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Componentl: Introduction

The Monterey Peninsula Community College District Equal Employment Plan (Plan) was

adopted by the governing board diuly 28, 2009 ¢tKS tfly NBFEtSOGa GKS
commitment to equal employment opportunity. The distris committed to taking active

and vigorous steps to ensure equal employment opportunity and creating a welcoming work

and academic environment will foster diversity and promote excellence. Through

educational experiences in an inclusive environment, siudents will be better prepared to

g2N] YR tABS Ay +y AYyONBlraiay3ate 3It20lf az2o0A
employment opportunity in its recruitment and hiring policies and practices pursuant to

applicable Title 5 regulations (section(&® et seq.) The Plan contains an analysis of the
RSY23INI LIKAO YI1Sdzld 2F GKS RAAGNROGQA 62N] F2N
requirements for a complaint procedure for noncompliance with the Title 5 provisions

relating to equal employment opptunity programs; complaint procedures in instances of

unlawful discrimination; establishment of an Equal Employment Opportunity Advisory

Committee; methods to support equal employment opportunity and an environment

welcoming to all; and procedures for desmination of the Plan. To properly serve a growing

diverse population, the district will endeavor to hire and retain faculty and staff who are

sensitive to, and knowledgeable of, the needs of the continually changing student body it

serves.

Douglas RGarrison
Superintendent/President



Component2: Definitions
CCR Title 53001

a)

b)

f)

9)

Adverse Impact a statistical measure (such as those outlined in the EEO
[ 2 YY A a Brifa@ny Qudelines on Employee Selection Proceptinas is
applied to the effets of a selection procedure and demonstrates a
disproportionate negative impact 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 constitai@verse impact if the
numbers involved are too small to permit a meaningful comparison.

Business Necessity circumstances which justify an exception to the
requirements of section 53021(b)(1) because compliance with that section
would result in submntial additional financial cost tthe District or pose a
significant threat to human life or safety. Business necessity requires greater
financial cost than mere business convenience. Business necessity does not
exist where there is an alternative thwill serve business needs equally well.

Diversity means a condition of broad inclusion in an employment
environment that offers equality and respect for all persons.

Equal Employment Opportunitymeans that all qualified individuals have a
full and fair opportunity to compete for hiring and promotion and to enjoy
the benefits of employment witlthe District

Equal Employment Opportunitplan a written documentthat includes
specific procedurefor ensuring equal employment opportupi

Equal Employment Opportunieasures all the variousneasuresby which
equal employment opportunity is ensured. Sudeasuresinclude, but are
not limited to, using nondiscriminatory employment practices, actively
recruiting, monitoring and aking additional steps consistent with the
requirements of sectio»3006.

(1)  Ethnic Minorities American Indians or Alaskan natives, Asians or
Pacific Islanders, Blacks/AfricAmericans, and Hispanics/Latinos.

(2)  Ethnic Group Identificationy S| y& 'y AYRA@GARdzZI f Q&
or more of the ethnic groups reported to the Chancellor pursuant to
section53004. These groups shall be more specifically defined by the
Chancellor consistent with state and federal law.

Al



h)

j)

K)

p)

Goals for Personsith Disabilities a statement thathe Districtwill 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 accountd expected turnover in the workforce
and the availability of persons with disabilities who are qualified to perform a

LI NI A Odzf F NJ 220 @ D2l ft&a IINB y20 aljdz2zil &

In-house or Promotional Only Hiring means that only existindpistrict
employees are allowed to apply for a position.

Monitored Group means those groups identified in section 53004(b) for
which monitoring and reporting is required pursuant to section 53004(a).

Person with a Disabilityany person who (1) hasphysical or mental impair
ment as defined in Government Code, section 12926 which limits one or more

2F adzOK LISNE2YyQa YIFI22NJ tAFS I OGADBAGASSE

or (3)is regarded as having such an impairment. A person with a tiigabi

GfE AYAGSRE AF GKS O2yRAGAZ2Y YIF{1Sa (KS

difficult.

Projected Representatiorthe percentage of persons from a monitored group
determined by the Chancellor to be available and qualified to perform the
work in question.

Reasonable Accommodatiorthe efforts made on the part dhe District to
remove artificial or real barriers, which prevent or limit the employment and

dzLJ6 I NR Y20Af Ade 2F LISNB2YyA BAUGK RAAl 0

may inclule the items designated in section 53025.

Screening or Selection Proceduresy measure, combination of measures, or
procedures used as a basis for any employment decision. Selection
procedures include the full range of assessment techniquesjdimg} but not
limited to traditional paper and pencil tests, performance tests, and physical,
educational, and work experience requirements, interviews, and review of
application forms.

Significantly Underrepresented Groumny monitored group for tich the
percentage of persons from that group employed the Districtin any job
category listed in section 53004(a) is below eighty percent (80%) of the
projected representation for that group in the job category in question.

Target Date a pointin time by whichthe District Plars 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
goal for persons with a disability by a projected target date.

Component3: Policy Statement
CCR Title 863002

TheMonterey Peninsula Community ColleQestrict is committed to the concept and
the principles of equal employment opportunity. Tog end, the District has
established and will maintain a comprehensive program to put that concept and
those principles into practice.

LG A& GKS 5Aa0NAROGQa LRfAOCE G2 SyadaNB (Kl
employees have full and el access to employment opportunity. To achieve this

end, the District will ensure that applicants for employment and all employees are

not subjected to discrimination in any program or activity of the district on the basis

of ethnic group identificationrace, color, national origin, religion, age, sex, physical
disability, mental disability, ancestry, sexual orientation, or on the basis of these

perceived characteristics, or based on association with a person or group with one or

more of these actual goerceived characteristics.

The District will strive to achieve a workforce that is welcoming to men, women,
persons with disabilities and individuals from all ethnic and other groups. Such a
workforce will promote an inclusive educational and employinemvironment

which fosters cooperation, acceptance, democracy and free expression of ideas.

An Equal Employment Opportunity Plan will be maintained to ensure the
implementation of equal employment opportunity principles that conform to federal
and stae laws.



Component4: Delegation of Responsibility, Authority and Compliance

CCR Title 863003(c)(1) , 53020
It is the goal of theVMlonterey Peninsula Colled@istrictthat all employees promote
and support equal employment opportunity because equaptyment opportunity
requires a commitment and a contribution from every segmenthaf District The
general responsibilities for thBmely and effective implementation of thiRlanare
set forth below.

1. Governing Board

The Governing Boards ulimately responsible for proper implementation of
the DistrictQ &lan at all levels ofDistrict and college operation, and for
ensuring equal employment opportunity as described in Rten

2. Chief Executive Officer

The Governing Boarddelegates to e Chief Executive Officerthe
responsibility for ongoing implementation of thBlan and for providing

leadership in supportinthe DistrictQa SljdzZt € SYLX 2@ YSyd 2 LIJ
and procedures. Th€hief Executive Officeshall advise th&overning Boal

concerning statewide policy emanating from the Board of Governors of the
California Community Colleges and direct the publication of an annual report

on Plan implementation. TheChief Executive Officeshall evaluate the
performance of all administrate staff who report directly to him/her on their

ability to follow and implement th@lan

3. Equal Employment Opportunity Officer

TheDistricthas designatedarbara Lee, Associate Dean of Human Resources,
as itsEqual Employment Opportunity Officesho is responsible for the day
to-day implementation of thePlan If the designation of theEqual
Employment Opportunity Officeshanges before thiRlanis next revisedthe
District will notify employees and applicants for employment of the new
designee. The Equal Employment Opportunity Officeés responsible for
administering, implementing and monitoring th@lan and for assuring
compliance with the requirements dfitle 5 sections 53000 et seq. Thqual
Employment Opportunity Offices also resporible for receiving complaints
described infComponent6 and for ensuring that applicant pools and selection
procedures are properly monitored.

4. Shared Governance Groups

Groups in the shared governance structure, including the Academic Affairs
Advisory @up (AAAG), Student Services Advisory Group (SSAG),
Administrative Services Advisory Group (ASAG), Associated Students of
Monterey Peninsula College (ASMPC), Academic Senate and College Council,

5



will review proposed EE®Ilars, policies, procedures and tiatives as
appropriateand develop/support recommendations as needed

5. Equal Employment Opportunity Advisory Committee

Monterey Peninsula Collegeestablisked and will maintain an Equal
Employment Opportunity Advisory Committee to act as an advisory bod
the Equal Employment Opportunity Officand the District as a whole To
promote understanding and support of equal employment opportunity
policies and procedurgesthe Equal Employment Opportunity Advisory
Committee (EEOAC)shall assist in the implenm¢ation of the Plan in
conformance with state and federal regulations and guidelines, monitor equal
employment opportunity progress, and provide suggestionsPlanrevisions

as appropriate.

6. Agents ofthe District

Any organization or individual, wether or not an employee othe District,
who acts on behalf of th&overning Boardvith regard to the recruitment
and screening of personnel, is an agenthaf Districtand is subject to all the
requirements of thilan

7. Good Faith Effort

The Digrict shall make a continuous good faith effort to comply with all the
requirements of itPlan

Component5: Advisory Committee
CCR Title 8563005

TheDistrict has established an Equal Employment Opportunity Advisory Committee
(EEOAQD assistthe District in implementing itPlan The committee may also assist

in promoting an understanding and support oéqual opportunity and
nondiscrimination policies and procedures. The committee may sponsor events,
training, or other activities that promote e@l employment opportunity,
nondiscrimination, retention and diversity. THequal Employment Opportunity
Officershall train the advisory committee on equal employment compliance and the
Planitself. The committee shall include a diverse membership whenpuassible. A
substantial good faith effort to maintain a diverse membership is expectedhe If
Districthas been unable to meet this requirement, it will document that efforts were
made to recruit advisory committee members who are members of monitore
groups. The committeenust have at least three (3) community members but no
more than seven (7), and at least one (1) faculty member, one (1) classified, one (1)
MSC member, and the EEO Officer who shall chair the commi&a&MPC shall be
invited to appoint no more than two (2) student representativesThe total
membershipshall consist of a minimum of 7 bushall not exceed 15. Community
representatives shall represent organizations that have a priority interest in equal

6



employmentopportunity and he fair treatment of all. A quorum is four (4pr more
members. The Equal Employment Opportunity Advisory Committee shall hold a
minimum of four (4) meetings per fiscal year. When appropriate, the advisory
committee shall make recommendations to t®veaning Board the Chief Executive
Officer, the Equal Employment Opportunity Officeand/or any other appropriate
MPC entity it deems necessary.

Component6: Complaints
CCR Title 853003c)2), 53026, 59300 et. seq.

1) Complaints Alleging Violation othe Equal Employment Opportunity
Regulations (Section 53026)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, tothe®di 2 F (GKS O2YLX I Ayl y
names of the individuals involved, the date(s) of the event(s) at issue, and a
detailed description of the actions constituting the alleged violation.
Complaints involving current hiring processes must be filed as s®on
possible after the occurrence of an alleged violation and not later than sixty
(60) days after such occurrence unless the complainant can verify a
compelling reason foithe District to waive the sixty (60) day limitation.
Complaints alleging violatienof the Planthat do not involve current hiring
processes must be filed as soon as possible after the occurrence of an alleged
violation and not later than ninety (90) days after such occurrence unless the
violation is ongoing. A complainant may not appehe DistrictQ a
RSGUSNNYAYIFGAZ2Y LlzNEdzl yiG (G2 aSO0A2Yy ponH
some circumstances, violations of the equal opportunity regulationtla 5
may constitute a violation of a minimum condition for receipt of state aid. In
sdzOK | Ol asSz | O2yLwLilFAyd Oy o6S FAfSR
complainant will be required to demonstrate that he/she made previous
reasonable, but unsuccessful, efforts to resolve the alleged violation at the
college and/orDistrict level usng the process provided by secti&8026.
(See/ I f AF2 NI AL /| 2YYdzyAGleé [ 2t€tS853Sa [/ KIy
Minimum Conditions Complaind:
http://www.cccco.edu/divisions/legal/quidelines/Guidelines%20for%20Mini
mum%20Conditions%20Complaints.hfm

The District may return without action any complaints that are inadequate
because they do not state a clear violation of the EEO regakt All


http://www.cccco.edu/divisions/legal/guidelines/Guidelines%20for%20Minimum%20Conditions%20Complaints.htm
http://www.cccco.edu/divisions/legal/guidelines/Guidelines%20for%20Minimum%20Conditions%20Complaints.htm

returned complaints must include Bistrict statement of the reason for
returning the complaint without action.

The complaint shall be filed with tHequal Employment Opportunity Officer

If the complaint involves théequal Employment Oppanity Officer the

complaint may be filed with theChief Executive Officer To the extent
practicable, a written determination on all accepted written complaints will

be issued to the complainant within ninety (90) days of the filing of the
complaint. Tle Equal Employment Opportunity Officetll forward copies of

Fff oNARGGSY O2YLX FAyda (G2 GKS / KIyOStt

In the event that a complaint filed under section 53026 alleges unlawful
discrimination, it will be processed according to thlequirements of
section59300 et seq.

2) Complaints Alleging Unlawful Discrimination or Harassment (Section 59300 et
seq.) The District has adopted procedures for complaints alleging unlawful
discrimination or harassment Procedures for Complaints of Unlavf
Discrimination, Including Sexual Harassmenthe Associate Dean of Human
Resourcess responsible for receiving such complaints and for coordinating their
investigation.

Component7: Notification to District Employees

CCR Title 863003 (c)(3)
The commitment of theGoverning Boardind the Chief Executive Officap equal
employment opportunity is emphasized through the broad dissemination of its Equal
Employment Opportunity Policy Statement and tRen ThePolicy Statementill
be printed in he college catalogs and class schedules. Hlaaand subsequent
revisions will be distributed tahe DistrictQ &overning Boardthe Chief Executive
Officer, administrators, College Councilthe academic senate leadership, union
representatives and membse ofthe District Equal Employment Opportunity Advisory
Committee. TheéPlanwill be available orthe DistrictQa ¢ Shadl kopi& will be
available in Human Resources and the Libra@nce peryear, all employeewiill be
senta copy ofDistrict policy regardingequal Employment Opportunignd notified
of the location of thePlan New employees will be provided written notice of the
location of thePlanand offered a hard copy

Component8: Training for Screening/Selection Committees
CCR Titl6 §53003(c)(4)

Any organization or individual, whether or not an employeeha District, who is
involved in the recruitment and screening/selection of personrsfall receive



appropriate training on the requirements of thditle 5 regulations on equal
employment opportunity (section 53000 et. seq.); the requirements of federal and

state nondiscrimination laws; the requirements tbfe DistrictQa 9 Ij dzl 9YLIJ 2e
Opportunity Plary and the DistrictQa L2t AOASa 2y Y2y RAAONR YA
hiring. This training is mandatory; individuals who have not received this training will

not be allowed to serve on screening/selection committees. Mhelan Resources
Department is responsible for providing the required training. Any individual,
whether or nd an employee ofthe District acting on behalf othe District with

regard to recruitment and screening of employeds subject to the equal
employment opportunity requirements ofTitle 5 and the DistrictQ a 91j dzI f
Employment Opportunitylan

Componert 9: Annual Written Notice to Community Organizations
CCR Title 853003(c)(5)

Once per yeathe Human ResourceSepartmentwill notify community groups and
professional organizations dhe DistrictQ Rlanand the need for assistance from
these groupsn identifying qualified applicants. These groups will also be notified of
all job openings. Annually the EEOAC shall identify these appropriate community
groups.

Component 10:Analysis oDistrict Workforce and Applicant Pool
CCR Title $63003c)6)

The Human Resources Department will annually suhey DistrictQa ¢ 2 NJ T 2 NDO
composition and shall monitor applicants for employment on an ongoing basis to
evaluatethe DistrictQa LINE ANB a4 A Planitorprdbide dadayndelled Bor (i K S
the repotts required by thifPlanand to determine whether any monitored group is
underrepresented. Monitored groups are men, wome&merican Indians/Alaskan

Natives, Asians or Pacific Islanders, Blacks/Af#gaerricans, Hispanics/Latinos,
Caucasians, and persowgh disabilities

For purposes of the survey and report each applicant or employee will be afforded
the opportunity to voluntarily identify her or his gender, ethnic group identification
and, if applicable, her or his disability. Persons may desgamaimany ethnicities as
they identify with, but shall be counted in only one ethnic group for reporting
purposes. This information will be kept confidential and balseparated from the
applications that are forwarded to the screening/selection comesgttand hiring
administrator(s). TheDistrictwill annually report to the Chancellor the results of its
annual survey of employees. At least every three yearsPlaawill be reviewed
and, if necessary, revised based on an analysis of the ethnic gdeuagification,



gender, and disability composition of existing staff and of those who have applied for
employment in each of the following identified job categories:

1) Executive/Administrative/Managerial

2) Faculty and other Instructional Stgfacultywill be reportedin categoriesas
NBEIjdzA NER o0& s0Offic§ / KI yOStf 2ND

3) Professional Notfiaculty

4) Secretarial/Clerical

5) Technical and Paraprofessional

6) Skilled Crafts

7) Service and Maintenance

The analysis ofte DistrictQ @urrent workforce am most recentapplicant poolsare
reported in the following tables and charts.

10



Analysis ofDistrict Workforce

Workforce Analysis

Fall 2008
Nat. % % %

Total | Male %M | Female %F | White %W Am % NA | Asian %A Filipino F Hispanic H Black % B | Unknown U
Executive/ Administrative/
Managerial 22 10 45% 12 55% 14 64% 0 0% 2 9% 1 5% 2 9% 3 14% 0 0%
Faculty-Career Education 15 9 60% 6 40% 14 93% 0 0% 0 0% 0 0% 1 7% 0 0% 0 0%
Faculty-English 19 9 47% 10 53% 19 100% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0%
Faculty-Health & PE 9 7 78% 22% 6 67% 0 0% 2 22% 0 0% 0 0% 1 11% 0 0%
Faculty-Humanities 17 9 53% 47% 13 76% 0 0% 0 0% 0 0% 4 24% 0 0% 0 0%
Faculty-Instructional & Support
Services 25 9 36% 16 64% 14 56% 0 0% 4 16% 1 4% 4 16% 2 8% 0 0%
Faculty-Mathematics 10 4 40% 6 60% 8 80% 0 0% 2 20% 0 0% 0 0% 0 0% 0 0%
Faculty-Natural Sciences 13 9 69% 4 31% 10 7% 0 0% 2 15% 0 0% 1 8% 0 0% 0 0%
Faculty-Social Science 12 7 58% 5 42% 9 75% 1 8% 0 0% 0 0% 1 8% 1 8% 0 0%
Clerical/ Secretarial 53 9 17% 44 83% 30 57% 1 2% 4 8% 2 4% 9 17% 7 13% 0 0%
Professional Non-Faculty 18 4 22% 14 78% 10 56% 0 0% 3 17% 1 6% 4 22% 0 0% 0 0%
Service/ Maintenance 31 26 84% 16% 12 39% 0 0% 0 0% 0 0% 13 42% 6 19% 0 0%
Skilled Crafts 10 9 90% 10% 7 70% 0 0% 1 10% 0 0% 2 20% 0 0% 0 0%
Technical/ Paraprofessional 79 28 35% 51 65% 51 65% 1 1% 11 14% 2 3% 9% 7 9% 0 0%
Adjunct- Fall 2008 280 121 43% 159 57% 250 89% 2 1% 13 5% 5 2% 5 2% 5 2% 0 0%

613 270  44% 343 56% 467 76% 5 1% 44 7% 12 2% 53 9% 32 5% 0 0%

Total number of disabled persons in theorkforce: 15




Black

,, Ethnicity- Total Workforce

5%

Unknown

H|sggmc 0
0%
. 9% ’
Filipino
2% m Nat. Am
Asian m Asian
44 ® Filipino
7% . .
m Hispanic
Nat. Am mBlack
150/ = Unknown
0
White
467
76%
Gender- Total Workforce
Male
270
44%
m Male
m Female
Femal
343
56%
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District Workforce

Workforce AnalysisExecutive/ Administrative/ Managerial

Fall 2008

Total

Executive/ Administrative/
Managerial

22

Male

10

%M

45%

Female

12

% F

55%

White

14

%W

64%

Nat. %
Am NA

0 0%

Asian

2

%
A

9%

Filipino

1

%
E

5%

Hispanic

2

%
H

9%

Black

3

% B

14%

Unknown

0

%
u

0%

Filipino

1
4%

Ethnicity- Executive/ Administrative/
Managerial Workforce

Unknown
0
0%

MNat. Am

m White

W Nat. Am
o Asian

o Filipino
M Hispanic
m Black

m Unknown

Gender- Executive/ Administrative/

Managerial Workforce

B Male

m Female
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District Workforce

Workforce AnalysisFull Time Faculty

Fall 2008

Nat. % % %

Total | Male %M | Female %F | White %W Am % NA | Asian %A Filipino F Hispanic H Black % B | Unknown U
Faculty-Career Education 15 9 60% 6 40% 14 93% 0% 0 0% 0 0% 7% 0 0% 0 0%
Faculty-English 19 9 47% 10 53% 19 100% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0%
Faculty-Health & PE 9 7 78% 22% 6 67% 0 0% 2 22% 0 0% 0 0% 1 11% 0 0%
Faculty-Humanities 17 9 53% 47% 13 76% 0 0% 0 0% 0 0% 4 24% 0 0% 0 0%

Faculty-Instructional & Support

Services 25 9 36% 16 64% 14 56% 0 0% 4 16% 1 4% 4 16% 2 8% 0 0%
Faculty-Mathematics 10 4 40% 6 60% 8 80% 0 0% 2 20% 0 0% 0 0% 0 0% 0 0%
Faculty-Natural Sciences 13 9 69% 4 31% 10 77% 0 0% 2 15% 0 0% 1 8% 0 0% 0 0%
Faculty-Social Science 12 7 58% 42% 9 75% 1 8% 0 0% 0 0% 1 8% 1 8% 0 0%
120 63  53% 57 48% 93 78% 1 1% 10 8% 1 1% 11 9% 4 3% 0 0%

14




Black unknown  Ethnicity- Faculty Workforce

4 0
3% 0%

Filipino
1
1%

Nat. Am

1%

H White

H Nat. Am
| Asian

B Filipino
m Hispanic
m Black

B Unknown

Gender- Faculty Workforce

H Male

m Female
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District Workforce

Workforce AnalysisClassified

Fall 2008

Nat. % % %

Total | Male %M | Female % F | White %W Am % NA | Asian %A Filipino  F Hispanic H Black % B | Unknown U
Clerical/ Secretarial 53 9 17% 44 83% 30 55% 1 2% 4 8% 2 4% 9 19% 7 13% 0 0%
Professional Non-Faculty 18 4 22% 14 78% 10 56% 0 0% 3 17% 1 6% 4 22% 0 0% 0 0%
Service/ Maintenance 31| 26 84% 16% 12 41% 0 0% 0 0% 0 0% 13 41% 6 19% 0 0%
Skilled Crafts 10 9 90% 11% 7 67% 0 0% 1 11% 0 0% 22% 0 0% 0 0%
Technical/ Paraprofessional 79 28 35% 51 65% 51 66% 1 1% 11 13% 2 3% 8% 7 9% 0 0%
191 | 76  40% 115 60% | 110 58% 2 1% 19 10% 5 3% 35 18% 20 10% 0 0%

Unknown
o  Ethnicity- Classified Workforce
0%

Hispanic
35
18%

Filipino
5
3%

1%

H White

H Nat. Am
u Asian

B Filipino
m Hispanic

m Black
White
110
58%

B Unknown

Gender- Classified Workforce

u Male

m Female

16




District Workforce

Workforce AnalysisAdjunct Faculty

Fall 2008
Nat. % % % %
Total Male %Male Female %F White %W Am % NA Asian % A Filipino F Hispanic H Black B Unknown U
Adjunct- Fall 2008 280 121 43% 159 57% 250 89% 2 1% 13 5% 5 2% 5 2% 5 2% 0 0%
Filini Black
. fHpino : .5 Unknown
Asian 5 Hispanic
13 s 2% 0
4% 2%
MNat. Am
2 .
m White .
1% Gender-Adjunct (Fall 2008)
M Nat. Am
m Asian
M Filipino
M Hispanic
m Black
= Unknown = Male
m Female

Ethnicity- Adjunct (Fall 2008)

17




Applicant Pools

Analysis of Applicant Pools

2007-2008
Nat. %

Total | Male %M Female %F | White %W [ Am % NA [ Asian %A [ Hispanic H Black % B | Unknown %U
Executive/ Administrative/
Managerial 47 28 60% 19 40% 36 7% 3 6% 4% 2% 1 2% 4 9%
Faculty-Career Education 61 24 39% 37 61% 43 70% | O 0% 5% 4 7% 5 8% 10%
Faculty-English 195 94 48% 101 52% | 127 65% 0 0% 12 6% 16 8% 2 1% 38 19%
Faculty-Health & PE 25 25  100% 0 0% 20 80% | 2 8% 8% 4% 0 0% 0%
Faculty-Humanities 0 0 0 0 0 0 0
Faculty-Instructional & Support
Services 43 11 26% 31 2% 23 53% 1 2% 4 9% 4 9% 1 2% 10 23%
Faculty-Mathematics 25 20 80% 20% 18 2% | O 0% 4 16% 1 4% 0 0% 8%
Faculty-Natural Sciences 0 0 0 0 0 0 0 0
Faculty-Social Science 99 51 52% 48 48% 72 73% 0 0% 5 5% 5 5% 1 1% 16 16%
Clerical/ Secretarial 363 55 15% 300 83% | 182 50% | 3 1% 47 13% 57 16% [ 30 8% 44 12%
Professional Non-Faculty 67 13 19% 54 81% 35 52% 1 1% 13 19% 9 13% 4 6% 1 1%
Service/ Maintenance 152 121 80% 27 18% 52 34% 0 0% 20 13% 46 30% 24 16% 10 7%
Skilled Crafts 0 0 0 0 0 0 0 0
Technical/ Paraprofessional 136 67 49% 70 51% 71 52% 1 1% 15 11% 14 10% 2 1% 33 24%
Adjunct- Fall 2008 411 | 228 55% 183 45% | 303 74% | 5 1% 32 8% 34 8% 21 5% 16 4%

1624 | 737 45% 875 54% | 982 60% | 16 0.99% [ 159 10% 192 12% | 91 6% 180 11%

Total number of disabled applicants: 51

18




Ethnicity- Applicant Pool

m White
mNat. Am
Hispanic
1%2 W Asian
12% M Hispanic
m Black
B Unknown
1%
Gender- Applicant Pool
Male
737
46%
m Male
Female B Female
875
54%
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Applicant Pools

Analysis of Applicant Pool€Executive/ Administrative/ Managerial

2007-2008
Nat. % % % % %
Total | Male %M | Female % F | White %W | Am NA [ Asian A Hispanic H Black B Unknown U
Exec./ Admin/ Managerial 47 28 60% 19 0% | 36 77% | 3 6% 2 4% 1 2% 1 2% 4 9%

Ethnicity- Applicants for Executive/
Administrative/ Managerial Positions

Hispanic Black

1
29%__ 2%

Asian

2

4%

Nat. Am
3
6%

m White
HNat. Am
W Asian
M Hispanic
MW Black

m Unknown
White

36

77%

Gender- Applicants for Executive/
Administrative/ Managerial Positions

m Male

B Female
Male
28
60%
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Applicant Pools

Analysis of Applicant Pools-aculty

2007-2008
Nat. % % %

Total | Male %M Female % F | White %W | Am  NA Asian % A | Hispanic H Black B Unknown % U
Faculty-Career Education 61 24 39% 37 61% 43 70% | O 0% 3 5% 4 7% 5 8% 6 10%
Faculty-English 195 94 48% 101 52% | 127 65% 0 0% 12 6% 16 8% 2 1% 38 19%
Faculty-Health & PE 25 25  100% 0 0% 20 80% | 2 8% 2 8% 1 4% 0 0% 0%
Faculty-Humanities 0 0 0 0 0 0 0 0
Faculty-Inst. & Spprt Serv. 43 11 26% 31 72% | 23  53% | 1 2% 4 9% 4 9% 1 2% 10 23%
Faculty-Mathematics 25 20 80% 20% 18 72% | 0 0% 4 16% 1 4% 0 0% 8%
Faculty-Natural Sciences 0 0 0 0 0 0 0 0
Faculty-Social Science 99 51 52% 48 48% 72 73% | O 0% 5 5% 5 5% 1 1% 16 16%

448 | 225 50% 222 50% | 303 68% | 3 1% 30 7% 31 7% 9 2% 72 16%
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Ethnicity- Applicants for Faculty Positions

Black
9
2%

Hispanic
31
7%

Asian
30
7%
MNat. Am
3
1%

White
303
67%

m \White
| Nat. Am
W Asian
M Hispanic
m Black

® Unknown

Gender- Applicants for Faculty
Positions

Female
222
50%

Male
225
50%

m Male

B Female







