PERALTA COMMUNITY COLLEGE DISTRICT
Board of Trustees Agenda Report
For the Trustee Meeting Date of June 14, 2016

ITEM TITLE: (Please define the subject; e.g., change order - Berkeley City College)
2016-2019 Equal Employment Opportunity (EEO) Plan

SPECIFIC BOARD ACTION REQUESTED:
Consider approval of the District’s Equal Employment Opportunity (EEO) Plan for 2016-2019 and Board Approval/
Certification of the Equal Employment Opportunity Fund Muitiple Method Allocation Model Certification Form

ITEM SUMMARY: (PLEASE DISCUSS THIS ITEM. IF A VENDOR IS INVOLVED, PLEASE INCLUDE THE COMPANY NAME AS WELL
AS THE INDIVIDUAL.)

Presenter: Vice Chancellor Largent

In support of equal employment opportunities and the diversification of the workforce, Title 5 requires each
community college to develop an Equal Employment Opportunity (EEO) Plan, Each plan must include a policy
statement, information on training and notification requirements, complaint procedures, an analysis of the
workforce, and measures to address equal employment opportunity. The District’s EEO Plan was developed and
supported by constituent groups through the shared governance process, including the EEO Advisory Committee,
the Policy and Budget and Planning Council and the Chancellor’s Cabinet. All community college districts are
required to submit their Plan and Certification Form to the State Chancellor’s Office by June 1, 2016. However, in
recognition of the fact that the Board for many districts will meet throughout the month of June to approve the Plan,
the State Chancellor’s Office has authorized districts to indicate, with the June 1% Plan submission, the date the
Board will approve the Plan,

The Chancellor recommends épproval of the EEO Plan for submission to the State Chancellor’s Office.
SOURCE OF FUNDS (AND FISCAL/BUDGETARY IMPACT):
GENERAL FUNDS

BACKGROUND/ANALYSIS:
DELIVERABLES AND SCOPE OF WORK:
ANTICIPATED COMPLETION DATE:

ALTERNATIVES/OPTIONS:




EVALUATION AND RECOMMENDED ACTION:

OTHER DEPARTMENTS IMPACTED BY THIS ACTION (E.G. INFORMATION TECHNOLOGY):
YES _ No X

COMMENTS:

WHO WILL BE PRESENTING THIS ITEM AT THE BOARD MEETING? (VICE CHANCELLOR)

(*****Board contract approval is subject to negotiation and execution by the Chancellor.)

DOCUMENT PREPARED BY:
Prepared by: Trudy Largent
' ITrudy Largent, Vice Chancellor of HR & Employee Relations]

DOCUMENT PRESENTED AND APPROVED BY:

Presented and approved by: _
[Enter Here - Name of College President, (if originating from a college) or Vice-Chancellor (if originating
from the District)]

FINANCE DEPARTMENT REVIEW
Finance review required X___ Finance review nof required
If Finance review is required, determination is: Approved Not Approved

If not approved, please give reason:

Signature:

Ron Little, Vice Chancellor, Finance and Administration

GENERAL COUNSEL (Legality and Format/adherence to Education Codes):
Legal review required X Legal review not required
If Legal review is required, determination is: Approved Not Approved

Signature:

Nitasha Sawhney, Acting General Counsel




CHANCELLOR’S OFFICE APPROVAL

X Approved, and Place on Agenda Not Approved, but Place on
Agenda )

Signature: Dr. Jowel C. Laguerre
Dy, Jowel C. Laguerre, Chancellor




Equal Employment Opportunity Fund Multiple Method Allocation Model
Certlficatlon Form, Flscal Year2015 16 6

District Name: Peralta Community College District
The district met Multiple Method #1 (District’'s EEO Advisory Committee and EEO Plan).

Yes
0 No
' TheX d%?rrict met at least 5 of the remaining 8 Multiple Methods? (Please mark your answers.)
es
o Methoed 2 (Board policies and adopted resolutions)
o Method 3 (Incentives for hard-to-hire areas/disciplines)
o Method 4 (Focused outreach and publications)
o Method 5 (Procedures for addressing diversity throughout hiring steps and levels)
o Method 6 (Consistent and ongoing training for hiring committees)
o Method 7 (Professional development focused on diversity)
o Method 8 (Diversity incorporated into criteria for employee evaluation and temn e review)
N o Method 9 (Grow-Your-Own programs)
1 No

| CERTIFY THAT THIS REPORT FORWN IS COMPLETE AND ACCURATE. Please atfach meeting agenda of

when District's EEO Advisory Committee certified this report form.

Chair, Equal Employment Opportunity Advisory Committee,

[

M,Lf/é? a@:ﬁ%‘ﬁhj Date: (D{//{/_ Z (ﬁ

Chief Human Resources Officer

Name: Chanje Whiltaker, JD.  , [l 4 Title: Director for Employee Relationg & Diversily Programs

Signaiure

Name: Trudy Largent, 4.D. Tille: Vice Ghancellor for Human Resources & Employee Relalions
. A J 7
Signaiure:';wl '72\,”@'&?‘;,4{/% Date: 6(/ ‘ // / rCe

Chief Executive Offfcer (Chancellor or President/Superintendent)

Name: Dr. Jowel Laguerd PPN Title: Chancellor )
A .
Signalure: M " Date: @6 - O | - [ b .

President/Chair, District Board of Trustees
Date of governing hoard's approval/ceriiffcation:

Name: Title: President/Chalr, Board of Trusfees

Signature: Dale:

_ Date Due at the Chancellor’s Office: June 1, 2016
Return to: Javier Gonzalez (jagnzalez@cccco.edu)
Chancellor's Office California Comimunily Colleges: 1102 Q Street, Ste. 4600, Sacramento, CA 95811

R i, ——rr s — o —————
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Equal Employment Opportunity Fund Multiple Method Allocation Model

This form requires districts to report the various activities that they are Implementing to promote Equal
Employment Opportunity for each of the 8 Mulfiple Methods, The Chancellor’s Office will select some of the
practices reported and highlight them in an “EEO and Diversily Best Practices Handbook”.

When providing explanation(s) and evidence of your district's success in implementing the Mulfiple Methods,
please write a response suitable for publication in the hest-practices handbook. Please keep narrative to no
more than ong page per Multiple Method.

Nine (9) Multiple Methods

Pre-Hiring
1. District’s EEO Advisory Committee and EEO Plan
2. Board policies & adopted resolutions -
3, Incentives for hard-to-hire areas/disciplines
4, Focused outreach and publications

Hiring
5. Procedures for addressing diversity throughout hiring steps and levels
6. Consistent and ongoing training for hiring committees

Post-Hiring
7. Professional development focused on diversity
8. Diversity incorporated into criteria for employee evaluation and tenure review
9. Grow-Your-Own programs

Does district meet Multiple Method #1 (District’s EEO Advisory Committee and EEO
Plan)?

X Yes

LI No

Under the Muitiple Method allocation model, districts must minimally have an operational District EEO
Advisory Commitiee and an updated EEO Plan,
¢ In ordet to qualify for receipt of the EEO Fund, districts are required to submit a board-adopted EEO
plan every three years to the Chancellor's Office. (Tille &, Seclion 53003),
o - EEO Plans are considered active for three years from the date of when the District's Board of
Trustees approved the plan,
« The districts are required to establish an EEO Advisory Committee to assist in the development and
implementation of the EEO Plan. (Title 5, Section 53005).

Please provide an explanation and evidence of meeting this Multiple Method, #1,
Section 53003(a)

The District recently completed its Equal Employment Opportunity Plan for the years 2016-2019 that will be
submitted to the California State Chancellor’s Office by June 1, 2016, The Plan is scheduled to be adopted by
the District’s Board of Trustees during its Junel4, 2016 Board meeting.

The District’s prior Equal Employment Opportunity Plan was adopted by the Board of Trustees on




Equal Emf)loyment Opportunity Fund Multiple Method Allocation Model
Certification Form, Fiscal Year 2015-16 -

June 25, 2G13.

The District’s 2016-2019 Equal Employment Opportunity Plan is enclosed as Exhibit A.

Section 53005

The Equal Employment Opportunity Advisory Commitiee plays an integral role in the planning and
development of diversity programs, models and events throughout the District, The 2015-2016 committee met
throughout the year to discuss possible changes to the 2013 Equal Employment Opportunity Plan, the
District’s diversity data, hiring and recruitment procedures and goals for developing a more diversified
workplace. .

The commiftee consisted of seven individuals from varying ethnic and racial backgrounds.

One of the primary objectives of the cominitee is to assist the District in monitoring and updating its Plan, The
committee may also assist in promoting an understanding and support of equal opportunity and
nondiscrimination policies and procedures. The committee may sponsor events or other activities that promote
equal employment opportunity, nondiserimination, retention and diversity.

Chanelle Whittaker, Director for Employee Relations & Diversity Programs served as the 2015-2016 Chair of
the Equal Employment Opportunity Advisory Committee. The names and diversity data of the full committee
are as follows;

Chanelle Whittaker-African American

Cody Polletier-Caucasian

Catherine Dubois-Caucasian, Native American
Doris Hankins-African Ametican

Mario Rivas-Hispanic

Chriss Foster-Aftican American

Arturo Davila-Sanchez-Hispanic

Sharon Clegg-African American

TRme e g

To receive funding for that year's allocation amount, districts are also required to-meet 5 of the remaining 8
Multiple Methods.

Does the District meet Method #2 (Board policies and adopted resolutions)?
X Yes
0 No

Please provide an explanation and evidence of meeting this Multiple Method, #2.

Section 53024.1(g)

Beginning July 12, 2016, the PCCD Board of Trustees will receive fraining on the elimination of bias in hiring
and employment at Jeast once every elestion cycle,
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Section 53021.1(K)

Board Policy 7100 Commitinent to Diversity — Exhibit B
Board Policy 5300 Student Equity - Exhibit B

Board Policy 3410 Nondiscrimination -~ Exhibit B

Boaud Policy 3420 Equal Employment Opportunity — Exhibit B

Section 53024.1(n)

Updated curricula, texts and course descriptions are maintained by the District as a foundation for guiding our
colleges in all of its planning and student learning activities. Collectively, the District strives to ensure that its
classes, programs, and services are centered on student success and student achievement of educational goals,
The District’s Mission, Board Policies and Administrative Procedures, were developed to define our college’s
broad educational purpose, its infended student population, and its commitment to students and their learning

styles, and to professional and leadership development for college employees,

A copy of Laney College’s Spring 2016 course description handbook is enclosed as Exhibit C.

Section 53024.1(0)

The Board Policies and Administrative Procedures adopted by the Board of Trustees address the issnes of
inclusion/exclusion in a transparent and coilaborative way. Each policy and procedure is available on the

District’s website. :

Moreover, priot to the adoption of each policy and procedure, the public at large is notified of the scheduled
ratification, and allowed an oppottunity to make a statement at the Board meeting,

During the March 8, 2016 Board meeting, the Board of Trustees voted on several new Board Polices in its
public session.

A copy of the March 8, 2016 Board Agenda is attached as Exhibit D.

Does the District meet Method #3 (Incentives for hard-to-hire areas/disciplines)?
X Yes
(J No

Please provide an explanation and evidence of meeting this Multiple Method, #3.

Seetion 53024.1(q)

‘The PCCD conducts analysis of each employment event attended by the Office of Human Resources. Most
recently, the Office of Human Resources attended an employment fair sponsored by CCC Registry, in January
2016. Job applications for positions including, but not limited 1o, hard-to-hire disciplines, were provided to

prospective applicants at the employment fair. The data collected indicated that of the 177 individuals that
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attended the employment fait, 70 visited the PCCD booth, and 4 applied to an open job announcement,

PCCD also conducts a longitudinal analysis of its Faculty Diversity Internship Program, The purpose of the
program is to promote understanding of, sensitivity to, and respect of the diverse academic, socioeconomic,
cultural, and ethnic backgrounds of community college students, including students with disabilities.

Tlie most recent avalysis of the BEqual Employment Opporttunity data from the Faculty Diversity Internship
Program provided the following:

Total number of patticipants since Fall 2014; 38

Fall 2014: 3 participants
I unknown Male

1 Asian Female

| Native Hawaiian Feinale

Spring 2015: 9 participants
[ Black Male

1 White Male

3 Asian Females

| Black Fetnale

2 Hispanic Females

1 unknown unkiown

Fall 2015: 13 participants
1 White Male

1 Asian Male

1 Black Male

1 White Female

2 Asian Females

3 Black Females

| 2 unknown Females

I unknown Male

Spring 2016:13 participants
| Asian Male

2 Hispanic Males

4 Black Females

2 Asian Females

I Hispanic Female

1 White Female

2 Asian Unknown

Full-time Faculty hired out of the Faculty Diversity Internship Program: 2

1 Asian - Female
[ Asian - Female

A copy of the Faculty Diversity Internship Program flyer is attached as Exhibit E.




Equal Employment Opportunity Fund Multiple Method Allocation Model

Additionaily, PCCD has implemented an incentive progtam to atiract a broader applicant base, including those
for hard-to-hire areas. The District is now offering applicants to opportunity to interview via video conference
for their first level interviews, All PCCD job announcements will include this language.

A copy of the announcement regarding Zoom requirements are attached as Exhibit F.

Does the District meet Method #4 (Focused outreach and publications)?
X Yes
7 No

Please provide an explanation and evidence of meeting this Multiple Method, #4,

Section 53024.1(a)

The District provides its four campuses with surveys throughout the year to evaluate the strengths, weaknesses
and needs of its community, Once the survey results are gathered and evaluated, they are provided to the college
cominunity for assessinent, :

In that the survey determines there ave areas for improvement, the Chancellor, along with his Cabinet, facilitate
a focused agenda for implementing structured change.

The Distriot’s tmost recent climate survey results are attached as Exhibit G.
Section 5§3024.1(d)

The District provides cultural awareness training as part of its annual mandatory Sexual Harassment and
Discrimination training program, to all management personnel,

A capy of the agenda from the District’s Januaty 14, 2016 training is attached as Exhibit H.
Section 53024.1(f)

The District’s Office of Human Resources maintains an up-to-date copy of job descriptions for all past and
current positions. In the event of any of the following scenarios, the District’s Senior Human Resources Analyst
updates an existing job description or creates a new ohe,

a, The responsibilities of a current position evolve and a new job description is watranted;

b, A new position is created;

¢, A department undergoes reorganization; or

d. An employee is granted a reclassification to a position that does not currently exist.
Section 53024.1(j)

The District conveys it commitment to diversity and equal employment opportunity through it Board Polices,
Administrative Procedures, Mission Statement, Student Handbooks, job applications and the Unlawful
Discrimination and Sexual Haragsment: Complaint and Investigation Procedures for Employees and Students

Certiﬁcation Form, Fiscal Year 2015-16 o
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handbook.
Each of these documents can be found on the District’s website by utilizing the following links:
a. Board Policies and Administrative Procedures '

hitp/Aweb peralia.edu/trusiees/bps-aps/

b. Mission Statement
http:ffweb, peralta,eduftrustees/files/2013/12/BP-1200-Mission,pdf

¢. Student Handbook

Berkeley City College - http:ﬂwww;berke]evcilycol!cee.edu/wnl

College of Alameda - http://alameda.peralta.edv/

Laney College - http://www.laney.edu/wp/

Motritt College - http:/Avww merritt.edufwyp/

d. Job Applications

https:/peraltaced.peopleadimin. com/postings/search

¢, Unlawful Discrimination and Sexual Harassment: Complaint and Investigation Procedures for
Employees and Students handbook.

http://web.peralta.edu/ln/files/2010/09/Complaint-and-Investigation-Procedures-for-Employees-and-
Students.pdf

Section 53024,1(k)

The District’s Mission Statement conveys its commitment to diversity and inclusion, and recognition that a
diverse and inclusive workforce promotes its education goals and values,

Board Policy 1200 Mission — Exhibit I
Board Policy 7100 — Attachment [

Does the District meet Method #5 (Procedures for addressing diversity throughout

“hiring steps and levels)?
X Yes
1 No

Please provide an explanation and evidence of meeling this Multiple Method, #5.\

Section $§3024.1(h)

Pursuant to the District’s Unlawful Discrimination and Sexual Harassment; Complaint and Investigation
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Procedures for Employees and Students handbook, the Office of Employee Relations timely and thoroughly

investigates complaints. The handbook establishes the District’s policies, principles, procedures and required
forms for use in submitting and processing employee and student complaints of unlawful discrimination and
sexual harassment,

A copy of the District’s Unlawful Discrimination and Sexual Harassment; Complaint and Investigation
Procedures for Employees and Students handbook is enclosed as Exhibit J,

Section 53024.1(i)

The District strives to ensure its applicants and newly-hired employees are not only uniquely qualified, but also
show a commitment to diversity, inclusion; sensitivity to and understanding of diverse backgrounds. In doing
s0, each Hiring Committee develops interview questions that ask the candidate to describe his or her experience,
knowledge, understanding of, or sensitivity to diverse backgrounds and cultures. Moreover, the candidate is
asked to explain how their experience or knowledge of diverse backgrounds and cultures will enable them to be
a successful member of the District,

A sample Interview question would read:

Please describe your past experience with members of varying backgrounds and cultures, and how your
experience has prepared you for employment with an wban, mudticultural institution such as Peralta
Communify College District.

Section 53024.1(p)

Data is collected from each applicant for employment with the District. Specifically, the job application asks the
applicant to provide information pertaining to diversity, This information is held confidentially within the
Office of Human Resources,

If an applicant has been offered a position and later declines, the Human Resoutces Analyst responsible for the
patticular recruitment attempts to collect information from the applicant detailing his/her reason for denial.

If the Analyst is successful in the collection of the information, it is placed in the secure recruitment file, and
remains in the Office of Human Resources. The collected data is later used to determine the success of
recruitment cfforts, as well as obtain knowledge regarding possible changes to policy and procedure,

Does the District meet Method #6 (Consistent and ongoing training for hiring

committees)?
X Yes

0 No

Please provide an explanation and evidence of meeting this Multiple Method, #6.

Section 53024.1(c)

Prior to each recruitment and interview process, the Distriet’s Human Resources Analyst conducts a thorough

_Certification Form, Fiscal Year2015-16
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and defailed teaining for all hiving committee members on the elimination of bias in hiring and employment.

Following the training, cach committee member is required to sign as acknowledgment that they received the
training.

The training is conducted by the Office of Human Resoutces, and details for cach committee member the
importance of nondiscrimination and the elimination of bias.

Hiring Committee PowerPoint presentation — Exhibit K

Does the District meet Method #7 (Professional development focused on diversity)?
X Yes

(1 No

Please provide an explanation and evidence of meeting this Multiple Method, #7.

Section 53024.1(¢) .

The District maintains a variety of programs to support newly-hired employees such as mentoring, professional
development and leadership opportunities, :

Specifically, cach newly-hired employee is required to attend the New Hire Orientation Workshop, The purpose
of the workshop is to allow employees the opportunity to have answered any questions they may have regarding
their new paosition or the District. Each employee is provided with a copy of their Collective Bargaining
Agteement, where applicable, as well as the Unlawful Diserimination and Sexual Harassment: Complaint and
Investigation Procedures for Employees and Students handbook.

The Faculty Diversity Internship Program is offered as a mentorship program to aspiring faculty members. It
also provides mentors with the opportunity to gain professional development experience.

Additionally, the District’s Collective Bargaining Agreements have a clause pertaining to out-of-class
assignments, Employees ave encouraged to apply for out-of-class assighments in order to achieve professional
development and gain leadership skills,

The Faculty Diversity Interuship flyer and a copy of the applicable sections of the Collections Bargaining
Agreements arc enclosed as Exhibit L,

Section 53024.1(i)

During each New Hire Orlentation Workshop, all employee are provided with a copy of the Unlawful
Discrimination and Sexual Harassment: Complaint and Investigation Procedures for Employees and Students
handbook,

Section 53024.1(m)

District staff members serve as resources, consultants, mentors and/or leaders to colleagues at other districts in
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the areas of EEO and diversity enhancement,

Members of the Employee Relations and Human Resources staff often attend workshops, webinars and
seminars with colieagues from other districts in order to share and discuss current EEO data, diversity
recruitment plans and focused strategies for improving diversity numbers. A few of the most recent seminars
and webinars attended by the Employee Relations and Human Resounces staff are:

&, 2015 Education Law Conference, Stockton, CA, November 16, 2015 _ _
b, Equal Employment Opportunity and Facuily Diversity Summit, DeAnza College, November 2,2015.

. Part 1: Sending the Message before Hiring Process Begins: EEQ Laws and District Policies and
Procedures, September 28, 2015

d. EEO San Jose Seminar, September 24, 2015"
& EEQ and Diversity Advisory Committee Conference, State Chancellot’s Office, August 20, 2015

Agendas for the above seminars and webinars are attached as Exhibif M.

Does the District meet Method #8 (Diversity incorporated into criteria for
employee evaluation and tenure review)? '
X Yes

(1 No

Piease provide an explanation and evidence of meeting this Multiple Method, #8.

Section 53024.1(h)

A minimum gualification of all applicants is the understanding of, sensitivity to, and respect for the diverse
academic, socioeconoimic, cultural, disability, gender identity, sexual orientation, and ethnic backgrounds of
comununity college students, Where an employee demonstrates noncompliance with these factors, one measure
of addressing the concen is through the employee evaluation process,

The District conducts exit interviews by request from employees who voluntarily resign; and for those that are
mvoluntarity terminated, Exit interviews are performed by the Vice Chancellor of Human Resources and
Employee Relations, or designee. A summary of the items discussed during the exit interview are kept
confidential, and are housed in the Office of Employee Relations,

Topies discussed during exit interviews ave driven by the desire of the employee, However, where an
employee’s evaluation has addressed noncompliance with the diversity injtiatives of the District, these matters
are of particular importance to the District, and may be discussed during the exit interview.

Information gathered from the exit interviews are roviewed to determine areas where the District may need to
take action,
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Employee evaluation form attached as Exhibit N.

Does the District meet Method #9 (Grow-Your-Own programs)?
X Yes. '
UJ No

~ Please provide an explanation and evidence of meeting this Mulliple Method, #9.

Section 53024.,1(e)

Programs offered to support newly-hired employees such as mentoring, professional development, and
leadership opportunities include the District’s Program Review process, annual managet’s frainings and the
Faculty Diversity Internship Program and the probationary employee evaluation process that aimns to provide
new employees with feedback . '

and mentorship,
See Faculty Diversity Internship Progrant flyer — Exhibit L.
The District's Chancellor has tecently implemented a Management and Leadership Development Acadeny.

See the Chancellor’s announcement attached as Exhibit O,
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1. Introduction

The Peralta Community College District’s (PCCD) Equal Employment Opportunity Plan (EEO
Plan) addresses the requirements of Education Code section 87106(b) for compliance with the Board
of Governors’ regulations on equal employment opportunity hiring, applicable state and federal
nondiscrimination statutes (Title VII Civil Rights Acts of 1964, Rehabilitation Act of 1973, etc...),
and for guidance in improving the equality of opportunity at PCCD. The principle of equal
employment opportunity applies to all aspects of the employment relationship and includes, but is
not limited to, initial consideration for employment, evaluation of performance, promotion and
advancement, compensation, access to training and other professional development opportunities.

PCCD’s EEO Plan was adopted by the Boaid of T1ustees on Jtthe 1 2013, The current plan has been
the District’s commitment to equal employment oppmtun{tym;}ieie all quallﬁed individuals have a
full and fair opportunity to compete for hiring and pwmot]on and 0! en_]oy the benefits of
employment with the district. It is the District’s behéﬁ gfﬁat taking actWe and vigorous steps to ensure
equal employment opportunity and creating a wotking and academic enVnon,ment which is
welcommg to all, will foster diversity, promote exéellence and p10v1de a posmve student learning
expenence i :

Equal employment opportunity shoulcf exist at all levels aiid in ‘all job categories hsted in section
53004(a) of title 5. Ensuring equal employment oppor funity alse involves creating an environment

that fosters coope1at10n acceptance demdéiacy‘,” d ﬁee exp1e$sion of 1deas and that is welcommg

ii!
'ei.g;

.....

title 5 1egulati0ns (sectzon 53000° ot seq.) and the: steps ‘the District shall take in the event of
underreptesentation of monlt(ned gloups The EEO Plan also includes the requirements for a
complamt pLOCGdUIC for noneomphance;wnh the title 5 provisions relating to equal employment
opportunity pi oggams complam( ploeedmes in instances of unlawful discrimination; establishment
of an Equal Employment Oppoﬁhplty Adv1s01y Committee; methods to support equal employment
opportunity and an enyvironment Wﬁlch is welcoming to alll; and procedures for dissemination of the
EEOQ Plan. To plopelly segve a g1ewsing diverse population, the District will endeavor to hire and
retain diverse faculty and' Staff who are sensitive to and knowledgeable of the needs of the
continually changing student body it serves.

! Diversity and equal employment opportunity are related but separate concepts. An environment that promotes
principles of diversity simultaneously promotes an accepting environment for implementation of equal employment
opportunity, Bacause of the interrelationship of diversity and EEQ, Plan Component 14 is dedicated to diversity
programs and projects as a way to further EEC efforts.
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Plan Component 2: Definitions

A. Guidelines

The District uses the following definitions to provide clarification and understanding of specific terms
used to help define EEQ vocabulary. The definitions are taken from title 5, section 53001. The definition
of “diversity” is not in Title 5, but it encompasses important considerations of inclusion that appear
throughout the District’s Plan.,

B. Definitions

a) Adverse Impact: a statistical measure (such as those outli

b)

d)

2)

b

d in the EEO Commission’s Uniform
Guidelines on Employee Selection Procedures) that,is applied to the effects of a selection
procedure and demonstrates a disproportionate neggi;iﬁgéiiit;imact on any group defined in terms
of ethnic group identification, gender, or disability! A disparity identified in a given selection
process will not be considered to constitute a:d!\{;é:rfse impact 1fth‘e numbers involved are too small
to permit a meaningful comparison, THIHi i

MHB Hiti,
H H iE}E(
‘M‘-Hfi

. . . . 1 . . ‘il . .
Business Necessity: circumstances which'jistify an exception to the!requirements of section

E‘J Azt s 1.
53021(b)(1) because compliance with that segjtibh wouldifesult in subs‘f&i‘{t&al additional financial
Ié'#s necessity requires

cost to the district or pose a SigI{lé,f}C nt threat to Hﬁh’lﬁ iffl:i;fé’or safety. Busi
greater financial cost than mere‘si)ﬁsfiﬁ?sgs conveniéﬂq(i.i‘;Business necessity does not exist where
there is an alternative that will serv ;Epﬁéiﬁ§§§igeeds qul’ia}l}g well.

Diversity: means a condition of blfééd inczmgif‘h;;'_n an !Qéﬁplpyment environment that offers
equality and respect for'all persons. A'!dfiiiszrse edu ‘a‘ifénal corﬁgl{r’fUnity recognizes the educational
benefits that flow from empldyee populié:tiionsf!!tﬁgaht' af‘é”@!&frjgd by race, gender, disability status,
belief, age, _na‘f{éﬁal‘ oz'igin!,jffpultural ‘_‘f)%é%éfl’cgfg‘round, life experience and other enriching
characteristics. R i il‘;

EITI T iy !‘§=

EqualEm’ﬁioyfnen’g Op{iiaiii?l'ﬁty:‘{Mgﬁﬁ%tha?%ﬂ qualified individuals have a full and fair
oppotftinity to colnipete for hiil"iéng and proWition and to enjoy the benefits of employment with

Eih
{

the district. Equal eiﬁﬁib}y:mentafﬁprportunity should exist at all levels and in all job categories
listed 'iniisection 53004(51,);,3: Ensufiiifgjgggqual employment opportunity also involves creating an

.........
g

environment; that fosters co_b;peratiori;?ﬁacceptance, democracy, and free expression of ideas and
that is welcoming to men aﬁd;women, persons with disabilities, and individuals from all

L

cthnic and other. groups protected from discrimination by title 5, section 53000 et seq.

Equal Employmeht‘ Opportunlty Plan: a written document in which a district’s workforce is

analyzed and specifi¢';plans and procedures are set forth for ensuring equal employment
opportunity.

Equal Employment Opportunity Programs: all the various methods by which equal employment
opportunity is ensured. Such methods include, but are not limited to, using nondiscriminatory
employment practices, actively recruiting, monitoring and taking additional steps consistent with
the requirements of section 53006.

(1) Ethnic Minorities: American Indians or Alaskan natives, Asians or Pacific Islanders,
Blacks/African-Americans, and Hispanics/Latinos,

(2) Ethnic Group Identification: means an individual’s identification in one or more of the
4




ethnic groups reported to the Chancellor pursuant to section 53004, These groups shall be
more specifically defined by the Chancellor consistent with state and federal law,

h) Goals for Persons with Disabilities: a statement that the district will strive to attract and hire
additional qualified persons with a disability in order to achieve the level of projected
representation for that group by a target date established by taking into account the expected
turnover in the workforce and the availability of persons with disabilities who are qualified to
perform a particular job. Goals are not “quotas” or rigid proportions.

i) In-house or Promotional 0n1y Hiring: means that only existing district employees are allowed
to apply for a position. "

Hith
1) Monitored Group: means those groups identified in sego}ﬂcgm 53004(b) for which monitoring and
reporting is required pursuant to section 53004(a). (MOﬂJtOled groups are men, women, American
Indians/Alaskan  Natives, Asians or Paciﬁc’ Islanders, Blacks/African-Americans,
Hispanics/Latinos, Caucasians, and persons wu:h d1sab1htles ) :

k) Person wzth a Drsabzlzty any person who (15 has a physwal or mehtal 1mpa11ment as deﬁned in

..........

person with a dlsablllty is “limife
activity difficult.

h

I} Projected Represenmnon the pe1cehtage of pelisons ﬁom ;\ momtmed group determined by the

may include the items designated in

: Efih

Scr eenmg or Sefecﬁon Pr oc‘edw ‘a8 any éasule ‘Combination of measures, or procedures used as
a basis for any emp]oyment demswn Selection procedures include the full range of assessment
techmques including but ‘hot llmlted to traditional paper and pencil tests, perfonnance tests, and
physical,’ educatlcnal and WOlk expe;l.‘ience requirements, interviews, and review of application
forms.

it

o) Significantly Undeﬁrepf esenf‘ed Gioup any monitored group for which the percentage of persons
from that group employegi, By the district in any job category listed in section

53004(a) is below elghty pelcent (80%) of the projected representation for that group in the job
category in question,

p) Targe! Date: a point in time by which the district plans to meet an established goal for persons
with disabilities and thereby achieve projected representation in a particular job category.

q) Timetable: a set of specific annual hiring objectives that will lead to meeting a goal for persons
with a disability by a projected target date.




II1. Plan Component 3: Policy Statement

The District is committed to the principles of equal employment opportunity and will implement a
comprehensive program to put those principles into practice. It is the District’s policy to ensure that all
qualified applicants for employment and employees have full and equal access to employment opportunity,
and are not subjected to discrimination in any program or activity of the district on the basis of ethnic
group identification, race, color, national origin, religion, age, sex, physical disability, mental disability,
ancestry, sexual orientation, language, accent, citizenship status, transgender status, parental status, marital
status, economic status, veteran status, medical condition, or on the basis of these perceived characteristics,
or based on association with a person or group with one or more of these actual or perceived
characteristics., The District will strive to achieve a workforce that js Welcoming to men, women, persons
with disabilities and individuals from all ethnic and other groups] to ¢hsure the district provides an
inclusive educational and employment environment. Such a eﬁ‘vnonment fosters cooperation, acceptance,
democracy and free expression of ideas. This EEO Plan w1lﬁ)e malﬁtamed to ensure the implementation

of equal employment opportunity principles that confom‘i‘to federal and Slate laws.

.....
i

The District’s Board Policy 3420 (Equal Employment‘ Opportunity) states tijlat #"The Chancellor shall
develop, for review and adoption by the Board, a plan f01 equal employment opportunlty that complies
with the Education Code and Title 5 lequnements as ﬁom time to tli‘he modified o “']anﬁed by judicial
interpretation.” i < T




IV. Plan Component 4: Delegation of Responsibility, Authority and Compliance

It is the goal of the Peralta Community College District that all employees promote and support equal
employment opportunity because equal employment opportunily requires a commitment and a
contribution from every segment of the district. The general responsibilities for the prompt and effective
implementation of this Plan are set forth below.

1. Board of Trustees
The Board of Trustees is ultimately responsible for proper implementation of the district’s Plan at all

levels of district and college operation, and for sustaining equal employment opportunity as described by
methods in the Plan, i

. 2. Chancellor
The Board of Trustees delegates to the Chancellor the 1espen31b11ity for the ongomg unplementatlon
review and recommending approval of the Plan and for''p
distnct s equal employment opportumty pohcles.iaﬁd piocedmes The Chancellm shall adv1se the

{.H‘e' ‘il;f‘

3. Equal Employment Opportunity Ofﬁc oL ‘
The Vice Chancellor for Human Resomeeg_and iE;nployee Relatlons has been designated the Equal

Employment Opportunity Officer who is 1esp0n81ble for, the day to! ‘dg?/ implementation of the Plan. If the
de31gnat10n of the EEO Ofﬁcer féhanges before f]‘ilS Plan js n ;Xt lre\nsed1 the dlstnct will notlfy employees

e Develop a Service Award Ploglam f01 outstandmg equal opportunity efforts;

¢ Conduct open forums to eleate 0pp01tumt1es for campus citizens to voice concerns, opinions, and
achievements;;, | ik

¢ Conduct tegulan “blown bag” 1nf01mat10n sessions on equal opportunity issues

4, Equal Employment Oppor‘ u_n ty Advusory Committee

The District will continue to actively encourage positive change and updates to enhance the diversity
programs through the Equal Employment Opportunity Advisory Committee. The EEO Advisory
Committee will act as an advisory body to the Equal Employment Opportunity Officer and the district as a
whole to promote understanding and support of equal employment opportunity policies and procedures.
The Equal Employment Opportunity Advisory Committee shall assist in the implementation of the Plan in
conformance with state and federal regulations and guidelines, monitor equal employment opportunity
progress, and provide suggestions for Plan revisions as appropriate.

5. Agents of the District :
Any organization or individual, whether or not an employee of the District, who acts on behalf of the

7




governing board with regard to the recruitment and screening of personnel, is an agent of the District and
is subject to all the requirements of this Plan.

6. Good Faith Effort
The district shall make a continuous good faith effort to comply with all the requirements of its Plan.




V. Plan Component 5: Advisory Committee

The District has established an Equal Employment Opportunity Advisory Committee to assist the District
in monitoring and updating its Plan. The committee may also assist in promoting an understanding and
support of equal opportunity and nondiscrimination policies and procedures. The committee may sponsor
events or other activities that promote equal employment opportunity, nondiscrimination, retention and
diversity. The EEO Officer shall train the advisory committee on equal employment compliance and the
Plan itself. The committee shall include a diverse membership whenever possible. A substantial good faith
effort fo maintain a diverse membership is expected. If the district has been unable to meet this
requirement, it will document that efforts were made to recruit advisory committee members who are
members of monitored groups.

The Advisory Committee composition shall include the followmé 1eplesentatlves when possible:

L
sz% ‘“i

One (1) Student — Appointed by Peralta Student Coun(:ll i ;{h
Two (2) DAS Faculty Appointments B i
One (1) PFTF aculty Appomtmcnt

Two (2) Classified Senate/Confidential Appomtllnents
One (1) Joint Union Appointment (SEIU/Local 39);
One (1) DSPS Coordinator ‘15;3

The Equal Employment Opportunity Adv1501y§ Committee,!shall holdia mmlmum of three (3) meetings per
fiscal year, with additional meetifigs if needed foglewew EEO and dlveisity efforts, programs, and policies.
The committee will issue an annual 1eport to forward lecommendatlons and report on the status of any
projects. The committee is cha1 ged w1th 1 R ;

1. Reviewing the plograms of the District as they relate to equal opportunity areas;

2. Recommending administrative measures to improve the District’s performance; and
3, Foslering awareness of equal opportunity issues.

Chanelle Whlttakel :Director for Employce Rélanons & Diversity Programs served as the 2015-2016
Chair of the Equal Eﬁlployment Opportumty Adv1301y Committee. The names and diversity data of the
full committee are as foll()ws h;;i

Chanelle Whlttakel (x 1Ca1[1 American

Cody Pelletier- Caucasian

Catherine Dubois-Caucasian, Native American
Doris HanKins-African American

Mario Rivas-Hispanic

Chriss Foster-African American

Arturo Davila-Sanchez-Hispanic

Sharon Clegg-African American

TR ap o

The Equal Employment Opportunity Advisory Committee meeting dates for the 2015-2016 academic year
were as follows:




December 16, 2015
April 6,2016

April 20, 2016
May 2, 2016

2o o

During the above scheduled meetings, the committee reviewed the 2013 EEO Plan and discussed proposed
changes. The committee’s focus was on creating new ways to heighten Human Resources’ recruitment
measures to help ensure a more diverse workforce.

Additionally, the committee discussed the idea of creating an EEO Task Force. Members of the Task Force

would serve as EEO representatives on all hiring committees Distric’ﬁﬁide, to ensure EEO compliance.

The members of the Task Force would be trained on EEQ plocédﬁ e§; discrimination and harassment, as
well as inclusion. Membership on the Task Force would be Voluntal v, however, members would be
removed if they did not attended annual training. '

:

!‘:ii
i

it .
In 1ev16wmg the District’s EEO data the committed dlscussed the plogresswh and regression over the last
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Plan Component 6: Complaints

Complaints Alleging Violation of the Equal Employment Opportunity Regulations (Section
53026). The district has established the following process permitting any person to file a
complaint alleging that the requirements. The district has established the following process
permitting any person to file a complaint alleging that the requirements of the equal employment
opportunity regulations have been violated. Any person who believes that the equal employment
opportunity regulations have been violated may file a written complaint describing in detail the
alleged violation. All complaints shall be signed and dated by the complainant and shall
contain, to the best of the complainant’ s abihty, the names of the 1nd1v1duais 1nvolved the

occurrence of an alleged violation and not later thanss ,,‘ty (60) days after such occurrence unless
the complainant can verify a compelling reason f01 the Dlstlleta t0 waive the sixty (60) day
limitation. I :

:::::

Office, but under some cncumstahces 'violations of th ,equaI opportunity legulatlons in title 5
may constitute a violation of a mlmmum condmon for 1'ece1pt of state aid. In such a case, a
complaint can be filed with the Changéllor’s Office, but the; complamam will be required to
demonstrate that he/she made plekus*leasonabie but unsuccessful efforts to resolve the alleged
violation at the college aﬁdlm district ]e\iél usmgxthe pwcess prov1ded by section 53026. (See
California Commumty Colleges Chancellof’ 5 d)f fice GuldeI;nes for Minimum Conditions

Complaints at: http*/{éxnanet c eeo edufPorfals/ 1/Legal/Guidelines/Min_Cond Complaints.pdf

i
: \

zzzzz

-------

compIalnts and for cootdmatmg then investigation, The district’s discrimination and sexual
harassment complaint pr ocedures are posted and maintained on the Human Resources website:
http://web.peialta. edu/hl/ﬁleSIZO10/09/C0mp1am1 and-Investigation-Procedures-for-Employees-
and- Students—Unlawful Dlscrlmmatlon and-Sexual-Harassment2.pdf

‘i \ {
s' |

4, Complaints Allegmg UnlanuI Dlscnmmatlon or Harassment (Section 59300 et seq.) The district

has adopted plocedmes fer complaints alleging unlawful discrimination or harassment. The Vice
Chancellor for Human Resources and Employee Relations is responsible for receiving such
complaints and for coordinating their investigation. The district’s discrimination and sexual

harassment complaint procedures are posted and maintained on the Human Resources website.
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VII. Plan Component 7: Notification to District Employees

The commitment of the Board of Trustees and the Chancellor to equal employment opportunity is
emphasized through the broad dissemination of its Equal Employment Opportunity Policy Statement and
the Plan. The policy statement will be printed in the college catalogs and class schedules. The Plan
and subsequent revisions will be distributed to the Board of Trustees, the Chancellor, administrators,
the academic senate leadership, union representatives and members of the District Equal Employment
Opportunity Advisory Committees. The Plan will be available on the District’s website, and when
appropriate, may be distributed by e-mail.

The Office of Human Resources will provide all new employeqs iwith a copy of the wiitten notice
described above when they commence their employment with thé ]5 strict,

i ' "i§§s

! -and respons plllty in ensuring the Plan’s
implementation, A " ii;é;,
2. Where complete copies of the Plan are avallab!e including in each éampus library, in the

District’s public folders, on the campus and: Dlstnct web31tes the Ch""‘def]lm s Office, the
Office of Human Resources, and Empioyce Relatxol e

1
S
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VIIIL. Plan Component 8: Training for Screening/Selection Committees

Any organization or individual, whether or not an employee of the District, who is involved in the
recruitment and screening/selection of personnel shall receive appropriate training on the requirements of
the title 5 regulations on equal employment opportunity (section 53000 et, seq.); the requirements of
federal and state nondiscrimination laws; the requirements of the district’s Equal Employment Opportunity
Plan; the District’s policies on nondiscrimination, sexual harassment, recruitment, and hiring; principles of
diversity and cultural proficiency; the value of a diverse workforce; and recognizing bias. Persons serving
in the above capacities will be required to receive training within the 12 months prior to service. This

tr ammg is mandatmy and md1v1duals who have not received this tlammg w1lI not be allowed to serve on

""""
SHY
((((((

and screening of employees is subject to the equal employment opportumty requirements of title 5 and the
District’s Equal Employment Opportunity Plan. This provision includes any individuals who are not

Ve

employees of the District but are acting on behalf of the District. i
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IX. Plan Component 9: Annual Written Notice to Community Ol;ganization's

The Equal Employment Opportunity Officer will provide annual written notice to appropriate community-
based and professional organizations concerning the Plan. The notice will inform these organizations that
they may obtain a copy of the Plan, and shall solicit their assistance in identifying diverse qualified
candidates. The notice will include a summary of the Plan, The notice will also include the internet
address where the District advertises its job openings and the contact information of individuals to call in
order to obtain employment information. The District will actively seck to reach those institutions,
organizations, and agencies that may be recruitment sources. The District’s Equal Employment
Opportunity Officer will maintain a list of organizations which will receive this notice. This list shall be

revised from time to time as necessary. Eéigﬁg it

i
!

The District’s Equal Employment Opportunity Officer, or designe ’wilI identify the appropriate
organizations and notify them that they may obtain a copy of the Plan:.

,,,,,
........
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X. Plan Component 10: Analysis of District Workforce and Applicant Pool

Annually, the Office of Human Resources will analyze the District’s workforce composition and shall
monitor applicants for employment on an ongoing basis to evaluate the District’s progress in
implementing the Plan. HR will also provide available data needed for the reports required by this Plan
and to determine whether any monitored group is underrepresented when data is provided by the State
Chancellor’s Office for comparison. Monitored groups are men, women, American Indians/Alaskan
Natives, Asians or Pacific Islanders, Blacks/African-Americans, Hispanics/Latinos, Caucasians, and
persons with disabilities.

For analysis and reporting purposes, each applicant or employee:will be afforded the opportunity to
voluntarily identify her or his gender, ethnic group 1dent1ﬂcauon ahd if applicable, disability. Persons
may designate as many ethnicities as they identify with, but §hall 'be counted in only one ethnic group for
1ep01tmg punposes ThIS mfmmatlon w1ll be kept conﬁﬁéntxél,,and wﬂl be sepalated flom the

T
i

......

Chancellor the results of its annual analysis of empioyées -a;;;a:‘_

i 'al;

At least evez three years the Plan will be reviewed anci§ :f nccessal , 1ev1sed and submltted to the
b )’ Y

Professional n&l; faculty
Secr etal ial/cler 1cai s

Analysis w1li be performed as needed and when data and reporting guidelines are provided by the state
Chancellor’s Ofﬁce S R
dh i Title 5, § 53003(c)(6)

.s,,

The Peralta Community College’ iDils;trict’s workforce encompasses approximately1,500 employees in a
wide range of faculty, fulltime and part-time classified and managerial positions. Table 10.1 illustrates the
District’s EEO data for permanent employees during a nine (9) year period, from 2008 to present.
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~Office of Human Resources and Employee_ Relations

Change in ‘District-wide Demographics Since Peralta EEO Plan Adoption.- R

Peralta District-wide Empioyee Demographics 2008 - 2013

PCCD Total Employees

Current Peralta District-wide Empfoyee Demographlcs

PCCD Total Employeas

Classification 2008 2009 2010 2011 2012 2013 Classificallon 20016 .
Admin 53 64 61 55 56 56 Admin 69
Faculty 336 326 307 284 272 288 Faculty 382
Classified 438 432 409 357 356 375 Classified 397
Total| 827 822 777 696 684 719 Total 848
PCCD Administrative Demographics PCCD Administrative Demographics
L - pCCD Administrators by Ethnicity i S LU PCCD Adminiskrators by Ethinicity
Ethnlcity | 2008 | 2009 | 2010 | 2011 | 2012 | 2013 Ethni¢ity!|] 2016
African-Am 20 26 22 - 18 22 22 African-Am 27
Asian/Pacifi{ & g 7 6 7 7 JAsiail/Pacifié Islander 12
Natlve-Am 1 1 1 1 0 9 ;. {atlve-Am 0
Latino/tispd 5 3 5 5 6 5 i1 [Latino/Hispanic™ 1), 10
White 19 22 27 16 19 19 Whilte 16
Unknown 2 3 1 1 1 2 (i Unknown i
Total 53 64 63 47 55 58| Total 69
. PCCD Administrators by Geader . " iy iU U T poeD TAdministiators by Gender i B
Gender 2008 | 2009 | 2010 | 2011 | 2082 | 2013 Gender,r_ () 20164 i1
Female 28 29 31 27 29 31 i||Female - - - 38 C
Male 25 35 30 28 27 il Mg 1l 31 i
Unknown 0 0 g o -1 o 0 iy, Unknown - NN
Total 53 * 6i 55 56 sel T, Total £9
PCCD Faculty Demographics PCCD Faculty Demographics
: " Total PCCD Facufty Employees by Ethilelty - 5 & 70w 20 i Total PCCD Faculty Employees by Ethnicity
Ethnicity | 2008 | 2009 | 2010 | . 3b1i:'|iiz¢12 | 2013 1] [Ethhicity T 2018
Afiican-Am | 79 75 68 64 60 69 i+ |african-am 83
Asian/Pacifil 42 a1 40 || 37 36 i 40 Asian/Pacific islander 64
Native-Am 1 1 2 1 1 1 Native-Am 2
Latino/Hispy 39 36 35 e 36 o Latinc/Hispanic 51
White 169 167 156 143 iz white 167
Unknown 6 IR 5 |5 il .7 |Unknown 15
Total 336 126 307 284 272 i Total g2
Total PCCD Facully Employees by Gender Total PCCD Faculty Employees by Gender .
Gender 200812000 | 2010 | 2643l 2012 | Gender 2016
Fermnale 184 178 168 152 147 145 . female 203
Male 152 | adg | 139 | 32 [des | 143, Male 179
Unknown 0 fi 0 g - 0 0| Unknown * 0
Total 336 326 307 284 272 288 Total 382
PCCD Classifled Demographics PCCD Classified Demographlcs 4'
Total PCCD Classified Employees by Ethniclty . Tétal PCCD Classified Employees by Ethnicity
Ethnicity 2008 2009 2010 2011 | ;2012 2013 Ethnicity 2016
Afeican-Am 164 155 137 111 112 124 African-Am 118
Asian/Pacifil 102 108 104 88 105 112 Asian/Pacific Islander 115
Native-Am 1 i 1 1 1 i Native-Am 4
latino/Hispd 45 48 47 40 44 47 tatino/Hispanic 63
‘White 83 81 78 55 66 75 ‘White 60
Unknowin 43 39 42 51 28 16 Unknown 37
Totat 438 432 409 357 358 375 Total 397
Tetal PCCD Classifled Employees by Gender " Total PCED Classifled Employees by Gender
Gender 2008 2009 2010 2011 2012 2013 Gender 2016
Female 265 261 245 204 203 212 Female 239
Male 173 171 164 153 153 163 Male 158
Unknown 1] 1] 0 0 0 0 Unknown 0
Total 438 432 400 57 356 375 Total 397
Table 10,1
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As demonstrated in Table 10.1, in 2013 when the first EEO Plan was adopted, the District’s overall
workforce included 719 permanent employees. By comparison, the District’s permanent workforce totaled
848 in 2016. Table 10.2 illustrates a side by side comparison of the growth in EEO demographics from
2013 to 2016.

Office of Human Resources and Employee
RelatiA1:E550ns. .~
Change in District-wide Demographics

Peralta District-wide Employee Demographics 2013
& 2016

PCCD Total Employees

Classification 2013 | 2016
Admin | 56 69
Faculty ’ 288 | 3821

Classified 375 | 397
Total _ 719 848
PCCD Administrative Demographics

PCCD Administrators by Ethnicity.

Ethnicity ] T3 i
African-Am 122
Asian/Pacific slander *:§, 'l ;!i, 7
Native-Am o 1 10
Latino/Hispanic:ijiiiiiiy,.. ]'a %g ;i‘ E“E%EH
White | | 19 |
Unknown /i il 2
Total 56
PCCD Administrators by Gender
Gender o | 2013
Female 31
Male ] 25
Unknown ' 0 0
Total 56 69

PCCD Faculty Demographics

Total PCCD Faculty Employees by Ethnicity-

Ethnicity 2013 | 2016
African-Am 69 83
Asian/Pacific Islander 40 64
Native-Am 1 2

17




Latino/Hispanic 40 51
White 134 | 167
Unknown 4 15
Total 288 382
Total PCCD Faculty Employees by Gender '
Gender 2013 | 2016
Female 145 203
Male 143 | 179
Unknown 0 0
Total 288 382

PCCD Classified Demographics

Total PCCD Classified Employees by Ethnici{y
Ethnicity 2013
African-Am
Asian/Pacific Islander
Native-Am
Latino/Hispanic
White

Unknown

Total
Total PCCD Classified Employe

Gender Bk

Female

Male S Lo 1B

Unknown 0 0
397

Table 10.2

In summary, from 2013 to 20 16, :tliéilzjistrict increased its total permanent workforce by 129 employees. In
each of the following EEO demiographic areas, the District also increased its numbers:

African American administrators;
Asian/Pacific Islander administrators;
Latino/Hispanic administrators;
Administrators self-identifying as unknown;
Female administrators;

Male administrators;

African American faculty;

Asian/Pacifica Islander faculty;

S0 e a0 o
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i. Native American faculty;

j. Latino/Hispanic faculty;

k. Caucasian faculty;

. Female faculty;

m. Male faculty;

n. Asian/Pacific Islander classified ;

0. Native American classified;

p. Latino/Hispanic classified ;

q. Classified self-identifying as unknown; and

-t

Fgmale classified

a. Caucasian administrators;
b. African American classified;
¢. Caucasian classified; and

d. Male classified

i
S,
ollowing areas:

i

19




XIL. Plan Component 11: Analysis of Degree of Underrepresentation and Significant
Underrepresentation

Although the California Community College State Chancellor’s Office is no longer providing availability
data for comparison purposes in job categories, the District will focus on specific efforts in the hiring
process and continue to promote equity and diversity in the workplace.

The District will continue to monitor and analyze its hiring process to promote a diverse workforce. A
periodic review of new hire demographics will be conducted to evaluate program success and changes in
the diversity of the PCCD workforce.

Analysis will be performed as and when data and reporting;! g‘ufdelines are provided by the state

Chancellor’s Office,
Title 5, § 53003(c)}(7)
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XII. Plan Component 12: Methods to Address Underrepresentation

Completion of this Plan requirement is contingent upon receiving legal valid availability data from
the State Chancellor’s office. Although the Chancellor’s Office is no longer providing availability data,
for comparison purposes the District will focus on specific efforts in the hiring process and continue to
promote equity and diversity in the workplace

The District will ensure equal employment opportunity, which involves creating an environment that
fosters cooperation, acceptance, democracy, and free expression of ideas, and that is welcoming to men
and women, persons with disabilities, and individuals from all ethnic and other groups that are
plotected ﬁom dlscnmmatlon In so domg, the District places gneat emphas1s on the lecrmtmcnt of

Efforts will be undertaken on a regular b stilé to ‘develop and contact new 1ec:u1tment sources that ensure
dwe;sc pools of cand:datcs Dlvcrse pools éhouid 1nclude but' nOt bc limited to, men, ‘women, persons

ali 1rj1,clude but ! be hmited to placement of job announcements in

B

Recruitment for open posmqns sh

the following 1nstrumcnts S

P

(] CCC Reglstly,‘ HHAY

rrrrr

Office of HUman Resomces Job Boardgn
ui H ‘z
Chronicle of nghel Educatlon (faculty and administrators),

Other targeted web31tes dependmg on the position,

Local and regional commumty newspapers (special recruitments),

o o O - O O

Publications, including electronic media that are distributed to the general market and to
newspapetrs, publications, and radio and television stations, whose primary audience is comprised
of groups found to be underrepresented in the District’s workforce.

{1 Recruitment booths at job fairs or conferences oriented to both the general market and the
economically disadvantaged as well as those events drawing significant participation by groups
found to be underrepresented in the District’s workforce.
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* In January 2016, the Office of Human Resources attended a job fair organized by the CCC Registry, in
which a PCCD recruitment booth was made available to all attendees. A total of 177 individuals attended
the job fair, with a total of 70 attendees visiting the PCCD booth. Of the 70 attendees to visit the PCCD
booth, four applied for positions within PCCD.

Job Announcements

The District’s Recruitment and Hiring Procedures section on “Job Announcements” will include
the following provisions:

.....

,“.

employment opportunity officer, ef01e the pOS] is announced to en?u}e conformity with
equal employment regulations and th? and federal %6hd13011m1nat10n laws.

" tEt”i
U All job announcements shall state theﬂithé IﬁiStnct isan Eq al Employment Opportunity
Employer.” ‘”’igiiifu )

Hs
Y
th
t

Initial applicant pools w;ll ‘be 1eV1eWed for pmjectéd 1ep1esentat10n of monitored groups. Once the
initial pool is approved, the pool will be screened fov minimum qualifications, resulting in a qualified
applicant pool.. The.. qualified: apphéani ‘pool will; be reviewed so that no monitored group is
adversely Impacted 'Onicé the quahﬁed applicant: pool is‘approved, the pool may be forwarded to the
screening/selection commlttee Thel‘IDlstnct s Récruitment and Hiring Procedures will include the

following plovzswns \ijin ’s*

::; ::::::::

,,,,,

o After the application deadhne has passed, the composition of the initial applicant pool will be
analyzed to ensure that any failure to obtain projected representation for any monitored group is
not due to discriminatory recruitment procedures. If necessary, the application deadline will be
extended and additional recruitment will be conducted that eliminates discriminatory recruitment
procedures and ensures that recruitment efforts provide a full and fair opportunity for a wide
diversity of potential applicants, When recruitment efforts have offered an opportunity for
participation to a wide diversity of potential applicants or further recruitment efforts would be
futile, applications will be screened to determine which candidates satisfy job specifications set
forth in the job announcement.
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* Before the selection process continues, the composition of the qualified applicant pool will be
analyzed to ensure that no monitored group is adversely impacted. If adverse impact is found to
exist, the Human Resources Manager or designee shall take effective steps to address the
adverse impact before the selection process continues. Such steps may include, but are not
limited to:

1. Extend the deadline and undertake inclusive outreach efforts to ensure a diverse applicant
pool that provides equal opportunity to all qualified applicants seeking employment with the
District,

2. Include all applicants who were screened out OI‘!gflf}:;ljé basis of any locally established
qualifications beyond the state minimum qualificdtions which have not been specifically
demonstrated to be job-related and consistenp;gvi}fitﬁfgbgsiness necessity through a process

meeting the requirements of federal law,

3. If adverse impact persists after taking st?ﬁéjféﬁuired as outliﬂ&!;ig this component of the P]ari,
the selection process may proceed onqu‘;i fii! ‘;é

:j%
?iiﬁ

i;g i
i

313 f
1

i,
, . ijy, I i . «
a. The job announcement does not require ;qualifications beyond aﬁg?statemde minimum
. . TR THTHIES ISIEEW
qualifications, or il phi thE

LHHT. Riin
b. Locally established quéjli[ﬂéatiQ??ﬁ beyond‘@j[,e};tﬁ minimum qualifications, if any, are
demonstrated to be job-related and ¢onsistent witly business necessity through a process
I

M H Hhs (i, [ H i '
mecting the requirements of: federal Ia\{\!}; and su1tabl§:;alternat1ve selection procedures

to reduce; the: adyerse impact'were uniavailable or ||
; i SRR S

T it ST ,
c. The pétr%gylar qualilﬁcation beyond statewidé’ minimum qualifications which are
used in the!job anio

7o nouncement 'é:;_c';g;.am011g those which the Board of Governor has
found to b fgj()iblsélé,té!d ' and cofigs;‘ie‘:!atent with business necessity throughout the

| icommuni

i T

ty coﬁ’eg;qg%js’ stem ]
, B, RN
1 o . U i rye BHM . . .
5. The ‘District will no‘tc'f"%i,(';i,}(ertlséijbl; utilize in'future hiring processes for the same position or
a subsiantially similar')pbsition ﬂy locally established qualifications beyond state minimum

qualifications that the Dlsni;ct was ﬁﬁﬁple to verify under Step 2 above unless such qualifications
are so verified in advance of ¢ommencing any such future hiring process.

H
i

HITH
€§EEEE{§£{?»- fit

; iy

oy

Underrepresented Groﬁ:fj's‘ :

EEETERE
i

When a group of individuals ai'e:lféébgnized as underrepresented, pursuant to the District’s EEO data
analysis, the Office of Human Resources focuses it recruitment efforts by advertising in diversity focused
publications targeted at reaching underrepresented groups.

Based on District-wide employee demographics illustrated below, the following groups Have been
identified as underrepresented based on the demographics of Alameda County:

a. Caucasian administrators; and
b. Caucasian classified
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District-wide ' Employee Demographics per Category*

% is 10 or more above Alameda County Population
% is 10 or more below Alameda County Population

i

Executive/Administrative/Managerial

_ :Alameda County General Population

Peralta Administrators

Asian/Pacific Islander 26.70% Asian/Pacific Islander 17.30%
Black/A frican American 12.20% Black/African American 39.00%
White 34.10% White SE 3 I0%
Hispanic 22,50% Hispanic il 14,40%
Native American 0.80% Native American 0.00%
|Other/Unknown/Decline To State 3.70% Olherfgﬁl%ﬁé,\i.}li!Declinc To State 5.80%
“Alameda County General Populatio | Peralta Administrators

Male

Male 45%
- S S — —— i RIIHT
i rE T lameds Connfy Gengral Populafion ‘ Peralta Adminis trators
Female " Female o 55%

itaite

- Alameda Couity General Populatioi .

Faculty/Instructional Staff

Peralta Faculty Employees

Asian/Pacific Islander 20.70% Asian/Pacific Islander 16.70%
Black/A frican American 1220% ;5 Black/A'fricdn American 21.70%
White 34.10% White 43.70%
Hispanic T 22.50% Hispanic 1111, 13,30%
Native American 0.80% |Native American >1%
Other/Unknown/Decline To State;: 5 a 3!{0% féiﬁcrﬁjgﬁﬁfﬁ}?l_{Dccline To State 3.00%
. 1 P o i :

RN Alameda Couny General Population L] Peralta Faculty Employees

Male {1 [Mmle 46.80%
== " Alameda County General Popilatio ar Peralta Faculty Employees

Female Female 53.10% |

S
Hiil

.....

Professional. ﬁnn-faculty. Sccretari
_ . Peralia Classified Employces
Asian/Pacific Islander 26.70% Asian/Pacific Islander 28.9%
Black/A frican American ihi12.20% Black/A frican American 297%
White 34.10% White ASAY o
Hispanic 22.50% Hispanic 15.8%
Native American 0.80% Native American >1%
Other/Unknown/Decline To State 3.70% Other/Unknown/Decline To State 9.3%,
TP Alamieda Co'ii;l-t';\""@éﬁéi;a:l Population™ = I [ Peralta Classified Employees
Male ' 49% Male : - 39.7%
S Alameda County General Population - | Peralta Classified Employees
Female Female : 60%
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Screening/Selection Committee Procedures

All screening or selection techniques, including the procedure for developing interview questions, and
the selection process as a whole, will be:

O

=

Monitoring fm adverse impact -

(]

Designed to ensure that, for all positions, meaningful consideration is given to the extent to
which applicants demonstrate a sensitivity to and understanding of the diverse academic,
socioeconomic, cultural, disability, and ethnic backgrounds of community college students;

Based solely on job-related criteria;

Designed to avoid an adverse impact, and monitored by< means consistent with this section to
detect and address adverse 1mpact which does occur for any fonitored group;

When possible, every effort will be made, within the ilmlté allowed by federal and state law, to
ensure selection/screening committees include a- cl1Velse membelshlp, which will bring a variety
of perspectives to the assessment of applicant quallﬁcanons '
,Lzm-;“ T

Selection/screening committees will be encdmsaged to include memberqtﬁom monitored groups;

The equal employment opportunity officet Or demg,% ¢ should applove the makeup of
selection/screening committees. !If the equal embio 11? nt opportunity ofﬁ'oel or designee does
not approve a selectlon/smeenlngas!commlttee for la(;k of diversity, he or she should take

necessary steps to remedy the lack! of dlifelsﬂy, {}ifiige;,‘

Interviews must mcIude at least one questlon Whlch assess the candldate s understanding of and
commitment to cqual employment 0pp011umty and his or her level of cultural proficiency.
Reference, checks must ific ';;at lea‘tst one questlon addlessmg such issues;

After the selectlon/smeemﬁg committee has conducted the paper screening and prior to
confacting any of the applicants for interviews. Interviews cannot be scheduled until the
applicant pool has be{;q approved and cleared for adverse impact. :

After the applicants have been interviewed and prior to forwarding finalists to the hiring
administrator. Finalists cannot be forwarded for hiring consideration until the apphcant pool has
been approved and cleared for adverse impact.

If monitoring for adverse impact reveals that any selection technique or procedure has adversely
impacted any monitored group, the Equal Employment Opportunity Officer or his/her designee
may do the following:

1. Extend the deadline and undertake inclusive outreach efforts to ensure a diverse applicant
pool that provides equal opportunity to all qualified applicants seeking employment with

the District.
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2. Suspend the selection process and take timely and effective steps to remedy the problem
before the selection process resumes.

3. When appropriate, assist the screening committee by discussing the overall composition
of the applicant pool and the screening criteria or procedures, which have produced an
adverse impact, provided that confidential information about individual candidates is not
disclosed.

If adverse impact results from locally established qualifications beyond state minimum
qualifications that have not been verified as job-related and consistent with business necessity,
the use of such locally established qualifications will, be {immediately discontinued and any

applicants eliminated on the basis of such quahﬁcati i Wil be placed back in the pool and
continue to be considered during the hiring process ‘

The District will not designate or set a51de artlculal posmons 10 be filled by members of any
group defined in terms of ethnic group 1dent1ficat10n race, color, ancestly, national ougm age,
sex, religion, sexual orientation, marital status, dlsablhty or medlcal cond_i_{_,lon or engage in any
other practice, which would 1esult in, dlscummat()ry“ 'plefelenhal treatment’ pthIblted by state
or federal law. The District will

of so discriminating,

E.. H
Liid

length of service 13 taken mto conmderafion only to the extent it is job-related, is not the sole
criterion, and is'! méluded 1ngiﬁle job an Hunceinent consiftent with the requirements of Plan
Component 12, sectton 2) a) Qs e title 5, §§ 153022 and 53024(d)). Service will be considered
job-related for pmpoSe taklng thmonty Oi length of service into account only if it is closely
related to, the actual teac mg oi oihé 1f§1qulty asmgnment Service in the same department will
not - automatlcally be consu:le;ed closely slciated unless the actual assignments w1th1n the

\\\\\

use of semouty or length of service as a job-related factor, the process will ‘continue only if
applicants who were ellmmated by the use of seniority or length of service considerations are
placed back in- the pool and COntmue to be considered during the hiring process.

Selection testing for ?mployees will follow procedures as outlined in the Equal
Employment Opportumty Commission’s Uniform Guidelines on Employee Selection
Procedures.

The hiring manager shall make all hiring recommendations based upon careful review of the
candidate or candidates recommended through the screening/selection committee. This includes
the right to reject all candidates and to order further review or to reopen the position where
necessary to achieve the objectives of the Plan or to ensure equal employment opportunity.

The District will review the pattern of its hiring decisions over time, and if it determines that
those patterns do not meet the objectives of the Plan, the district will request the Equal
Employment Opportunity Advisory Committee to recommend new methods to meet the Plan
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objectives, or if necessary, to modify the Plan itself to ensure equal employment opportunity.
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XIII. Plan  Component 13:  Additional _Steps to  Remedy  Significant
Underrepresentation

If the District determines that a particular monitored group is significantly underrepresented with respect
to one or more job categories, the District will take additional steps consistent with Section 53006. At a
minimum, the District will:

1. Review the District’s recruitment procedures and identify and implement any additional
measures which might reasonably be expected to attract candidates from the SIgmﬁcantly
underrepresented group;

2. Consider various other means of reducing the undeueplesehtatlon which do not involve taking
monitored group status into account, and implement any s ] stechmques which are determined to be
feasible and potentially effective;

3. Determine whether the group is still s1gn1ﬁcantly uryzi érlepleseﬁteq in the category or categories in
question after the measures described in (1) and ( ave been in piagp a reasonable period of time;
“and; i '

group in the spemﬁed jOb category or categones ill be: moi’utmed on an 6ng01ng basis until the
it

projected representation has been;; hxgzved for théﬁ igg'l'é)‘up in the categofsr or categories . in
question. E R

V‘ St . : =§
5. 1f a reasonable period of time passes and s&gmﬁcant undel wPlesentatlon persists for a particular
group in the job categmy 111 questlon the Dlsmct w1]1wm .

‘ E
‘,j. f

busmess necessny thlough a ,pIOCess meetlngithe requirements of fedelal law or among those
Ei T Gévelnms ,has found to be job-related and consistent with
the comm‘anlty College system.

¢) Continue usihg qualxﬁcatmn&tandmds meetmg the requirements of paragraph (1) only where no
alternative quahﬁcatlon stan(fald is reasonably available which would select for the same
characteristics, meet the \gqunements of paragraph (1) and be expected to have a less
exclusionary effect. " '

i
6. For the purpose of this sect10n, “a reasonable period of time” means three years, or such longer
period as the CCC Chancellor may approve, upon the request of the Equal Employment Opportunity
Advisory Committee and the Chancellor, where the District has not filled enough positions to

appreciably affect its workforce in the job category in question,

7. Nothing in this section will be construed to prohibit the District from taking any other steps it
concludes are necessary to ensure equal employment opportunity, provided that such actions are
consistent with the requirements of federal and state constitutional and statutory nondiscrimination
law.
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Faculty Diversity Internship Program
Peralta Community College District is committed to being a leader in equal employment opportunity.

The Faculty Diversity Internship Program promotes understanding of, sensitivity to, and respect of the
diverse academic, socioeconomic, cultural, and ethnic backgrounds of community college students,
including students with disabilities,

Participants gain hands-on experience teaching in an ethnically diverse community college; share
knowledge and skills in a plofessional setting under the supervision of an exper ienced faculty membel

The most recent analysis of the Equal Employment Opportumfy‘data
Program provided the following;

Total number of participants since Fall 2014: 38

Fall 2014: 3 participants
1 unknown Male
1 Asian Female
1 Native Hawaiian Female

Spring 2015: 9 partncnpants |
1 Black Male il
1 White Male

3 Asian Females
1 Black Femaie

Fall 2015: 13 partmpants
1 White Male

1 Asian Male

1 Black Male

| White Female
2 Asian Females

3 Black Females

2 unknown Females
1 unknown Male

Spring 2016:13 participants
1 Asian Male

2 Hispanic Males

4 Black Females

2 Asian Females

I Hispanic Female

I White Female
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2 Asian Unknown

Full-time Faculty hired out of the Faculty Diversity Internship Program: 2

1 Asian - Female
-1 Asian - Female

Faculty Demographics by College; Fulltime & Part-time

As illustrated below in Tables 13.1-13.8, the District has made 31gn1f' cant efforts to diversify both its part-
time and fulltime faculty population.

Table 13.1

B
REH IS

Office of Human Resources and Employee Relations

Merritt College Part-time Faculty EEO by Discipline Summary 2013 - 2015

Part-time Faculty EEO by Discipline

Ethnicity Ethnicity Groups "' [';. | Fall2013: | Fall2024 | Fall 2015
African-American 51
Asian IR 14
Native-Am i
Latino/Hispanic: 9
White 76
Unknown 21
Total 142 173 172
Part-time Faculty Gender by Discipline .- o
Gender Fall 2013 Fall 2014 Fall 2015
Female 74 82 87
Male 68 91 85
Unknown 0 0 0

Total 142 173 172
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Table 13.2

Part-time Faculty

Office of Human Resources and Employee Relations

Berkeley City College EEO by Discipline Summary 2013 - 2015

Part-time Faculty EEO by Discipline

Ethhicity Ethnicity Groups Fall 2013 Fall 2014 Fall 2015
African-American .15

Asian, Filipino,

Vietnamese, Chinese,

Japanese, Korean,
Asian Pacific Islander 126
Native-Am 2

i
At il
Mexican, Mexnégi;
Latino/Hispanic American, Chlcaﬁ;d 7
White ' . 123 -
Unknown i i 23
Total 196
Part tzme Faculty Gender by Dlsuplme _

Gender  oriilnnn Tl Fall 2013 | Fall2014 | Fall 2015
Female ' 99 110 111
Male e 82 85 85
Unknown 1 2 0
Total 182 197 196
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Table 13.3

Laney EEO by Discipline Summary 2013 - 2015 - Part-time Faculty

Office of Human Resources and Employee Relations

Part-time Faculty EEO by Discipline

Ethnicity Ethnicity Groups Fall 2013 Fall 2014 Fall 2015
African-American 60 64 61
Asian, Filipino, Vietnamese, Chinéf.{ﬁg;:’
Asian Japanese, Korean, Pacific Islander’” 1143 39 43
Native-Am | ', | | 1 1 1
Mexican, Mexican American, i
Latino/Hispanic Chicano i1, 18 17 16
White , 183 165 145
Unknown i T ES "';§‘§§}38 36
Total 340 324 302
Part time Faculty Gender by Dasc:pime _
Gender {in i, Falii2013 Fall 2014 Fall 2015
Female _ ' 173 .| 173 156
Male il i i 167 151 146
Unknown BE L U
Total . 340 324 302
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Table 13.4

College of Alameda EEO by Discipline Summary 2013 - 2015

Part-time Faculty

Office of Human Resources and Employee Relations

Part-time Faculty EEO by Discipline

Ethnicity

African-American

Ethnicity Groups

Fall 2013

Fall 2014

Fall 2_0_15

Asian

Asian, Filipino,
Vietnamese, Chinese,
Japanese, Korean,

Pacific [siander

Native-Am

Mexican, Mexlc

i
Latino/Hispanic American, Chlcanbi:a d it 5
White ' 60
Unknown 13
Total 123
i, 1,5 i

Part- tlme Faculty Gender by Dlsmphne .
Gender LR i ClliEan 2613 Fall 2014 | Fall 2015
Female . 65 66 61
Male " R TR 57 63 62
Unknown : I SR

Total
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Table 13.5

Merritt EEQ Discipline Summary 2013 - 2015 Fulltime Faculty

Office of Human Resources and Employee Reiations_

- Merritt Faculty EEO' by DISCprEne

Ethnicity

FEIII 2014

Fall 2015

Ethnicity Groups Fall 2013

African-American 29 30 .28

Aslan, Filipino, Vietnamese,

Chinese, Japanese, Korean,
Asian Pacific Islander 3
Native-Am 0

| Mexican, Mexican America ,i% sz?“;!‘

Latino/Hispanic Chicano i 9
White- N : 32
Unknown 4
Total
Gender "Fall 2014 | Fall 2015
Female 48 50
Male 3¢ 26
Unknown 0. 0 =0
Total 75 78 76
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Table 13.6

Berkeley City College EEO by Discipline Summary 2013 - 2015
Full-time Faculty
Office of Human Resources and Employee Relations

Ethnicity Ethnicity Groups Fall 2013 | Fall 2014 | Fall 2015
African-American : 5

Asian, Filipino, Vietnamese,
Chinese, Japanese, Korean,
Asian’ Pacific Islander

Native-Am

Mexican, Mexican American;§ f
Latino/Hispanic Chicano i
White
Unknown Wil
Total

ig”é{%iia;i
T T ey Gender by Biscpe . T
Gender BRI TARRLE Wiy Fall:204% ifFal 2044 | Fan 2015
Female ' R R B 71kt B COR I v
Male S 0 Mh2s | = 34
Unknown : : . g 0 0.
Total 47 54 65

53?;;
i
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Table 13.7

Laney EEO by Discipline Summary 2013 - 2015
Full-time Facuity

Office of Human Resources and Employee Refations

" ‘laney EEO by Discipline -

- - Fall
Ethnicity Ethnicity Groups 2013 2014 2015,
African- - '
American 22 25 25
Asian, Filipino, i
Vietnamese, Chinese,
_ Japanese, Korean, Pacific
Asian Islander
Native-Am
Mexican, Mexican
Latino/Hispanic American, Chicano ;..
White
Unknown
Total y
T - B ,E t = EE i i
. laney Gender by Discipline”: = -
G Fall o HliFall Fall
Gender ., 2013 {12014 | 2015
Female 57 " 66 69
Male Gith, | 60607 | 76
Unknown "0 0.4 Q
Total 117 135 145
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Table 13.8

Full-time Facu

Ity

College of Alameda EEO Discipline Summary 2013 - 2015

Office of Human Resources and Employee Relations

Faculty EEO by Discipline

Ethnicity Ethnicity Groups Fall 2013 | Fall 2014 | Fall 2015
African-American 11 14
Asian, Filipino, Vietnamese,
Chinese, Japanese,
Asian Korean, Pacific Islander 13
Native-Am 0
Mexican, Mexican i
Latino/Hispanic American, Chicano 11
White 25
Unknown A, 2 nm;;fz‘ijii”
Total 62 67
il i Rl
~ Faculty Gender by Discipline :
Gender i 'i'kall 20131 Fall 2014 | Fall 2015
Female 29 28 27
Male i 33 39 38
Unknown 0 0 0
Total 62 67 65
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XIV. Plan Component 14: Other Measures Necessary to Further Equal
Equal Employment Opportunity

The District recognizes that multiple approaches are appropriate to fulfill its mission of ensuring equal
employment opportunity and the creation of a diverse workforce. Equal employment opportunity means
that all qualified individuals have a full and fair opportunity to compete for hiring and promotion and to
enjoy the benefits of employment with the District, Equal employment opportunity should exist at all
levels and in all job categories. Ensuring equal employment opportunity also involves creating an
environment that fosters cooperation, acceptance, democracy, and free expression of ideas and is
welcoming to men and women, persons with disabilities, and individuals from all ethnic and other
groups protected from discrimination.

To that end, in addition to the steps  fo  address’ Nderrepresentation and/or  significant
underrepresentation, the District will offer Distriet-wide multicultural diversity training to compliment

complement the multicultural diversity programs inigxii;st!é}i'ce at each campus. Offering District-wide
multicultural diversity training promotes the prin¢ip & of diversitj?af}g;;d multiculturalism, thereby
contributing to an effective equal opportunity progratii. District-wide on'iii:f training is currently in the

implementation phase and is scheduled to begin by?iﬁﬁl} Spring 2q17. g

\\\\\\

oY Jai i .
and secure speél_gqrs it_o_él;]ghhght d1ve1'31t3§§1'¢'lated 1ssues as well

The District will sponsor cultural events | Kers tolh '
as the importance and value of developirffgi' yrriculum tha ‘i§§§§$ﬁdemically progressive and appropriately

reflective of our increasingly 0111tu1'a113}5f§ii:w'*érs;;§fsociety. The| District will also promote learning and

training opportunities to increase culturaf??afiyareﬁéfs‘g;_c;md senéii'ii{iity in relationships among colleagues

and in the approach to educating and se1viﬁg§studéntsgﬁﬁ}he Disffiﬁﬁ:will also periodically evaluate the
physical environment and Woxrlgéfq maintain a District con;mmﬂ;ty that i$ responsive in meeting the needs

of its diverse employeeZaﬁ_&?§t’i1d€ii&fﬁqpulationé.ﬁ@%iﬁé{éi to colisider when implementing a campus and
I

District Office diversity/thijlticultural piogram may, |

;
' L . *gvz\ _ ,
1. Commit to a formal Oﬂigg of ,ﬁ)}?\%lﬁlty and i;\f(iqrsny program that is part of the structure of the
and ‘sifpported by the District and campus leadership.

i
..... IR

Distriet and {hat will be adeguatély funded

2. Includé guest speakéi;sf??fl'om éffrfc}errepresented:ﬁ groups who are in leadership positions and who

may inspire students and employees alike.

3. Highlight the District’s "¢qual employment opportunity and diversity policies in job
announcements and in its” recruitment, marketing, and other publications. Include in job
announcementsif?Ianguage igi;dibating that candidates are required to demonstrate that they can
infuse diversity inf:‘(’)?:th’e:.ilj‘_r;i;eij%i'job duties.

I

. Conduct diversity dialoguéé; forums, and cross-cultural workshops.

wn

. Work with the Campus Curriculum Committee to assist in the development of a “Diversity
Instructional Tool Kit” as a resource for faculty interested in infusing diversity and
multiculturalism into their instruction or services to students,

6. Review and revise college/District publications and other marketing tools to reflect diversity in
pictures, graphics, and text to project an inclusive image.

7. Recognize and value staff and faculty who have promoted diversity and equal employment
opportunity principles by awarding a yearly diversity recognition award,
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8.

10.
11,

12,
13,

14.

Require a series of EEO/diversity workshops at all instructional improvement days (flex week or
staff development day).

Establish an “Equal Employment Opportunity and Diversity” online presence by highlighting the
District’s  diversity and equal employment opportunity, ADA, sexual harassment and
nondiscrimination policies, procedures and programs on the District’s website, The website will
also list contact persons for further information on all of these topics.

Promote various cultural celebrations on eampus.

3

Recognize multilingualism and knowledge of multig imi‘alism as a desired, and when

appropriate, required skill and qualification for commun %’c{c!)llege employees.
f’?j ﬂ I
Have a formal multicultural program on campus tﬁatfg,g‘visi‘ j;é?‘%;yalued and adequately funded,

. . . 1 1119 .
Promote sabbaticals that will assist the DlStifié fin achieving 1‘t£;§§qual employment opportunity
and diversity objectives, : ’ R T

ELITN
i

. \.:\;" U EI i ..
Have formal diversity programs on campus and at the District office tliatgggje visible, valued and
adequately funded. Shoonbtn HEE

)
iy
iy
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XV. Plan Component 15: Persons with Disabilities

See the definition of “person with a disability” in the definitions section of the Plan. A more detailed
definition of physical and mental disability is found in Government Code, section 12926. California has
a broader definition of disability than the ADA. California also requires accommodations to be made
under circumstances where accommodations might not be necessary under federal law,

1. Reasonable Accommodations: Applicants and employees with disabilities shall receive reasonable
accommodations consistent with the requirements of Government Code, sections
11135 et seq. and 12940(m); section 504 of the Rehabilitation Act of 1973; and the Americans
with Disabilities Act. Such accommodations may inclyde, but are not limited to, job site
modifications, job restructuring, part-time work sclledqlééifﬁéxible scheduling, reassignment to a
reasonably equivalent vacant position, adaptive equipment, and auxiliary aides such as readers,

interpreters, and note-takers. ¥

The Office of Risk Management is l‘esponsillg;li%fgfél* handling ‘f’ééjf.;qsts for accommodations from

current employees. The Office of Human| Resources is I'esponéiﬁjéggfpl' handling requests from

applicants seeking such accommodations du;ipg the application procé’s:s;j.;zi
i, i i

2. Procedures When Underrepresentation is Fouﬁici!_;;i I}g{}'gﬁéf‘sons with disiéibiiiljities are found to be

significantly underrepresented, | }%fg!sggres require ig’.}}t}@eif Plan Component''13 and 14 will be

implemented concurrently with t 16: 503: .set forth bel.(j’y;g. The District will make every effort to

achieve the hiring goals by the teii“gfgt}ﬁéftféﬁggidentiﬁed ‘B(E:‘l:gw and will discontinue them when

3

. . ik, Jhsi
projected representation has been a‘ciugved for|
categories in question. ;i i f 2l :

ersons ‘With disabilities in the category or

'
L
|

#nd when data and reporting guidelines are provided by the State

Analysis will be .p:é:fformed as;
Chancellor’s Office. .,

40




XVI. Plan Component 16: Graduate Assumption Program of Loans for Education

[Plan Requirement - Education Code §§ 87106, 69618 et seq.]

The District will encourage community college students to become qualified for, and seek employment
as, community college employees. The District shall research and inform students about programs that
may assist them to complete their graduate studies and become community college employees. The
District will post informational flyers on the campuses concerning such programs, and make information
available in student newspapers, the course catalog, and in locations accessible to students, including but
not limited to, Counseling, Financial Aid, Admissions and Records, the Bookstore, and the Student
Center. Efforts will be made to inform graduate students in loqalgcolleges and universities about the
benefits of employment at a community college. A

[Plan Requirement - Education Code §§ 87106, 69618 et s?éf{];f' "
The district will encourage community college st(de_ri%s’ to géiﬁffjthe qualifications necessary for

i

employment as community college employees. The!disttict shall coﬁéfﬁjﬁtﬂresearch and inform students
about related undergraduate and graduate programis that may assist themfiig’l;;{this effort. The district will
post informational flyers on the campuses concerﬁitjigg such programs, and m;eift;f_information available in

student newspapers, the course catalog, and in locatib‘r‘géé‘ ;%():cesssizbglg to students, 5iﬁgluding but not limited
to, Counseling, Financial Aid, Admissions and Records; ithe, Bbokstore, and the Student Center. Efforts

will be made to inform graduate studéhfsf ;f@pg;pcal collegé@ijgé’ri}’d universities about the benefits of and

opportunities for employment at a communiity coll
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