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I. Introduction
The Ohlone Community College District is proud to present its 2017 – 2020 Equal Employment
Opportunity Plan (referred to as the Plan in this document). This Plan, which has been updated
in 2017 from its initial draft in 2015, reflects the District’s continuing commitment to equal
employment opportunity and promotes practices that are nondiscriminatory. The District’s goal
is to craft, nurture, and sustain a working environment that is welcoming to all, fosters and
celebrates diversity, and promotes and rewards excellence. It is the District’s sincerely held belief
that an exemplary academic community requires an inclusive environment that best prepares our
faculty, staff and students to live, work and contribute to a global society.
The Plan’s immediate focus is equal employment opportunity in the District’s recruitment and
hiring policies and practices pursuant to the applicable Title 5 regulations (Section 53000 et seq.).
In addition, the Plan notes our commitment to advancing diversity and cultural competency. The
Plan includes:
•
•
•
•
•

requirements to comply with Title 5 regulations and provisions relating to equal
employment opportunity programs;
establishment of an Equal Employment Opportunity and College Diversity Advisory
Committee (formerly EEO-CDAC, but hereafter ODIAC);
methods to support equal employment opportunity;
analysis of the demographic makeup of the District’s workforce population; and
procedures for dissemination of the Plan.

To properly serve a growing and diverse population, the D istrict endeavors to attract, hire and
retain faculty and staff who are sensitive to, and knowledgeable about, the needs of an increasingly
diverse student body it serves, as well as the diverse campuses and District communities.
This Plan is intended to continue our important conversation of broadening our focus on inclusion
and equity, and on building campus community. We welcome all thoughts and comments on how
best to achieve these goals and have established an e-mail address where comments may be sent:
diversity@ohlone.edu
Sincerely,

Gari Browning, Ph.D. President/Superintendent
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II. Definitions
Reference – Title 5 § 53001

1) “Adverse impact” refers to a statistical measure (such as those outlined 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 negative impact on any
group protected from discrimination pursuant to Government Code Section 12940. We note
that a disparity identified in a given selection process will not be considered to constitute
adverse impact if the numbers involved are too small to permit a meaningful comparison.
2) “Chancellor’s Office” in this document refers to the California Community College’s
Chancellor’s Office.
3) “Diversity” refers to a condition of broad inclusion in an employment environment that
offers equal employment opportunity for all persons. It requires both the presence, and the
respectful treatment, of individuals from a wide range of ethnic, racial, age, national origin,
religious, gender, sexual orientation, disability and socio-economic backgrounds.
A diverse educational community recognizes the educational benefits that flow from
employee populations that are varied by age, ancestry, color, gender, gender identity, gender
expression, genetic information, marital status, medical condition, national origin, parental
status, physical or mental disability, race, religion, sexual orientation, or veteran status.
4) “Equal Employment Opportunity” refers to the existence of a situation in which 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 in the seven job categories: executive/administrative/managerial, faculty and other
instructional staff, professional non-faculty, secretarial/clerical, technical and paraprofessional,
skilled crafts, and service and maintenance. Equal employment opportunity also involves:
(a)

identifying and eliminating barriers to employment that are not job related; and

(b)

creating an environment which 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 protected from
discrimination pursuant to Government Code Section 12940.

5) “Equal Employment Opportunity Plan” refers to a written document in which the District’s
workforce is analyzed and specific plans and procedures are set forth for ensuring equal
employment opportunity.
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6) “Equal Employment Opportunity Programs” are 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 of Title 5.
7) “Ethnic group identification” means an individual’s identification in one or more of the ethnic
groups reported to the Chancellor pursuant to Section 53004 of Title 5. These groups shall be
more specifically defined by the Chancellor consistent with State and Federal law.
8) “In-house” or “promotional only hiring” refer to hiring processes in which only existing
District employees are allowed to apply for positions.
9 ) “Monitored group” refers to those groups identified in Section 53004(b) of Title 5 for which
monitoring and reporting is required pursuant to Section 53004(a) of Title 5.
10) “Person with a disability” refers to any person who: (1) has a physical or mental
impairment as defined in Government Code Section 12926, which limits one or more of such
person’s major life activities; (2) has a record of such an impairment, or; (3) is regarded as
having such an impairment. A person with a disability is “limited” if the condition makes
the achievement of the major life activity difficult.
11) “Reasonable accommodation” means the efforts made on the part of the District in compliance
with Government Code Section 12926.

12) “Screening” or “ selection procedures” refer to any measure, combination of measures, or
processes used as a basis for any employment decision. Selection procedures include the
full range of assessment techniques, including but not limited to: traditional paper and pencil
tests, performance tests, and physical, educational, and work experience requirements,
interviews, and review of application forms.
13) “Significantly underrepresented groups” refer to any monitored group for which the
percentage of persons from that group employed by the District in any job category listed
in Section 53004(a) of Tit le 5 is below eighty percent (80%) of the projected
representation for that group in the job category in question.
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III. Policy Statement
Reference: Title 5 § 53002

The Ohlone Community College District is committed to the principles of equal employment
opportunity and will implement a comprehensive program to put those principles into practice. The
District is committed to a continuing good faith effort 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 District program or activity of the District on the basis of age,
ancestry, color, gender, gender identity, gender expression, genetic information, marital status,
medical condition, national origin, parental status, pregnancy, physical or mental disability, race,
religion, sexual orientation, or veteran status, military status 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.
In addition, the District also has an interest in nondiscrimination based on additional factors such as
accent, citizenship status, socioeconomic status, learning disabilities and ethnic group identification
even though students or employees could not make a legal claim of discrimination based on these
factors.
The District strives to achieve a workforce that is welcoming to all individuals, including
individuals in legally protected categories to ensure the District provides an inclusive educational
and employment environment. Such an environment fosters cooperation, acceptance, democracy
and free expression of ideas. The Plan is maintained to ensure the implementation of equal
employment opportunity principles which conform to Federal and State laws.
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IV. Delegation of Responsibility, Authority and Compliance.
References: Title 5 § 53003 (c) (1) Title 5 § 53020(required)
It is the goal of t he Ohlone Community College District that all employees promote and support
equal employment opportunity. Equal employment opportunity requires a commitment and a
contribution from every segment of the district. The general responsibilities for the continuing
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 the District operations, and for ensuring equal employment opportunity as described in
the Plan.
2.

President/Superintendent

The Board of Trustees delegates to the President/Superintendent the responsibility for ongoing
implementation of the Plan and for providing leadership in supporting the District’s equal
employment opportunity policies and procedures. The President/Superintendent shall advise the
Board of Trustees concerning statewide policy emanating from the Board of Governors of the
California Community Colleges.
3.

Equal Employment Opportunity Officer

The District has designated the Chief Human Resources Officer as its Equal Employment
Opportunity Officer (EEOO) who is responsible for the day-to-day implementation of the Plan. If
the designation of the EEOO changes before the Plan is next revised, the District will notify
employees and applicants for employment of the new designee. The EEOO is responsible for
administering, implementing and monitoring the Plan and for assuring compliance with the
requirements of Title 5 § 53000 et seq. The EEOO is also responsible for receiving complaints
described in Section VI of the Plan and for ensuring that applicant pools and selection procedures
are properly monitored.
4

Equal Employment Opportunity and College Diversity Advisory Committee/ODIAC
(Ohlone’s Diversity and Inclusion Advisory Committee)

The District established an Equal Employment Opportunity and Campus Diversity Committee as a
joint committee, to act as an advisory body to the EEOO and the District as a whole to promote
understanding and support of equal employment opportunity policies and procedures. The name of
this committee was changed from EEO-CDAC to ODIAC (Ohlone’s Diversity and Inclusion
Advisory Committee) in its initial organizational stage. This joint committee develops ways for the
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College to advance diversity and cultural competency via campus events and training/workshops,
special events and speakers, as well as track the District’s activity and development in the areas of
diversity and cultural competency. ODIAC assists in the development and implementation of the
Plan in compliance with State and Federal regulations and guidelines, monitors equal employment
opportunity progress, and provides 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 President/Superintendent 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 and will be given a copy of it.
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V. Ohlone Diversity and Inclusion Advisory Committee (ODIAC)
Reference: Title 5 § 53005

The District has established a President’s advisory committee (initially known as EEO-CDAC, but
now known as ODIAC) to assist the District in implementing its Plan. ODIAC has a dual purpose:
(1) act as an advisory body to the District as a whole to promote understanding and support of equal
opportunity and nondiscrimination policies and procedures; and (2) develop ways for the College to
advance diversity and cultural competency via campus events and trainings/workshops.
The committee also assists in the review, update, and implementation of the Plan in compliance
with State and Federal EEO regulations and guidelines and monitors progress in this area.
The committee, in collaboration with other staff development committees, also sponsors events,
trainings, or other activities that promote equal employment opportunity, nondiscrimination,
retention and diversity.
The EEOO shall continue to train and advise the advisory committee on equal employment
compliance and the Plan itself. The EEOO additionally oversees the training given to members of
hiring committees and all individuals involved in the hiring process.
The committee has and shall continue to have a diverse membership. A substantial good faith effort
to maintain a diverse membership is expected. If the District becomes unable to meet this objective,
it will document what efforts were made to recruit new members.
The committee is currently composed of members of the faculty appointed by the Faculty Senate
President; members of the classified staff appointed by the respective unions (CSEA and SEIU);
one member of the administration and one confidential employee appointed by the
President/Superintendent; one student recommended by the Associated Students (ASOC).
Additional members may be appointed by the President/Superintendent.
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VI. Complaints
References: Title 5 § 53003 (c) (1) Title 5 § 53026 (required)

Complaints Alleging Violation of the Equal Employment Opportunity Regulations
(Title §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 1 have been violated. Any person who believes that the EEO 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 ability, the 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 soon as 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 for the District to waive
the sixty (60) day limitation. Complaints alleging violations of the EEO regulations that 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. As directed by the Chancellor’s Office, the decision of the
District in complaints pursuant to Section 53026 is final. See California Community
Colleges Chancellor’s Office Guidelines for Minimum Conditions Complaints at:
Discrimination Guidelines

In addition, complaints can be filed using Ohlone’s complaint procedures at:
At: Complaint Form

The District may return without action any complaints that are inadequate because they do
not state a clear violation of the EEO regulations. All returned complaints must include a
District statement noting the reason(s) for returning the complaint without action.
The complaint shall be filed with the EEOO. If the complaint involves the EEOO, the
complaint may be filed with the President/Superintendent. A written determination on all
accepted written complaints will be issued to the complainant within ninety (90) days of
the filing of the complaint. If this is not practical, a written notification will be provided to
the complainant as to the reason(s) for the extension and estimated date of completion.
The EEOO will forward copies of all written complaints to the Chancellor’s Office upon
receipt. In the event that a complaint filed under Section 53026 alleges unlawful
discrimination, it will be processed according to the requirements of Section 59300 et seq.

1

The equal employment opportunity regulations are found in California Code of Regulations, Title 5, Section 53000 et
seq.
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VII.

Notification to District Employees

Reference: Title 5 § 53003 (c) (3) (required)

The commitment of the Board of Trustees and the President/Superintendent 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 catalog. The
Plan and subsequent revisions will be distributed to the District’s Board of Trustees, the
President/Superintendent, administrators, managers, confidential employees, the Faculty Senate,
College Council, union representatives and members of the College’s diversity committee
(ODIAC).
The Plan is available on the District’s website, and when appropriate, may be distributed by email. The Human Resources department will provide all new employees with a copy of the
written notice described above when they commence their employment with the District.
Each year, the District will inform all employees by email of the Plan’s availability including a
written summary of the provisions of the Plan. The annual notice will emphasize the importance of
the employee’s participation and responsibility in ensuring the Plan’s implementation.
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VIII. Training for Screening/Interview Committees
Reference: Title 5 § 53003 (c) (4) (required)

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
Plan; the District’s policies on nondiscrimination, recruitment, and hiring; principles of diversity
and cultural proficiency 2; and the value of a diverse workforce. Persons serving in the above
capacities will be required to receive training no more than 24 months prior to beginning of service
on a committee. This training is mandatory; individuals who have not received this training are not
be permitted to serve on screening/selection committees. Refresher training is provided at the initial
meeting of the screening committee, but will not take the place of the individual receiving EEO
training, which is generally provided twice a year. The EEOO is responsible for providing the
required training.

2

“Cultural proficiency” involves successful teaching and other interactions with both students and colleagues from a
variety of cultures. It requires a contextual understanding that numerous social and institutional dynamics, including the
effects of inequities, affect how students have been taught and treated, and translates that understanding to the removal
of barriers to student success. “Culture” refers to those things that are shared within a group or society: shared
knowledge and beliefs, shared values, shared behavioral expectations, and principles that are widely used or
recognized. “Culture,” therefore, refers to more than simply race and ethnicity.
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IX.

Annual Written Notice to Community Organizations.

Reference: Title 5 § 53003 (c) (5) (required)

The EEOO will provide annual written notice to appropriate community-based and professional
organizations concerning the Plan. The notice will include a summary of the Plan, inform these
organizations how they may obtain a copy, and shall solicit their assistance in identifying diverse
qualified candidates. The notice will also include the internet address where the District advertises
its job openings and the Human Resources department’s phone number to call to obtain
employment information. The D istrict will actively seek to reach those institutions,
organizations, and agencies that may be recruitment sources, especially for underrepresented
populations. A list of organizations, which will receive this notice, is attached as Appendix A of
this Plan. This list may be revised from time to time as necessary.
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X. Analysis of District Workforce and Applicant Pool
References: Title 5 § 53003 (c) (6); Title 5 § 53004 (required)

The Human Resources department will annually survey 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, to provide data needed for the reports required by this Plan and to
determine whether any monitored group is underrepresented. Monitored groups are men, women,
American Indians or Alaskan natives, Asians or Pacific Islanders, Blacks/African- Americans,
Hispanics/Latinos, Caucasians, and persons with 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 disability.
Applicants do not identify the nature of their disability. This information will be kept
confidential and will be separated from the applications that are forwarded to the screening
committee(s) and hiring administrator(s).
At least every three years, the Plan will be reviewed and, if necessary, revised based on an
analysis of the ethnic group identification, gender, and disability composition of existing
employees and of those who have applied for employment in each of the following identified
employee categories:
1)

Administrators

2)

Classified Management

3)

Classified Professional

4)

Classified Support

5)

Full Time Faculty

6)

Adjunct Faculty

Note: The tracking and analysis of the district workforce and applicant pool is done for regular
positions and regular recruitments in the job classes listed above (1-5); as well as temporary
recruitments of adjunct faculty. However, gathering information on the district’s workforce and
applicant pools for other temporary positions such as contract education instructors, substitutes and
short-terms might be an interesting data point. Due to the transient nature of such positions, it may
be difficult to track and compare these pools over a set period. The Human Resources office will
review the possibility of gathering and analyzing this temporary workforce and report on the data at
a later time.
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District Workforce Analysis
The budgetary constraints faced by the District over the last several years meant that a hiring “frost”
remained in effect and many positions were either delayed in the hiring of replacements, or were left
vacant in order to save money. This was done in order to avoid having to lay off employees and to
achieve a balanced budget. Therefore, from Fall 2010 to Fall 2013 Ohlone’s permanent workforce (this
includes administrators, full-time faculty and all classified employees) decreased by 17 employees (from
343 to 326). The number of part-time or “adjunct” faculty increased from 326 to 339. This is largely due
to the non-replacement of several full-time faculty who retired and the backfilling of their classes with
part-time faculty. Although the state budget situation has improved, it has taken time to restore the
workforce to previous levels.
In 2015-16, the number of adjunct faculty increased dramatically (22%) while the number of full time
faculty had not yet started to increase. The permanent workforce crept up to 331, but was still not at the
2010-11 level.
From 2010-11 to 2013-14, the overall diversity of all staff increased by 1.3% to a total of 43.5%
diversity. Continuing that trend, college-wide diversity increased another 4.0% in 2015-16 to 47.5%.
Increase in diversity means an increase in non-white employees but this, it should be noted, does not
measure gender or other forms of diversity. The diversity of total classified staff showed an increase of
3.9% in 2013-14 with an additional 3.0% increase in 2015-16, bringing a new total of 65.6% diversity
among classified staff. Administrators and managers are slightly above the 2010-11 non-white rates, but
are almost 8% below the 2013-14 diversity rate. However, total faculty saw a 6.0% increase in diversity
over the 2013-14 rate, increasing to 42.1%.

Differences in overall diversity between 2013-14 and
2015-16 (showing overall gains in non-white employees)

Administrator
Classified
Manager
Classified
Professional
Classified
Support

20132014

2013
2014

20132014

Percent
NonWhite

Total
EEs

NonWhit
e EEs

Percen
Total
t NonEEs
White

4

26.67%

15

5

27

10

37.04%

25

12

19

12

63.16%

24

18

160

93

58.12%

150

91

20102011

20102011

20102011

Total
EEs

NonWhite
EEs

15

15

33.33
%
48.00
%
75.00
%
60.67
%

201516

201516

NonWhite
EES

13

4

28

10

37

26

143

92

2015
-16

Perce
nt
Percent
NonChange
Whit
e
30.77
4.10%
%
35.71
-1.33%
%
70.27
7.11%
%
64.34
6.23%
%

20102011

20102011

20102011

20132014

2013
2014

122

43

35.25%

112

37

326

120

36.81%

339

126

669

282

42.15%

665

289

Full-Time
Faculty
Adjunct
Faculty
All Employees

20132014

33.04
%
37.17
%
43.46
%

201516

201516

110

38

398

176

729

346

2015
-16

34.55
%
44.22
%
47.46
%

District Applicant Pool Analysis
During the calendar year 2014 a total of 39 recruitments were completed, compared to 24 in 2013.
There were 6 administrators (academic and classified combined), 5 full-time faculty and 18
classified searches/recruitments. The total number of applicants for 2014 recruitments was 1,2 01.
Of that number, 36% were White, 7% Black, 1% Native American, 10% Asian, 15%
Hispanic/Latino; 17% Pacific Islander, and 14% declined to state.
While the number of applicants decreased slightly by 148 in comparison to the numbers in 2013,
there was a notable decline in Asian applicants, from 25% to 10%. Hispanic applicants lost 1%
point, while Pacific Islanders gained 13% points over the previous year. Blacks and Native
Americans maintained their exact percentages from the previous year. The number of White
applicants increased by 3%. The number of applicants who declined to state fell by 1%.
Figure 1: District Applicant Demographics, Summary Table Calendar year 2014
APPLICANTS FOR
2014

White

Black/Africa
n American

Hispanic/Latin
o

Asian/Pacifi
c Islander

Asian

America
n Indian
or Alaska
Native

Decline
d to
state

Total Applicants

Female

75

10

15

13

10

2

13

138

Male

91

9

19

15

13

3

16

166

FULL-TIME FACULTY

TOTAL APPLICANTS

304

CLASSIFIED
Female

140

29

80

100

47

6

34

436

Male

79

23

52

58

42

4

73

331

TOTAL APPLICANTS

767

ADMINISTRATORS/MGMT.
(ACADEMIC AND
CLASSIFIED)
Female

16

7

4

5

2

0

16

Male

27

11

12

13

5

0

12

TOTAL APPLICANTS

50
80
130

OVERALL TOTALS

16

-0.70%
7.41%
5.31%

APPLICANTS FOR
2014

Female

231

46

99

118

59

8

63

624

Male

197

43

83

86

60

7

101

577

TOTAL APPS FOR 2014

428

89

182

204

119

15

164

1201

% of Total applicants

36%

7%

15%

17%

10%

1%

14%

During calendar year 2015, a total of 39 recruitments were completed. There were 14
administrative (academic and classified combined), 6 full-time faculty and 19 classified
searches/recruitments. The total number of applicants for 2015 recruitments was 1, 427 . Of that
total, 36% were White, 8% Black, 0.4% Native American, 16% Asian, 14% Hispanic/Latino, 1%
Pacific Islander and 25% declined to state. The decline-to-state-category, it should be noted,
increased significantly. This may indicate a future challenge in tracking how the District analyzes
and responds to demographic changes.
Figure 2: District Applicant Demographics, Summary Table Calendar Year 2015
APPLICANTS FOR
2015

White

Black/African
American

Hispanic/Latino

Asian/Pacific
Islander

Asian

American
Indian or
Alaska Native

Declined
to state

Total
Applicants

Female

105

8

10

1

26

1

80

231

Male

114

6

25

0

23

1

40

209

FULL-TIME FACULTY

440

TOTAL APPLICANTS
CLASSIFIED
Female

81

18

55

8

53

0

58

273

Male

67

38

61

9

53

2

62

292
565

TOTAL APPLICANTS
ADMINISTRATORS/MGMT.
(ACADEMIC AND
CLASSIFIED)
Female

48

17

11

2

32

0

42

152

Male

93

30

39

0

36

1

71

270
422

TOTAL APPLICANTS
OVERALL TOTALS
Female

234

43

76

11

111

1

180

656

Male

274

74

125

9

112

4

173

771

TOTAL APPS FOR 2014

508

117

201

20

223

5

353

1427

% of Total applicants

36%

8%

14%

1%

16%

0.4%

25%
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XI. Analysis of Degree of Underrepresentation and Significant
Underrepresentation.
Reference: Title 5 § 53003 (c) (7) (required)

Pursuant to the April 25, 2012 letter from the State Chancellor's Office, the availability data
needed to fully complete this section of the Plan has not been developed. Consequently, "districts
will not be responsible for parts of the EEO Plan that are dependent upon sound availability data
which are pursuant to Title 5 Section 53003(c) (7-9) and (d)." Because of the lack of sound data,
the District cannot exactly determine what the projected representation should be, as defined in
Title 5 section 53001 (k), and is therefore unable to determine if underrepresentation and/or
significant underrepresentation, as defined in Title 5 section 53001(n), exists in any of the
identified categories. If the availability data is developed and made available by the State
Chancellor's Office, this section in fut ure P lan revis io ns will be completed in accordance.
Although the California Community College State Chancellor’s office has stated that this section is
not required due to sound data not being available by the State Chancellor’s Office, Ohlone has
chosen to analyze the available workforce by data from the Environmental Scan. More in-depth
information can be found in the Environmental Scan, located at: Environmental Scan
District Workforce Analysis (for District population age 16 and over in 2015)
Total

White
African American
Native American
Asian
Hispanic/Latino
Pacific Islander
Other Races
Two or more races

n
67,983
10,886
1,624
129,752
44,428
2,540
24,509
13,204

In Labor
Force
%
62.9%
64.6%
56.1%
68.3%
66.2%
66.1%
69.5%
63.7%

Employed

n
42,777
7,028
911
88,573
29,427
1,678
17,044
8,405
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%
57.3%
55.5%
46.4%
63.9%
60.9%
57.2%
65.6%
57.6%

n
38,929
6,044
754
82,893
27,056
1,453
16,081
7,610

Unemployment
Rate
%
9.0%
14.1%
17.6%
6.4%
8.0%
12.4%
5.7%
9.4%

n
6,089
1,532
286
8,354
3,565
316
1,385
1,243

Bay Area Workforce Analysis (for District population age 16 and over in 2015 includes Silicon Valley, East
Bay, and Peninsula counties)
Total
White
African American
Native American
Asian
Hispanic/Latino
Pacific Islander
Other Races
Two or more races

n
2,143,733
327,475
24,861
1,388,150
1,062,861
30,972
376,916
192,879

In Labor
Force
%
66.3%
61.6%
65.2%
66.4%
70.9%
68.0%
72.8%
68.3%

Employed
n
1,421,652
201,684
16,219
921,378
753,167
21,071
274,244
131,734

%
61.6%
50.7%
55.6%
61.3%
63.2%
57.3%
64.9%
60.4%

n
1,321,260
165,883
13,824
850,851
672,117
17,734
244,611
116,534

Unemployment
Rate
%
7.0%
17.6%
14.6%
7.6%
10.7%
15.4%
10.8%
11.4%

Percent of Bay Area Population in the Labor Force
White
African American
Native American
Asian
Hispanic/Latino
Pacific Islander
Other races
Two or more races
Total Labor Force

1,421,652
201,684
16,219
921,378
753,167
21,071
274,244
131,734
3,741,149

38.0%
5.4%
0.4%
24.6%
20.1%
0.6%
7.3%
3.5%
100.0%

Because most College employees live outside the District, and live primarily in the counties used to
compute the Bay Area workforce numbers, the greater Bay Area will serve as the metric against
which significant under-representation will be determined. Given that, significant underrepresentation will occur whenever a group falls below the following employment percentages:
Whites, 33.0%; African Americans, 4.4%; Native Americans, 0.4%; Asians, 18.6%; Hispanics,
14.1%; Pacific Islanders, 0.5%; other races, 5.6%; and two or more races, 2.6%.
In comparing the 2015 applicant pool (Figure 2 in Section X), most race groups fall within the
range of the Bay Area population in the labor force with one exception. Asians are approximately 2
percentage points below the benchmark the District has set for itself. The District will continue to
monitor its recruitments over the next year and examine this with attention to how, if this becomes a
significant pattern, to adjust recruitment processes.
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n
150,538
57,730
3,635
105,752
133,967
4,762
40,719
22,070

XII. Recruitment and Hiring Procedures: Methods to Address
Underrepresentation.
Reference: Title 5 § 53003 (c) (8) (required)

The District has developed and continuously reviews its Recruitment and Hiring Guidelines. The
guidelines follow Board Policy 7120. The current Recruitment and Hiring Guidelines are located on
the District’s website at Recruitment and Hiring Guidelines
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 protected from discrimination. In so doing, the District places great emphasis on the recruitment
of potential applicants in order to create a diverse pool of qualified individuals from which to hire.
With a diverse pool, the District takes steps within the screening/selection process to allow for the
hiring of candidates with varied backgrounds who can contribute and effectively communicate in a
diverse community. The equal employment opportunity provisions below are applicable to all fulltime and part-time hiring, including any hiring meant to address the ratio of full-time to part-time
faculty that may be required by Education Code.
To address any identified underrepresentation of monitored groups, the District continues to review
and revise its recruitment and hiring procedures and policies in accordance with the following
provisions. These provisions will be in place whether or not underrepresentation exists, because the
provisions are also valuable in ensuring equal employment opportunity. The District’s recruitment
and hiring procedures follow the principles outlined below:
1)
Recruitment
It is the policy of the District to aggressively pursue a program of verifiable recruitment that is
inclusive and open to all qualified individuals.
Efforts are undertaken on a regular basis to develop and contact new recruitment sources that ensure
diverse pools of candidates. Diverse pools include, but are not limited to: men, women, persons
with disabilities, and individuals from all ethnic and other groups protected from discrimination.
ODIAC, the committee that oversees EEO and matters related to diversity and inclusion, is
encouraged to utilize and notify the District of additional recruitment options that may enable the
D istrict to obtain a diverse pool of applicants. The District considers the following factors in its
deliberative processes in recruitment and hiring:
a)

For any job category where continuing underrepresentation exists, the District will
apply the recruitment procedures set forth in Title 5 Section 53021 to conduct full
and open recruitment for all new openings and will not invoke the provisions for inhouse interim appointments or the exception under Title 5, Section 53021(c)(7) for
engaging an administrator through a professional services contract unless authorized
by the President/Superintendent or his/her designee. The President/Superintendent
should consult with the Chief Human Resources Officer prior to making the
decision. The consultation should include the compelling reason to limit the persons
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who may be considered for a vacancy in a job category if underrepresentation
persists.
b)

Recruitment for all open positions shall include, but not be limited to, placement
of job announcements in the following media:
(1) General circulation newspapers, general circulation periodicals, including
electronic media.
(2) Local and regional community newspapers.
(3) Newspapers and other publications that provide information in languages other
than English and to low-income communities.
(4) Publications, including electronic media, that are distributed to the general
market and to newspapers, publications, and radio and television stations,
whose primary audience is comprised of groups found to be underrepresented
in the District’s workforce.
(5) 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.

c)

d)

2)

At least every two years, or when employment data indicate a need, the
District shall host an open house for persons interested in employment with the
District. The open house will allow potential candidates to meet deans, faculty,
and classified employees of the District. Attendees will be provided with
information regarding current job openings, the demographic makeup of the
student body, hiring criteria and procedures, and information on the District’s
commitment to equal employment opportunity. Efforts will be made to attract
diverse groups of individuals to the open house. This type of open house event has
successfully taken place once since the initial implementation of the Plan and will
continue.
District employees may be surveyed requesting resources and locations where open
positions may be advertised to ensure recruitment is as inclusive and broad as
possible and includes recruitment of monitored groups. Human Resources will
compile, store, and update this list.

Job Announcements

The District follows the guidelines below regarding its job announcements:

a)

Job announcements state clearly job specifications setting forth the knowledge,
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skills, and abilities necessary to job performance. For all positions, job requirements
include demonstrated sensitivity to and understanding of the diverse academic,
socioeconomic, cultural, disability, and ethnic backgrounds of community college
students. Job specifications, including any “required,” “desired,” or “preferred”
qualifications beyond the state minimum qualifications which the District wishes to
utilize, will be reviewed by the EEOO before the position is announced, to ensure
conformity with equal employment regulations and State and Federal
nondiscrimination laws. 3 All job announcements shall state that the District is an
“Equal Opportunity Employer.”
3)

Review of Initial and Qualified Applicant Pools

Initial applicant pools will be reviewed for projected representation of monitored groups.
Once the initial pool is approved, the pool will be screened for minimum qualifications,
resulting in a qualified applicant pool. The qualified applicant pool will be reviewed so
that no monitored group is adversely impacted. Once the qualified applicant pool is
approved, the pool will be forwarded to the screening/selection committee. The District
considers the following factors regarding the screening of applications:
a)

The application for employment will afford each applicant an opportunity to
voluntarily identify his or her gender, ethnic group and, if applicable, his or her
disability.

b)

Initial Applicant Pool: The initial applicant pool is composed of all applications
received by the application deadline. The following steps will be taken when
reviewing the initial applicant pool.
Step 1: 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.
Step 2: If projected representation has not been met, the application deadline may
be extended so that additional recruitment can be conducted that eliminates
discriminatory recruitment procedures and ensures that recruitment efforts provide
a full and fair opportunity for participation to a wide diversity of potential qualified
applicants.
Step 3: 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 the
minimum qualifications set forth in the job description.

3

See generally Title 5 Section 53022
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c)

Qualified Applicant Pool: The qualified applicant pool is composed of those
applicants from the initial applicant pool who satisfy the minimum qualifications
set forth in the job description. Before the qualified applicant pool is forwarded
to the screening/selection committee, its composition will be analyzed to ensure
that no monitored group is adversely impacted. If adverse impact is found to
exist, effective steps will be taken to address the adverse impact before the
selection process continues. Such steps may include, but are not limited to:
Step 1:
Extending the deadline and undertaking inclusive outreach efforts to
ensure that members of the adversely impacted group have equal opportunity to
seek employment with the District.
Step 2:
Including all applicants who were screened out on the basis of any
locally established qualifications beyond the state minimum qualifications
which have not been specifically demonstrated to be job-related and consistent
with business necessity through a process meeting the requirements of federal law.
Step 3:
If the minimum qualifications stated on the job announcement are
changed, the job announcement will be reposted.
Step 4:
If adverse impact persists after taking Steps 1 and 2 above, the
selection process may proceed only if:
(i)The job announcement does not require qualifications beyond the
statewide minimum qualifications, or
(ii)Locally established qualifications beyond state minimum qualifications,
if any, are demonstrated to be job-related and consistent with business
necessity through a process meeting the requirements of Federal law and
suitable alternative selection procedures to reduce the adverse impact were
unavailable.
Step 5:
Once the qualified applicant pool is approved, the pool will be
forwarded to the screening/selection committee for paper screening, interviews,
and final recommendations for hiring consideration.

4)

Screening/Selection Committee Procedures

The D istrict seeks to employ qualified persons with a broad range of backgrounds and
abilities who have the knowledge and experience to work effectively in a diverse
environment. The selection process is based on merit, and will extend to all candidates a
fair, impartial examination of qualifications based on job-related criteria. The D istrict
uses the following parameters in giving instructions to the screening committees:
a)

All screening or selection techniques, including the procedure for developing
interview questions, and the selection process as a whole, will be:
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(1)

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;

(2)

designed to ensure that for all faculty and administrative positions, meaningful
consideration is given to the extent to which applicants demonstrate knowledge
of multiculturalism, and training in cultural proficiency;

(3)

based solely on job-related criteria; and

(4)

designed to avoid an adverse impact, and monitored by means consistent with
this section to detect and address adverse impact which does occur for any
monitored group.

b)

When possible, every effort will be made, within the limits allowed by federal and
State law, to ensure departments and others responsible for establishing selection/
screening committees include a diverse membership, which will bring a variety of
perspectives to the assessment of applicant qualifications. Selection/screening
committees will be encouraged to include members from monitored groups.

c)

The EEOO shall approve the makeup of selection/screening committees. If the EEOO
does not approve a selection/screening committee for lack of diversity, he or she should
take necessary steps to remedy the lack of diversity.

d)

Before a person can serve on a selection/screening committee, he or she must
receive equal employment opportunity and diversity training. The in-depth training
must be taken every 2 years and within 1 year of serving on a committee.

e)

Interviews must include at least one question which assess the candidate’s
understanding of and commitment to equal employment opportunity and his or her
level of cultural proficiency.

f)

All screening materials must be approved by the EEOO for compliance with equal
employment opportunity principles.

g)

Monitoring for adverse impact will occur at each of the following stages of the
screening/selection committee process:
(1) After the selection/screening committee has conducted the paper screening and
prior to contacting any of the applicants for interviews. Interviews cannot be
scheduled until the applicant pool has been approved and cleared for adverse
impact.
(2) After the applicants have been interviewed and prior to forwarding finalists to the
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hiring administrators. Finalists cannot be forwarded for hiring consideration until
the applicant pool has been approved and cleared for adverse impact.
h)

If monitoring for adverse impact reveals that any selection technique or procedure
(other than a bona fide occupational qualification that has been approved by Human
Resources) has adversely impacted any monitored group, the President/Superintendent
or his/her designee will do the following:
(1) Suspend the selection process and take timely and effective steps to remedy the
problem before the selection process resumes.
(2) 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.
(3) Where necessary, the position may be reopened at any time and a new selection
process initiated in a way designed to avoid adverse impact.

i)

The District will not designate or set aside particular positions to be filled by members
of any group defined in terms of by age, ancestry, color, gender, gender identity,
gender expression, genetic information, marital status, medical condition, national
origin, parental status, physical or mental disability, race, religion, sexual orientation,
or veteran status or engage in any other practice which would result in discriminatory
or preferential treatment prohibited by State or Federal law. The district will not apply
the Plan in a rigid manner that has the purpose or effect of so discriminating.

j)

The P r esid e nt /S u p er int endent or designee shall make all final hiring decisions
based upon careful review of the candidate or candidates recommended through the
screening/selection committee.

k)

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 ODIAC to recommend new methods to meet the Plan objectives, or if
necessary, to modify the Plan itself to ensure equal employment opportunity.
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XIII. Additional Steps to Remedy Significant Underrepresentation.
Reference: Title 5 § 53003 (c) (9) (required)

When the District identifies particular monitored groups that are significantly underrepresented
with respect to one or more job categories, steps will be taken to remedy the underrepresentation.
In order to address these instances of significant underrepresentation, the District will take the
following steps:
1)

The District will request that ODIAC, in conjunction with appropriate human resources
staff, review the District’s recruitment procedures and make recommendations on
modifications that would address the underrepresentation.

2)

The District will review the advertising and recruitment budget regularly to ensure that
adequate funds are available to ensure that recruitment is broad and inclusive.

3)

The District will require that the responsible administrator for the division or department
where the significant underrepresentation occurs develop, in conjunction with the EEOO,
a recruitment and hiring action plan to assist in addressing the significant
underrepresentation. The action p lan will include, but is not limited to:
a) identification of additional locations or resources to advertise positions that would
likely attract candidates from the significantly underrepresented groups;
b) recommend additional training for current faculty and staff on the value of a diverse
workforce;
c) recommend changes to job announcements, which may reasonably be expected to
attract qualified candidates from the significantly underrepresented group(s);
d) reco mmend changes to screening criteria, including interview questions.

4)

The District will actively monitor the representation rate of each group previously
identified as being significantly underrepresented in one or more categories. If significant
underrepresentation persists for a particular group in the job category in question, after the
measures described above have been in place for a period of at least three years, the
District will:
a) Review each locally established “required,” “desired,” or “preferred” qualification
being used to screen applicants for positions in the job category to determine if they
are job-related and consistent with:
i. any requirements of Federal law;
ii. qualifications which the Board of Governors has found to be job-related
throughout the community college system, including the requirements that
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applicants for academic and administrative positions demonstrate sensitivity to the
diversity of community college students.
b) Discontinue the use of any locally-established qualification that h a s not been found
to satisfy the requirements set forth in the previous paragraph and continue using
qualification standards meeting the requirements in the previous paragraph only where
no alternative qualification standard is reasonably available which would select for
the same characteristics, meet the requirements of the previous paragraph, and be
expected to have a less exclusionary effect.
c) Develop a recruitment committee composed of the President/Superintendent, the
EEOO, the dean or responsible administrator for the division or department where
the significant underrepresentation persists and members of ODIAC to review the
effectiveness of the recruitment and hiring program described in Section 3 above. The
committee will provide recommendations to modify the recruitment and hiring
program to better address the significant underrepresentation.
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XIV. Other Measures Necessary to Further Equal Employment
Opportunity and Foster Diversity.
Reference: Title 5 § 53003 (c) (10) (required)

The District recognizes that multiple approaches are appropriate to fulfill its continuing mission
of ensuring equal employment opportunity to maintain a diverse workforce and generally foster
an educational atmosphere where diversity and inclusion are prominent features. 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. The
District believes that equal employment opportunity should exist at all levels and in all job
categories. The work of the District in this area 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 to address underrepresentation and/or
significant underrepresentation, the District has expanded the role of the Equal Employment
Opportunity Advisory Committee to include college diversity and inclusion. The committee,
originally known as EEO-CDAC (Equal Employment Opportunity and College Diversity
Advisory Committee) is now known to the District Community as ODIAC (Ohlone’s Diversity
and Inclusion Advisory Committee). The District feels that the combination of efforts will
offer strong coordination between attracting a diverse applicant pool as well as retaining a
workforce that thrives in a multi-cultural environment and sends a unified message from the
District to its employees, students and the community that diversity and inclusion are subjects
we take seriously.

Having campuses that have accepted principles of diversity and multiculturalism can make
implementation and maintenance of an effective equal employment opportunity program much
easier. For that reason, institutionalizing a diversity program that is well planned out, well-funded,
and supported by the leadership of the District is of great value. The District, through ODIAC
and otherwise, has and will cont inue t o sponsor cultural events and speakers on issues dealing
with diversity and inclusion. The District will also promote learning opportunities and personal
growth in the area of diversity and evaluate how the District can be responsive to its diverse
employee and student populations. In implementing a diversity program, the District has
undertaken the following steps and will continue these efforts.
Events:

1. ODIAC has hosted guest speakers from underrepresented groups who are in leadership

positions and who may inspire students and employees alike. Examples include former
Ohlone student and current SFSU professor Dr. Allyson Tintiangco-Cubales coming to
speak on her educational journey, a panel discussion by Latina/o alumni discussing their
educational paths from Ohlone. Local personality Brian Copeland has both performed his
one-man show “Not a Genuine Black Man,” and spoken more informally about issues
related to racial identity. These are just some examples of the events sponsored. A more
complete listing of events may be found here:

Events
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2. The D istrict notes its equal employment opportunity policy in all of its job announcements
and further provides this statement on its website:
Ohlone Community College believes in a close relationship among students, faculty, staff,
and community. The District is strongly committed to achieving staff diversity and has
made a commitment to the principles of equal opportunity. The District encourages a
diverse pool of applicants and does not discriminate on the basis of race, gender, ethnicity,
national origin, ancestry, age, religion, marital status, disability, sexual orientation or
disabled veteran status in any of its policies, practices, or procedures. The college
encourages applications from all qualified applicants. If you are in need of special
services, equipment, or facilities in order to apply or interview for this opening, please call
the Human Resources office at: (510) 659-6088

3. In July of 2016, an open house event was held and attracted dozens of potential applicants
for adjunct positions: Adjunct Open House
This event provided an opportunity to welcome potential new hires and underline the
message of inclusion. Deans were on hand to accept resumes. This was a very successful
event and it will be repeated in the near future as it demonstrated itself to be a “welcoming
moment.” This event included a time for current full-time faculty to speak to those who are
adjunct (or wishing to be) about their journeys from adjunct to full time work.

4. In addition to the above event, the District hosts an annual workshop during its professional
development week titled “Going from Part-Time to Full-Time.” This workshop, aimed at
existing and new adjunct faculty, strives to assist prospective full-time hires with tips from
resume/application preparation to interviewing and the general hiring process. New and
experienced full-time faculty answer questions and speak about the process of getting hired
as a full-time faculty member and attempt to de-mystify that experience.
5. ODIAC has hosted (in addition to more formal talks), numerous informal dialogues and
talks to promote cross-cultural understanding and to foster diversity, inclusion and
acceptance. As noted above, the listing of events is found on the ODIAC website:

ODIAC events
Some notable examples of talks/discussions range from an open forum discussion with a
member of the Ahmadiyya Muslim Community on current issues facing the Muslim
community, multiple events related to Latino Heritage Month and two discussions based on
issues raised in the book Whistling Vivaldi, copies of which were provided to numerous
members of the District administration, staff and faculty. These discussion-oriented events
have been well-received and will continue.
Initiatives:

6. The District will ensure that all college publications and other marketing tools to reflect
diversity in pictures, graphics, and text to project an inclusive image. In addition, ODIAC’s
webpage is regularly posting articles related to diversity and inclusion. Examples can be
found at: Diversity Examples This webpage of resources is also a forum to post articles
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related to current events. ODIAC has posted and will continue to post articles relevant to
diversity and inclusion to serve as both a source of continuing discussion and
acknowledgement of the currency of these issues in the broader culture.
7. The District recognizes and values staff and faculty who have promoted diversity and equal
employment opportunity principles. An award for “inclusion” was given at the District’s
annual pre-Graduation dinner in May 2016. It is expected that this category of award will
continue.
8. The District, in conjunction with the professional development committees for faculty and
staff, will continue to offer workshops during L e a r n i n g C o l l e g e Week and
classified “Staff Development Days” related to diversity, inclusion and principles of EEO.
9. In its establishment of ODIAC, the District has created an online presence related to
diversity and inclusion. The Diversity Page is continually evolving and growing. In
addition to highlighting the spirit of diversity on the ODIAC website, information on the
Human Resources Page contains the over-arching EEO philosophy of the District. This
also provides the contact information for Human Resources. In addition, the District's
Administrative Procedure and Board Policy for EEO are posted online.
10. The District is committed to recognizing multilingualism and knowledge of
multiculturalism as a desired, and when appropriate, as a required skill and qualification
for community college employees.

11. The District strives to demonstrate that top administrative staff support diversity objectives
and that the diversity and/or EEOO position is maintained as an executive team or other
high-level administrative position. Multiple communications to the faculty, staff and
administration underline the District’s commitment to diversity and inclusion. These
include messages from ODIAC promoting its events. Another recent communication
related to diversity and inclusion was the dissemination of two Board of Trustees
resolutions related to inclusion and support for undocumented students. The resolutions
were adopted at the December 14, 2016 meeting, sent out to the College community and
posted online: Inclusion Resolution and Undocumented Students Resolution
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XV.

Persons with Disabilities: Accommodations.

References: Title 5 § 53003 (d) Title 5 § 53025 (required)
1)

Reasonable Accommodations

Applicants and employees with disabilities 4 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 (ADA). Such accommodations may include, but are not limited to: job
site modifications, job restructuring, part-time work schedules, flexible scheduling,
reassignment to a reasonably equivalent vacant position, adaptive equipment, and
auxiliary aides such as readers, interpreters, and note takers.
The ADA Coordinator, who is Shairon Zingsheim, Associate Vice President of Human
Resources, is responsible for handling requests for accommodations from current
employees as well as from applicants seeking such accommodations during the
application process. Requests can be made directly to the Human Resources office. The
Human Resources web page provides more information about the confidential process to
request accommodations: Notice of Reasonable Accommodation
2)

Procedures When Underrepresentation is Found
When persons with disabilities are found to be significantly underrepresented, measures
required in this Plan will be implemented.

3)

Analysis of Workforce and Applicant data
Since employees’ disability status may change during their service, every three years the
college will survey current employees to collect updated information on disability status.

4

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.
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XVI. Programs To Encourage Students To Complete Their Graduate
Studies

As a general goal, the District will encourage community college students to become qualified for,
and seek employment as, community college academic employees. The District shall investigate
ways to inform students about available programs that could assist them (through special funding
and loan programs) 5 in completing their graduate studies and becoming community college
academic employees.
A challenge in these efforts, it should be noted, is the fact that students are often years away from
undergraduate degree completion and even farther away from graduate degree completion. Unsure
of their fields of study, possible career pathways are sometimes even further on the horizon for our
student population. Nevertheless, the District is committed to examine ways we can foster a culture
of “seed planting” to help us nurture our students and possibly lead them back to contribute to the
important work of community colleges.
In the area of future faculty development, the District might consider a program similar to the
Faculty Diversity Internship Program offered by Peralta Community College District: Faculty
Diversity Internship Program
This is a program which pairs a graduate student (who does not yet meet Minimum Qualifications)
with an experienced instructor to “co-teach” a course to give the graduate student experience, offer
insight in a supportive environment and establish a relationship which would possibly lead to that
student deciding to pursue employment in the community college system, though not specifically to
the District. The current faculty co-chair of the District’s diversity committee is a product of this
program.
Implementing such a program would require significant resources, both financial and human. For
example, the Peralta program utilizes a faculty member with .5 reassigned time to coordinate the
program. Given that their program is for their large district, this amount might be less for Ohlone,
but in addition to faculty coordination, a recruitment and application system and way to screen and
place applicants would be needed.
The decisions about where to place possible interns would also require lengthy consultations and
deliberations with individual departments and programs, since the desirable educational levels of
interns might vary from department to department. For example, one department might wish to
recruit interns pursuing Ph.Ds while other departments may prefer interns pursuing MA or MS
degrees.
Additionally, the initial work to establish individual and enduring relationships with administrators
5 The Education Code requires the District’s Plan to take reasonably calculated steps to inform students about the
opportunity to participate in the Graduate Assumption Programs of Loans for Education (GAPLE) as authorized by
Education Code Section 6918 et seq. Currently GAPLE is unfunded and has not been funded for many years. Even so,
Districts are encouraged to explore other ways to encourage students to complete their graduate studies so that they
can compete for academic positions in the community colleges.
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of graduate programs in multiple fields at different institutions would be considerable. Further,
determining which disciplines should or could accommodate one or more interns would depend not
only on an analysis of the demographics in various disciplines, of both adjunct and full time faculty,
but also a particular department’s willingness to participate in such a program. More deliberation
about beginning this type of program is needed and that process will start in 2017.
Other than a formal program, which would take time to develop, the District has made significant
efforts to use our own existing resources to illustrate to students the movement from student to
community college faculty member. We had a very compelling presentation in 2016 by a current
full time Ohlone instructor in Sociology who spoke about her start as a community college student
at Ohlone. Titled simply “My Story,” the narrative focused on how she went from a struggling high
school student to finding her passion. Current students took an important lesson from this talk.
Ohlone also hosted a panel of former community college students (who are not necessarily pursuing
work in the community college system), which was also well received. These alums shared their
journeys and spoke about navigating the road to completing their undergraduate degrees,
emphasizing how their community college experience shaped them and set them on their pathways.
A final item worth mentioning in this area is a talk given during Black History Month in 2016 (and
again in 2017) by an Ohlone professor who spoke of her experience as an African American woman
pursuing her career in Early Childhood Studies. Feedback from this talk was very positive, with
students noting how they were able to see in the speaker an accomplished woman of color and role
model who was not distant, but “right here at Ohlone.”
ODIAC plans to continue to seek out opportunities to plan and sponsor events with the idea of
inspiring students.
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Appendix A – Contact Information for Community Organizations
The listing below is not meant to be exhaustive. Job announcements are sent to all employees in the District,
asking for their assistance in disseminating information to professional organization with which they have
membership, or have knowledge of, to assist in reaching a broader audience, especially for underrepresented
populations.
American Civil Liberties Union
16 Drumm St., San Francisco, CA 94111
ACLU Homepage

Asian Pacific Islander American Public Affairs
APAPA Homepage
Baymec Moving Equity Forward
Baymec Homepage/

California Alliance of African American Educators
San Jose CAAAE Homepage
Citizens for a Better Community (CBC)
CBC Homepage
Deaf Lesbian Organization
Deaf Lesbian Organization Homepage
Deaf Women United
Deaf Women United Homepage

Federation of Indo Americans Association (FIAA) of Northern California
FIANC Homepage
Indo American Community Federation
Indo American Community Federation Homepage
Indo Americans for Better Community
INDOABC Homepage
Hispanic Community Affairs Council
P. O. Box 3151, Hayward, CA 94540

www.hcac-ac.org/

Japanese Cultural Center
334 Moorpark Ave, San Jose, CA 95129
Japanese Cultural Center Homepage

Latina Leadership Network of the CCCC
Latina Leadership Network Homepage
National Council of La Raza
NCLR Homepage

National Association of the Deaf
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8630 Fenton Street, Suite 820, Silver Spring, MD 20910
NAD Homepage

National Association for the Advancement of Colored People
304N 6th Street, San Jose, CA 95112
NAACP Homepage
National Coalition of 100 Black Women, Silicon Valley,
NCBW Silicon Valley

National Association of Multi-Cultural Education,
NAMCE Homepage

National Federation of Filipino American Associations
ncaawa.org
Puente Project | Center for Educational Partnerships
University of California, Berkeley
ebron@berkeley.edu

Santa Clara Valley National Panhellenic Council, San Jose
SCVNPC Homepage
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APPENDIX B - Best Practices for Maintaining Institutional
Commitment to Diversity
References: Title 5 § 53024.1

53024.1. Developing and Maintaining Institutional Commitment to Diversity.
Establishing and maintaining a richly diverse workforce is an on-going process that
requires continued institutionalized effort. Districts shall locally develop, and implement on
a continuing basis, indicators of institutional commitment to diversity. Such indicators may
include, but are not limited to the examples listed in this section. Appropriate steps will
depend on the unique circumstances of each institution, and not every example listed in
this section is appropriate for every institution. Nothing in this list is mandatory, unless a
district is directed to adopt specific measures by the Chancellor pursuant to section
53024.2(b)(2)
(a) The district conducts surveys of campus climate on a regular basis, and implements
concrete measures that utilize the information drawn from the surveys.
(b) The district conducts exit interviews with employees who voluntary leave the district,
maintains a data base of exit interviews, analyzes the data for patterns impacting particular
monitored groups, and implements concrete measures that utilize this information
(c) The district provides training on elimination of bias in hiring and employment.
(d) The district provides cultural awareness training to members of the campus community
(e) The district maintains a variety of programs to support newly-hired employees such as
mentoring, professional development, and leadership opportunities.
(f) The district has audited and/or maintains updated job descriptions and/or job
announcements.
(g) The district's board of trustees receives training on the elimination of bias in hiring and
employment at least once every election cycle.
(h) The district timely and thoroughly investigates all complaints filed under this chapter,
and all harassment and discrimination complaints filed under subchapter 5 (commencing
with section 59300) of chapter 10 of this division, and takes appropriate corrective action in
all instances where a violation is found.
(i) The district timely complies with the requirements of Government Code section 12950.1
(Stats. 2004, ch. 933 [AB1825]), and includes all forms of harassment and discrimination
in the training.
(j) The district's publications and website convey its diversity and commitment to equal
employment opportunity.
(k) The district's mission statement conveys its commitment to diversity and inclusion, and
recognition that a diverse and inclusive workforce promotes its educational goals and
values.
(l) The district's hiring procedures require applicants for all positions to demonstrate
sensitivity to and understanding of the diverse academic, socioeconomic, cultural,
disability, gender identity, sexual orientation, and ethnic backgrounds of community
college students in a manner specific to the position.
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(m) District staff members serve as resources, consultants, mentors and/or leaders to
colleagues at other districts in the areas of EEO and diversity enhancement.
(n) The district maintains updated curricula, texts, and/or course descriptions to expand
the global perspective of the particular course, readings or discipline.
(o) The district addresses issues of inclusion/exclusion in a transparent and collaborative
fashion.
(p) The district attempts to gather information from applicants who decline job offers to find
out why, records this information, and utilizes it.
(q) The district conducts longitudinal analysis of various employment events by monitored
group status such as: hiring, promotion, retention, voluntary resignation, termination, and
discipline.
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APPENDIX C – Plan Requirements and Legal Citations
Plan Component Number and Name

Model Equal Employment Opportunity Plan
Requirements and Legal Citations

X = Indicates Minimum Plan Requirement

Plan Component 1: Introduction 6
Plan Component 2: Definitions

Legal Citation

Plan Component 4: Delegation of Responsibility
Authority and Compliance
Plan Component 5: Advisory Committee

X

Not required to be in Plan.
Not required to be in Plan, however, Title 5
does provide basic definitions.
Not required to be in Plan, however, Title 5
does require districts to adopt an EEO policy
statement.
Required to be in Plan.

Plan Component 6: Complaints

X

Not required to be in Plan, however, Title 5
does require that districts establish an EEO
Advisory Committee.
Required to be in Plan.

Plan Component 7: Notification to
District Employees
Plan Component 8: Training for
Screening/Selection Committees
Plan Component 9: Annual Written
Notice to Community Organizations
Plan Component 10: Analysis of District Workforce
and Applicant Pool
Plan Component 11: Analysis of
Degree of Underrepresentation and Significant
Underrepresentation
Plan Component 12: Methods to
Address any Underrepresentation
Plan Component 13: Additional Steps to Remedy
any Significant Underrepresentation
Plan Component 14: Other Measures Necessary to
Further Equal
Employment Opportunity
Plan Component 15: Persons with Disabilities:
Accommodations; and goals for hiring if found to be
significantly underrepresented
Plan Component 16: Graduate
Assumption Program (not funded, but Colleges
needs to explore other options)
Progress in achieving ratio of full-time to part-time
faculty hiring while ensuring EEO.

X

Required to be in Plan.

Title 5 § 53003(c)(2)
Title 5 § 53026
Title 5 § 53003(c)(3)

X

Required to be in Plan.

Title 5 § 53003(c)(4)

X

Required to be in Plan.

Title 5 § 53003(c)(5)

X

Required to be in Plan.

X

Required to be in Plan.

Title 5 § 53003(c)(6)
Title 5 § 53004
Title 5 § 53003(c)(7)

X

Required to be in Plan.

Title 5 § 53003(c)(8)

X

Required to be in Plan.

X

Required to be in Plan.

Title 5 § 53003(c)(9)
Title 5 § 53006
Title 5 § 53003(c)(10)

X

Goals for hiring persons with disabilities are
required to be in Plan - Language on
accommodation is not required.
Required to be in Plan.

Plan Component 3: Policy Statement

X
X

Required to be in Plan. Can be located
anywhere in the Plan.

N/A
Title 5 § 53001
Title 5 § 53002

Title 5 § 53003(c)(1)
Title 5 § 53020
Title 5 § 53005

Title 5 § 53003(d)
Title 5 § 53025
Education Code
§ 87106(b)(4),
§ 69618 et seq.
Education Code
§ 87102(a)
§ 87482.6

Although not explicitly required to be in the Plan, Title 5 does require the Plan be adopted by the governing board of
the District; the Plan should state it was adopted by the governing board and include the date of adoption. The
information regarding adoption of the Plan can be included anywhere in the Plan.

6
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APPENDIX D – Letter from CCCO
STATE OF CALIFORNIA
CALIFORNIA COMMUNITY COLLEGES
CHANCELLOR’S OFFICE
1102 Q STREET
SACRAMENTO, CA 95811-6549
(916) 445-8752
CCCCO Page

JACK SCOTT, CHANCELLOR

April 25, 2012
TO:

Board of Trustees Presidents
Chief Executive Officers
Chief Human Resources Officers
Equal Employment Opportunity Officers
Community College Attorneys
Chief Instructional Officers
Academic Senate Presidents
Chief Student Services Officers

FROM: Steven Bruckman
Executive Vice Chancellor for Operations and General Counsel
SUBJECT:
Proposed Title 5 Equal Employment Opportunity (EEO) Regulations & District Equal
Employment Opportunity Plans
Synopsis: This program advisory is to provide an update and guidance to districts regarding the proposed
Title 5 EEO regulations and district EEO Plans. The Board of Governors approved the proposed Title 5 EEO
regulations at its March 7, 2011 meeting. However since this approval, the Department of Finance (DOF) did
not approve the proposed Title 5 EEO regulations due to mandated cost concerns. We have subsequently met
with DOF to try to address their cost concerns and we continue to work with them on the cost issue. The
mandated cost issue is further complicated by the fact the Commission on State Mandates (CSM) decided on
March 28, 2011 that the existing Title 5 EEO regulations have mandated costs. Rest assured we will work
with district representatives throughout the process of communicating with the Department of Finance. In the
meantime, the current Title 5 EEO regulations continue to remain in effect.
Despite these major challenges, the Board of Governors remain committed to EEO and diversity in the
workforce. We recognize and support the compelling interest that districts have in obtaining the many
benefits that result from a diverse workforce. Since there is no timeframe attached to final DOF actions
regarding the revised regulations, we now strongly encourage districts to begin to work on the district EEO
Plan using the Model EEO Plan as a framework to develop district EEO Plans. Here is the link to the Model
EEO Plan click onto Updated Model EEO Plan & Guidelines for California Community Colleges / 2006
4/03/07” (center column).
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Our previous district EEO plan program advisory dated April 9, 2007 indicated that we were working on
updating availability data which is needed to complete four of the eleven sections of the EEO Plan required
under current regulations. This data is not available and districts will not be responsible for parts of the EEO
Plan that are dependent upon sound availability data which are pursuant to Title 5 section 53003(c)(7)-(9)
and (d) or Model EEO Plan Components 11, 12, 13, and 15.
Districts are also advised to update their EEO Plans in accordance with the Americans with Disabilities Act
(ADA) Amendment Act which went to effect on January 1, 2009 and the final regulations to implement the
ADA Amendment Act which was published in the Federal Register on March 25, 2011. See the following
links. ADAAA Statutes &
GPO.
Requested Action / Date: Work on district EEO Plan and submit it to the State Chancellor’s Office by June
28, 2013.
Contact: Jonathan Lee by e-mail at jlee@cccco.edu or phone number at (916) 445-6272 or Toshio Shikasho
by e-mail at tshikash@cccco.edu or phone number (916) 323-4990.
SB: TS: JL
Cc:

Chancellor’s Cabinet
Legal Affairs Division
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APPENDIX E - Equal Employment Opportunity Plan: Compliance Checklist
(Use to audit the EEO Plan)
The following compliance checklist is designed to assist districts in the review of their respective Equal
Employment Opportunity Plan (Plan). The checklist ensures that each district’s Plan includes provisions and
components that are required under state law. California Code of Regulations, Title 5, section 53003 and
Education Code, sections 87102 and 87106 list the specific components that must be included in the
District’s Plan. All references to “sections” refer to the Title 5, California Code of Regulations unless
otherwise indicated.
A.
Yes

Adoption of Plan; [Title 5 Cal. Code Regs. § 53003(a)]
Does the Plan indicate when the District’s governing board adopted this Plan?

B.
Designation of Responsibility, Authority and Compliance; [Title 5 Cal. Code Regs. §§ 53003(c)(1) and
53020]
Yes
Does the District describe the governing board’s responsibility for proper implementation of the
Plan and for making measurable progress?
Yes
Does the District designate an Equal Employment Opportunity officer to oversee the day-to-day
implementation of the equal employment opportunity requirements of Title 5?
Yes
Does the District describe the administrative structure created by any delegation of authority to the
Equal Employment Opportunity Officer or others and is it designed to ensure prompt and effective
implementation of the EEO Title 5 requirements?
Yes
Does the District designate a single officer who will have authority to receive complaints under
section 53026 and who will monitor selection procedures and applicant pools?
Yes
Does the Plan clearly state that anyone who is an agent of the district, with regard to recruitment
and screening, is also subject to all the Title 5 equal employment opportunity requirements?
C.
Procedures for Filing a Complaint Pursuant to Section 53026; [Title 5 Cal. Code Regs. §§ 53003(c)(2)
and 53026]
Yes
Does the District provide the procedures for filing complaints that allege violation of the equal
employment opportunity requirements of Title 5 and designate the person with whom such complaints are
to be filed?
Yes
Does the District includes or references the procedures for filing complaints that allege unlawful
discrimination and/or harassment and designate the person with whom such complaints are to be filed?
D.
Notification to all District Employees of the Plan and Policy Statement; [Title 5 Cal. Code Regs. §§
53003(c)(3) and 53002]
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Yes
Does the District describe the District’s process for notifying all district employees of the provisions
of this Plan, and the policy statement required by section 53002?
E.

Employee Training for Screening or Selection Committees; [Title 5 Cal. Code Regs. § 53003(c)(4)]

Yes
Does the District the district’s process for ensuring that District employees participating on
screening or selection committees receive appropriate training on Title 5 requirements relating to equal
employment opportunity and state and federal nondiscrimination laws?
F.
Annual Written Notice to Community-Based and Professional Organizations; [Title 5 Cal. Code Regs.
§ 53003(c)(5)]
____ Does the District describe the District’s process for providing annual written notice to appropriate
community-based and professional organizations regarding the district’s Plan and the need for assistance
from the community and such organizations in identifying qualified applicants?
G.
Analysis of District Workforce and Applicant Pool; [Title 5 Cal. Code Regs. §§ 53003(c)(6) and
53004]
Yes
Does the District provide an analysis of the number of persons from monitored groups who are
currently employed in the District’s workforce for each of the job categories listed in section 53004(a)?
Yes
Does the District provide an analysis of those who have applied for employment, in each of the job
categories listed in section 53004(a)?
Does the Plan state that the survey required by section 53004(a) will be done every year?
H.
Analysis of the Degree of Underrepresentation and Significant Underrepresentation; [Title 5 Cal.
Code Regs. § 53003(c)(7)]
Yes
Does the District provide an analysis of the degree to which monitored groups are underrepresented
for each job category in comparison to the numbers of persons from such groups whom the Chancellor’s
Office determines to be available and qualified to work?
Yes

Does the District indicate whether the underrepresentation for each group is “significant”?

I.

Methods to Address any Underrepresentation; [Title 5 Cal. Code Regs. § 53003(c)(8)]

Yes

Does the District describe the methods it will use to address any underrepresentation?

J.
Additional Steps to Remedy Significant Underrepresentation; [Title 5 Cal. Code Regs. §§ 53003(c)(9)
and 53006]
Yes
Does the District describe additional steps consistent with section 53006 to remedy any significant
underrepresentation?
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Yes
Does the District describe the steps to be taken, consistent with section 53006, if significant
underrepresentation persists after a reasonable period of time has passed?
Yes ____
Does the District consider anything else you might do, that is permissible, to remedy any
significant underrepresentation?
K.

Other Measures to Further Equal Employment Opportunity; [Title 5 Cal. Code Regs. § 53003(10)]

Yes
Does the District describe any other measures that the District undertakes to further equal
employment opportunity?
L.

Accommodations for Persons with Disabilities; [Title 5 § 53025]

Yes
Does the District describe the available accommodations for applicants and employees and
identifies the ADA coordinator?
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APPENDIX F – Internal Assessment by Ohlone’s Planning and Assessment
Committee.
Assessment of the EEO Planning Process, Spring 2017
Responses to Specific Questions

1. Description of the Process – Without evaluation or critique, describe the steps of the planning
process. What prompted the process? Who was involved? How was data gathered and analyzed?
What was the product? If there is existing documentation of the process, don’t reinvent the
wheel.
At the direction of the Executive Team, Shairon Zingsheim started the Equal Employment
Opportunity (EEO) plan in order to document the goals and activities of Ohlone College as it
strives to diversify its workforce. The plan was initially developed using a template
provided by the Chancellor's Office. In recent years, as co-chairs of the Ohlone Diversity and
Inclusion Advisory Committee (ODIAC) committee, Shairon Zingsheim and Jeff Dean have
modified the plan to reflect updates.
Since the plan was initially created during the era of the college-wide hiring freeze, the
demographics of the college workforce did not change much during the early years of the plan.
However, since the college has begun rebuilding its staff, progress has been made in increasing
the diversity of our workforce. The college reports these statistics, along with the diversity of the
hiring pools as part of the report required by the chancellor’s office.
2. Involvement and Roles – Now go beyond description of who was involved and assess if the
level of involvement was appropriate. Were all the right individuals and groups included? Were
the scope of the project and the individual roles defined? Did the participants understand their
roles? Were the roles assigned to individuals and groups appropriate? Did everyone participate
effectively, or were there some who were a part of the process in name only? Was there too little
involvement? Or too much? Did participants do their jobs?
The district’s EEO plan started with the template from the Chancellor’s Office. Ohlone
completed all the required local information and also added some optional information. The
work was done by Shairon Zingsheim, Jeff Dean, Heather McCarty, Jim Wright and others.
Later, Jennifer Druley joined the team. According to Jeff and Shairon, the roles assigned to each
participant were appropriate and all participated in the development of the plan.
3. Research and Data – Was the data upon which decisions were made comprehensive, relevant,
and current? Did it include both quantitative and qualitative aspects? Did it get to perception as
well as to fact? Did the process focus on the important issues revealed by the data? Or did
irrelevant data sideline the process around peripheral issues?

Initially, the college didn’t have the software package PeopleAdmin. Now that it is in use, we are
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starting to do some analysis of the data but that is something the college can improve upon.
Data associated with determining Applicant ethnicity has been a challenge, particularly since so
many applicants are now identifying themselves as “other” or “declined to state” when asked
for their ethnicity on the application form.

4. Opportunities for Input and Vetting – Were all the appropriate stakeholders involved, both in
providing input and in giving constructive criticism to drafts of the plan? Was this truly a
collegial and collaborative process? Did stakeholders believe they were listened to? How was
that manifest in the plan?
Yes. There was input from The Faculty Senate, the College Council, and the Board of Trustees.
5. Integration with Other Plans and Processes– Did the planning process include a review of the
college mission, goals, and objectives? Were other plans, including program reviews, reviewed
as a part of the process? Was the process itself appropriately timed to best complement other
plans and planning processes? Or was this process and plan singularly focused and standing
alone, regardless of how good a plan it may be?
Yes, the process did include the goals and objectives of the college. The activities of the ODIAC
committee were added to the plan, an element not required by the Chancellor's office. This
included the creation of the Diversity speaker series, something not required by the Chancellor’s
office and other events.
6. Product of the Planning Process – What did the process create? Is the completed plan realistic,
achievable, relevant, and clearly articulated? Does it reflect the voice of all those involved? Does
it include incremental steps, action plans, and responsibilities? Is it motivational? Will it inspire
people to action? Or is it a pedantic document destined for a dust-lined shelf?
The EEO plan is required by the Chancellor’s office so it will be continually reviewed. The
emphasis by the college on having a welcoming atmosphere, the speaker series, and the work of
the ODIAC committee are all indications that this a part of the college and not simply a plan on
the shelf.
7. Planning for Sustainability – Does the process plan to repeat itself on a regular cycle, with ongoing review, assessment, and updates? Or was the process considered complete once the plan
was complete? Is there an assessment of the outcomes of the plan once implemented?
As this is a requirement of the Chancellor’s office, the process will be sustainable. The one
concern is what happens if funding by the Chancellor’s office is discontinued. The group felt that
there was sufficient commitment by the Board and the administration that the necessary funding
could be provided by the general fund.
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8. Recommended Improvements

There are nine multiple measures that the College is required to report on by the
Chancellor's office. The process itself has worked, and it will be easy to update when
the plan comes up for renewal in 2019 /early 2020. The only opportunity is determining
how to make the elements of ODIAC more pervasive throughout the College (an element
that goes above and beyond the Plan itself).
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APPENDIX G – Reviews/Revisions/Contributors (for 2017 Revision/Update)
ACTION/NEXT STEPS
First Draft completed

DATE
January 2017

First Draft reviewed and edited
College Council 1st reading
College Council 2nd reading and approval
Assessment of Plan by PAC
Faculty Senate 1st reading
Faculty Senate 2nd reading and approval
Board of Trustees 1st reading
Board of Trustees 2nd reading and approval
Submittal to CCCO

February 2017
March 2017
March 2017
April 2017
April 2017
May 2017
May 2017
June 2017
June 2017
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BY
J. Dean
S. Zingsheim
J. Druley
G. Browning
College Council
College Council
Terry Exner/Bob Bradshaw
Faculty Senate
Faculty Senate
Board of Trustees
Board of Trustees
S. Zingsheim

