in the community.

______________________________
_____________________________



Donna Porterfield



Amelia Pickering

Chairperson of the Board of Directors
Chairperson Personnel Committee
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