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PLAN COMPONENT 1: INTRODUCTION FROM THE CHANCELLOR

We are living through unprecedented times as our community once again faces race
and equity challenges that we, as a nation, have failed to resolve.

It is incumbent of us to come together in solidarity and not only acknowledge the
social and civil unrest that plagues our nation but actively and consciously address the
voices demanding change, that we have allowed to be silenced for too long.

Rancho Santiago Community College District is committed to the principles of equal
employment opportunity and has implemented an aggressive plan to ensure all
qualified candidates for employment and our employees have equitable access to
employment opportunities.

Through intentional program development, training and promulgation, both district
and community wide, the District will promote a climate that enhances the scaffolds of

inclusive thought and equality.

The District is dedicated to an environment free of discrimination on the basis of age, ethnicity, ancestry, national origin,
race, physical disability, mental disability, parental status, pregnancy, gender, gender identity, gender expression, marital
status, medical condition, genetic information, religion, sexual orientation, 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.

Our district will make strides to ensure communities that are overlooked, will see the vulnerability of those who
overlooked them as expressed by Paulo Freire, Pedagogy of the Oppressed so that trust can begin to build.

We aim to create environments that foster cooperation, collaboration among employees, democracy, acceptance, and free
expression of ideals that conform to federal and state laws. At the Rancho Santiago Community College district, you can
trust that dismantling walls to build bridges is our primary focus.

California community colleges are mandated by the California Code of Regulations Title 5, section 53003(a); and the
California Education Code, section 87100 to develop and implement an Equal Employment Opportunity Plan. In addition
to the Title 5 requirements, there are a number of standards and requirements (accreditation standards, board policies,
administrative regulations) which influence and shape the manner in which the District manages its human resources. This
plan has been designed to move beyond the basic compliance elements dictated by Title 5 and provide a comprehensive
planning document which will be a viable planning tool for the District and its colleges.

Two Board Policies (BP 3420 and BP7100) primarily reflect the District’s commitment to equal employment opportunity
and the continued development of a diverse workforce. A third policy BP 7120) prescribes the framework for the
District’s recruitment and selection processes. The administrative regulations associated with that policy delineate the
procedures that are followed for various employee groups.

CALIFORNIA CODE OF REGULATIONS TITLE 5, SECTION 53003(A) — DISTRICT PLAN

The governing board of each community college district shall develop and adopt a district-wide written equal employment
opportunity plan to implement its equal employment opportunity program. Such plans shall be submitted to the State
Chancellor’s Office. The Chancellor’s Office retains the authority to review district plans on a case-by-case basis.
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CALIFORNIA EDUCATION CODE, SECTION 87100 LEGISLATIVE FINDS & DECLARATIONS
(a) The Legislature finds and declares all of the following:

(1) In fulfilling its mission within California’s system of public higher education, the California community colleges
are committed to academic excellence and to providing all students with the opportunity to succeed in their
chosen educational pursuits.

(2) Academic excellence can best be sustained in a climate of acceptance and with the inclusion of persons from a
wide variety of backgrounds and preparations to provide service to an increasingly diverse student population.

(3) A workforce that is continually responsive to the needs of a diverse student population may be achieved by
ensuring that all persons receive an equal opportunity to compete for employment and promotion within the
community college districts and by eliminating barriers to equal employment opportunity.

(b) It is the intent of the Legislature to establish and maintain within the California community college districts a policy of
equal opportunity in employment for all persons, and to prohibit discrimination or preferential treatment based on ethnic
group identification, or on any basis listed in subdivision (a) of section 12940 of the Government Code, as those bases are
defined in sections 12926 and 12936.1 of the Government Code, except as otherwise provided in section 12940 of the
Government Code. Every aspect of personnel policy and practice of the community college districts should advance the
realization of inclusion through a continuing program of equal employment opportunity.

(c) The Legislature recognizes that it is not enough to proclaim that community college districts must not discriminate and
must not grant preferential treatment on impermissible bases. The Legislature declares that efforts must also be made to
build a community in which nondiscrimination and equal opportunity are realized. It is the intent of the Legislature to
require community college districts to adopt and implement programs and plans for ensuring equal employment
opportunity in their employment practices.

TITLE 5, SECTION 53026 COMPLAINTS — VIOLATION OF EQUAL EMPLOYMENT OPPORTUNITY
REGULATIONS

Each community college district shall establish a process permitting any person to file a complaint alleging that the
requirements of this subchapter have been violated. A copy of the complaint shall immediately be forwarded to the
Chancellor, who may require the district provide a written investigative report within ninety (90) days. Complaints that
also allege discrimination prohibited by Government Code sections 11135 et seq. shall be processed according to the
procedures set forth in subchapter 5 (commencing with section 59300) of Chapter 10 of this division.

PLAN COMPONENT 2: DEFINITIONS

ADVERSE IMPACT: A statistical measure (such as those outlined in the Equal Opportunity Commission’s Uniform
Guidelines on Employee Selection Procedures) applied to the effects of a selection procedure that demonstrates a
disproportionate negative impact on any group protected from discrimination pursuant to Government Code section
12940.

CHANCELLOR'’S OFFICE: means the California Community College’s Chancellor’s Office.

CULTURAL COMPETENCY: encompasses 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. “Cultural” therefore refers to more than simply race and ethnicity



DIVERSITY: A condition of broad inclusion in an employment environment that offers equality and respect for all
persons. 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, military or veteran status, national origin, parental status, physical or mental disability, pregnancy, race
ethnicity, religion, and sexual orientation.

EQUAL EMPLOYMENT OPPORTUNITY (EEO): 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 which include executive/administrative/managerial,
faculty and other instructional staff, professional nonfaculty, secretarial/clerical, technical and paraprofessional, skilled
crafts, and service and maintenance. Equal employment opportunity also 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 ethnicities and other groups protected from discrimination by Title 5, Section 53000
et seq.

EQUAL EMPLOYMENT OPPORTUNITY and the HRC COMMITTEE: Acts as an advisory body to the Equal
Employment Opportunity Officer and the District to promote understanding and support of EEO policies and
procedures.

EQUAL EMPLOYMENT OPPORTUNITY PLAN (Plan): A written document in which the District’s workforce is
analyzed, and which specifies plans and procedures for ensuring equal employment opportunity.

EQUAL EMPLOYMENT OPPORTUNITY POLICY STATEMENT: (EEO Policy Statement): Statement by the
Board confirming its commitment to EEO.

EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS: All the various methods by which EEO 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 Title 5, section 53006.

ETHNIC GROUP IDENTIFICATION: Group identity is obtained through voluntary self-identification by employees
and applicants for employment as follows, based on the definitions from the Equal Employment Opportunity
Commission. American Indian or Alaskan Native: A person having origins in any of the original peoples of North and
South America (including Central America), and who maintains Tribal affiliation or community attachment.

Asian: A person having origins in any of the original peoples of the Far East, Southeast Asia, or the Indian
subcontinent including, for example, Cambodia, China, India, Japan, Korea, Malaysia, Pakistan, the Philippine
Islands, Thailand, and Vietnam.

Biracial or Multiracial: A person who identifies with two or more racial groups.

Black or African-American: A person having origins in any of the original peoples of the Black racial groups of
Africa.

Latino.: A person having origins in any of the original peoples of Cuba, Mexico, Puerto Rico, South or Central
America, or other Spanish cultures or origins, regardless of race.

Pacific Islander: A person having origins in any of the original peoples of Hawai’i, Guam, Samoa, or other
Pacific Islands.

White: A person having origins in any of the original peoples of Europe, The Middle East, or North America.

1 For purposes of EEO-6 reporting, the federally established demographic category is “Hispanic or Latino” or “Hispanic/Latino.”
RSCCD refers to this group as “Latino” for purposes of internal reporting.
The “Latino” category also includes employees who identify predominantly as Chicano/a.
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IN-HOUSE OR PROMOTIONAL ONLY RECRUITMENT/HIRING: Only existing District employees are allowed
to apply for a position. Pursuant to Title 5, section 53021(b)(1), in-house or promotional only recruitment shall not be
used to fill any vacancy for any position except when the position is being filled on an interim basis for the minimum time
necessary to allow for full and open recruitment; provided however, that no interim appointment or services of interim
appointments exceeds two years in duration. Pursuant to Title 5, section 53021(b)(2), where in-house or promotion only
recruitment is utilized, all District employees shall be afforded the opportunity to apply.

JOB CATEGORY: The job categories used for the purpose of this Plan and reported to the Chancellor pursuant to Title
5, section 53004(a) are (1) Classified Clerical, (2) Classified Manager, (3) Classified Service and Maintenance, (4)
Classified Skills Crafts, (5) Classified Technical, (6) Educational Administrator, (7) Full-time Faculty, and (8) Adjunct
Faculty.

MONITORED GROUPS: A group identified in Title 5, section 53004(b) for which monitoring and reporting is required
pursuant to section 53004(a). For the purpose of this Plan, Monitored Groups are: Men, Women, Alaskan/American
Indians, Asians, Pacific Islanders, African-Americans, Hispanics, Caucasian, persons with disabilities.

PERSON WITH A DISABILITY: 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.

REASONABLE ACCOMMODATION: The efforts made on the part of the District in compliance with Government
Code Section 12926.

SCREENING OR SELECTION PROCEDURES: Any measure, combination of measures, or procedures 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 physicals, educational, and work experience
requirements, interviews, and review of application forms.

SIGNIFICANTLY UNDERREPRESENTED GROUP: Any monitored group for which the percentage of persons from
that group employed by the District in any job category listed in Title 5, Section 53004(a) is below eighty percent (80%)
of the service area demographic for that group.

Reference: Title 5, sections 53001 and 53021

PLAN COMPONENT 3: POLICY STATEMENT

The District is committed to equal opportunity in educational programs, employment, and all access to institutional
programs and activities. The District, and each individual who represents the District, shall provide access to its services,
classes, and programs without regard to national origin, religion, age, gender, gender identity, gender expression, race or
ethnicity, color, medical condition, genetic information, ancestry, sexual orientation, marital status, physical or mental
disability, pregnancy, or military and veteran status, or because he or she is perceived to have one or more of the
foregoing characteristics, or based on association with a person or group with one or more of these actual or perceived
characteristics.

The District shall provide equal employment opportunities to all applicants and employees regardless of race, religious
creed, color, national origin, ancestry, physical disability, mental disability, medical condition, genetic information,
marital status, sex, gender, gender identity, gender expression, age, sexual orientation, or military and veteran status. All
employment decisions, including but not limited to hiring, retention, assignment, transfer, evaluation, dismissal,
compensation, and advancement for all position classifications shall be based on job-related criteria as well as be
responsive to the District’s needs. The District shall from time to time as necessary provide professional and staff
development activities and training to promote understanding of diversity. It is unlawful to discriminate against a person
who serves in an unpaid internship or any other limited-duration program to provide unpaid work experience in the



selection, termination, training, or other terms and treatment of that person on the basis of their race, religious creed,
color, national origin, ancestry, physical disability, mental disability, medical condition, genetic information, marital
status, sex, gender, gender identity, gender expression, age, sexual orientation, or military and veteran status.

PLAN COMPONENT 4: DELEGATION OF RESPONSIBILTY, AUTHORTY, &
COMPLIANCE

It is the policy of the District that all employees promote and support the Equal Employment Opportunity Plan
(the Plan). Equal employment opportunity requires a commitment and a contribution from every segment of the
District. The general responsibilities for the prompt and effective implementation of this Plan are set forth as
follows:

The Board of Trustees (Board) is ultimately responsible for proper implementation of the EEO Plan at all levels,
of District and college operations, and ensuring equal employment opportunity as described in the Plan.

The Board delegates to the Chancellor the responsibility for ongoing implementation of the Plan and for
providing leadership in supporting the District’s EEO Plan and Programs. The Chancellor shall advise the
Board concerning statewide policy emanating from the Board of Governors of the California Community
Colleges. The Chancellor or designee shall evaluate the performance of all managerial staff members who
report directly to him or her on their ability to follow and implement the EEO Plan.

Rancho Santiago Community College District has designated the Equal Employment Opportunity (EEO)
Officer to be the day-to-day implementation of the Plan. The EEO Officer is responsible for administering,
responsible for administering, implementing and monitoring the Plan and for assuring compliance with the
requirements of Title 5, Sections 53000 et seq., which includes ensuring that applicant pools and selection
procedures are properly monitored. The EEO officer is also responsible for training all hiring committees on the
elements of this Plan.

The District has established the Human Resources Committee (HRC). This committee acts as an advisory body
to the Vice Chancellor of Human Resources, EEO Officer and the District as a whole to promote understanding
and support of equal employment opportunity policies and procedures. The HRC and the EEO Officer assist 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.

Any organization or individual, whether or not an employee of the District, who acts on behalf of the Board of
Trustees with regard to the recruitment and screening of personnel, is an agent of the District and is subject to
all the requirements of the Plan.
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A good faith effort is one that is honest and taken with sincere intent. Rancho Santiago Community College
District shall make a continuous good faith effort to comply with all the requirements of its Plan.

PLAN COMPONENT 5: HUMAN RESOURCES COMMITTEE

The District’s Human Resources Committee is the participatory governance committee charged with the planning,
evaluation and assessment of issues related to human resources. As such, this committee serves an evaluative and advisory
role to the administration and the board of trustees with regard to human resources issues including but not limited to the
operation of the EEO Plan. As one of the District’s standing participatory governance committees, the Human Resources
Committee shall function as the District’s Equal Employment Opportunity Advisory Committee. The committee shall
assist in the implementation of this plan in conformance with state and federal regulations and guidelines, monitor equal
employment opportunity progress, and provide recommendations for plan revisions as appropriate. The committee also
has the following responsibilities:

e Evaluate the effective use of human resources
e Review human resources policies and procedures and recommends changes
e Evaluate workplace safety and emergency preparedness plans and procedures
e Evaluate policies and procedures related to employment equity
e  Monitor diversity of RSCCD employees
e  Monitor compliance using human resources metrics such as:
o Full-time/Part-time Faculty ratio
o Full-time Faculty Obligation
o Classified staffing ratios
o Turnover ratios and recruitment activities
e Develop recommendations to ensure ongoing compliance with human resources requirements
e Plan and evaluate professional development activities

The committee consists of the following individuals:

e Presidents from each college (two total)

e Vice Presidents of Academic Affairs from each college (two total)

e Two Academic Senate Representatives from each college (four total)

e One Classified Representative from each college and one Classified Representative from the district (three total)
e President of FARSCCD

e Representative from Fiscal Services

e Representative from Recruitment

e EEO Officer

e Vice Chancellor of Human Resources or designee



PLAN COMPONENT 6: COMPLAINTS

The District has established the following process permitting any person to file a complaint alleging that the requirements
of the equal employment opportunity regulations1 have been violated. Any person who believes that the equal
employment opportunity regulations have been violated may file a 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 Plan 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.

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 of the reason for returning the complaint
without action.

The complaint shall be filed with the EEO officer. If the complaint involves the equal employment opportunity officer, the
complaint may be filed with the Chancellor. 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 reasons for the extension and estimated date of completion.

The District has adopted procedures for complaints alleging unlawful discrimination or harassment. A student, employee,
or member of the public who believes discrimination or harassment has occurred may file a complaint orally or in writing,
within one year of the date of the alleged harassment or the date on which the complainant knew or should have known of
the facts underlying the complaint. Employment complaints should be filed within 6 months of the date of the alleged
discrimination or the date on which the complainant knew or should have known of the facts underlying the complaint.

The District will undertake efforts to informally resolve any charges including, but not limited to, investigating the
allegations and resolving the conflict amongst the parties. The District will advise the complainant that they do not need to
participate in an informal resolution of the complaint, as described above, and that they may file a formal complaint. In
the case of employment cases, the District will advise the complainant that they may file a complaint with the U.S. Equal
Employment Opportunity Commission (EEOC) or the Department of Fair Employment and Housing (DFEH).

If a complainant decides to file a formal written unlawful discrimination or harassment complaint against the District, they
should file the complaint using the forms located on www.rsccd.edu/report. All complaints should 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. Any District
employee who receives a harassment or discrimination complaint shall notify the District’s Human Resources Office
immediately.


http://www.rsccd.edu/report

Below are links to the District’s Board of Trustees’ Policies and Administrative Procedures for Nondiscrimination and
Prohibition of Harassment:

Board Policy: 3410 Nondiscrimination

Administrative Regulation: 3410 Nondiscrimination

Board Policy: 3430 Prohibition of Harassment

Administrative Regulation: 3430 Prohibition of Harassment

Administrative Regulation: 3435 Discrimination and Harassment Investigations
Administrative Regulation: 3425 Title IX (9) Sexual Harassment

Board Policy: 3420 Equal Employment Opportunity

Administrative Regulation: 3420 Equal Employment Opportunity

PLAN COMPONENT 7: NOTIFICATION TO DISTRICT EMPLOYEES

The commitment of the District to EEO is emphasized through the broad dissemination of its EEO Policy Statement and
the Plan. The policy statement shall be posted in the Office for Diversity, Equity & Inclusion and Human Resources’
websites and shall be in all employment announcements and recruitment materials. The Plan and subsequent revisions will
be distributed to the District’s Board of Trustees, RSCCD Chancellor, College Presidents, administrators, the academic
senate presidents, union representatives and members of the Human Resources Committee. When appropriate, the Plan
may be distributed by campus bulletins or e-mail.

The notice will contain the following provisions:
1. The importance of the employee’s participation and responsibility in ensuring the Plan’s implementation.

2. The availability of the Plan on the District website, at the Office of the Chancellor and College Presidents, and the
Office for Diversity, Equity & Inclusion and Human Resources Department.

PLAN COMPONENT 8: TRAINING FOR SCREENING/SELECTION COMMITTEES

Any organization or individual, whether or not an employee of the District, who is involved in the recruitment
and screening/selection of personnel shall receive appropriate training on the requirements of the title 5
regulations on EEO (section 53000 et. seq.); the requirements of federal and state nondiscrimination laws; the
requirements of the District’s Equal Employment Opportunity Plan; the District’s policies on nondiscrimination,
recruitment, and hiring; principles of diversity and cultural proficiency; the value of a diverse workforce; and
recognizing bias.

Persons serving in the above capacities will be required to receive training within the 24 months prior to service.
This training is a requirement in order to serve on screening/selection committees. The Equal Employment
Opportunity Officer is responsible for providing the required training. Any individual, whether or not an
employee of the District, acting on behalf of the District with regard to recruitment and screening of employees,
is subject to the equal employment opportunity requirements of Title 5 and the District’s Equal Employment
Opportunity Plan.
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https://rsccd.edu/Trustees/Documents/Board%20Policies/BPs-Chapter%203/BP%203410%20Nondiscrimination.pdf
https://rsccd.edu/Trustees/Documents/ARs/ARs-Chapter%203/AR%203410%20Nondiscrimination.pdf
https://rsccd.edu/Trustees/Documents/Board%20Policies/BPs-Chapter%203/BP%203430%20Prohibition%20of%20Harassment.pdf
https://rsccd.edu/Trustees/Documents/ARs/ARs-Chapter%203/AR%203410%20Nondiscrimination.pdf
https://rsccd.edu/Trustees/Documents/ARs/ARs-Chapter%203/AR%203420%20Equal%20Employment%20Opportunity.pdf
https://rsccd.edu/Trustees/Documents/ARs/ARs-Chapter%203/AR%203425%20Title%20IX%20Sexual%20Harassment%20Interim.pdf
https://rsccd.edu/Trustees/Documents/Board%20Policies/BPs-Chapter%203/BP%203420%20Equal%20Employment%20Opportunity.pdf
https://rsccd.edu/Trustees/Documents/ARs/ARs-Chapter%203/AR%203420%20Equal%20Employment%20Opportunity.pdf

PLAN COMPONENT 9: ANNUAL WRITTEN NOTICE TO COMMUNITY
ORGANIZERS

The EEO Officer will provide annual written notice to appropriate community-based and professional
organizations concerning the Plan. The notice will inform these organizations how they can access or obtain a
copy of the Plan and shall solicit their assistance in identifying qualified candidates. The notice will include the
EEO Policy Statement and an Internet link to the Plan. The notice will also include the Internet address where
the District advertises its job openings and contact information to obtain employment information. The EEO
Officer will actively seek to reach those institutions, organizations, and agencies that may be recruitment
sources. The EEO Officer will maintain a list of organizations which will receive this notice. Written notice
may include mailings and electronic communications.

PLAN COMPONENT 10: INSTITUTIONAL COMMITMENT TO DIVERSITY

The District acknowledges that various approaches are required to fulfill its mission of ensuring EEO and the
creation of a diverse workforce. EEO means all qualified individuals have a fair opportunity to compete for
hiring and promotion and to enjoy the benefits of employment with the District. EEO should exist at all levels
and in all job categories. This also requires creating an environment that fosters cooperation, democracy, and
free expression of ideas welcoming to all people.

The District will promote learning opportunities and personal growth in the area of diversity and establish and
maintain the desired academic and working environment. The District’s diversity programs may include, but are
not limited to, the following activities:

1. Conducting campus climate surveys of faculty, staff, administrators, and students.

2. Presenting guest speakers on diversity topics and issues relevant to District employees.

3. Highlighting the District’s EEO and diversity policies in job announcements and in recruitment,
marketing and other publications.

4. Maintaining the Office for Diversity, Equity & Inclusion website, promoting diversity events and
informing faculty and staff about diversity and EEO programs, policies, and practices.

5. Providing continuous diversity/equity and EEO training opportunities for faculty, staff, and
administrators.

6. Encourage, develop and support mentor programs for faculty and staff that serve to develop leadership
potential in faculty, staff and students from underrepresented and diverse groups.

7. Conducting outreach to student, professional, community and other organizations that represent the
diverse community the District serves.

PLAN COMPONENT 11: ANALYSIS OF DISTRICT WORKFORCE AND
APPLICANT POOL

Each year the District’s Human Resources Office will survey all employees with respect to gender, ethnic group
identification, and disability. The survey shall identify men, women, American Indians or Alaskan natives, Asians or
Pacific Islanders, Blacks/African-Americans, Hispanics/Latinos, Caucasians, and persons with disabilities in the following
job categories:
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e Executive/Administrative/Managerial,
e Faculty and other Instructional Staff;
e Professional Non-faculty;

o Secretarial/ Clerical;

e Technical and Paraprofessional;

e Skilled Crafts;

e Service and Maintenance.

Similarly, the gender, ethnic group identification, and disability of those who have applied for employment in each of the
job categories listed above will be tabulated.

No less than annually, the Human Resources Committee shall review these data and evaluate the effectiveness of the
District’s recruitment and selection processes as a means of ensuring equal employment opportunity and improving the
diversity of the workforce.

The EEO Officer shall also monitor initial and qualified applicant pools for employment on an ongoing basis. The EEO
shall use this data to evaluate the District’s progress in implementing the Plan, and to provide data needed for the reports
required by the Plan. Data shall be maintained year-to-year and longitudinal analysis shall be conducted where there is at
least three years of data to review, or sooner if the EEO Officer concludes that there is sufficient data for the analysis to be
meaningful. The District shall administer an exit survey for all voluntary and involuntary resignations and include this
data in the annual data analysis and report. In order to encourage self-reporting by employees and applicants, each
applicant and employee shall be requested to identify their gender, ethnic group identification, and whether or not they are
disabled. The data collection instrument will clearly notify applicants/employees that this information is kept confidential;
is not utilized in making any individual employment decisions or viewed by those making such decision; and is separated
from the applications that are forwarded to the screening/interview committee and hiring administrator(s).

PLAN COMPONENT 12: DISTRICT WORKFORCE CHARTS

As a public educational agency, the Rancho Santiago Community College District is required to comply with a myriad of
statutes, regulations and accreditation standards with regard to its human resources. These regulatory requirements and
standards provide the framework for the District’s human resources planning. The RSCCD Human Resources Committee
is one of five participatory governance committees that play an integral role in the district’s institutional planning process.
The Human Resources Committee is the participatory governance body that is responsible for the initial development,
review and evaluation of this Human Resources & Staffing Plan. In addition to its role in institutional planning, the
Human Resources Committee is also responsible for the initial review of existing, modified, or new personnel policies and
administrative regulations.

The District’s resource allocation model provides the three operational units, Santa Ana College, Santiago Canyon
College and District Services with the authority to determine its appropriate staffing levels, assignments and
organizational structures. Although the Board of Trustees is the ultimate authority with regard to all human resource
matters, significant authority is delegated to the operational units through the Chancellor. Consequently, each of these
operational units also utilizes planning processes for its particular human resources and staffing needs.

Human resources administration is a centralized responsibility of District Services and operational aspects such as
recruitment, classification, labor relations, compensation and employee benefits are managed centrally based upon the
provisions of the applicable collective bargaining agreements and board policy.
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PLAN COMPONENT 13: OTHER WAYS TO FUTHER EQUAL EMPLOYMENT
OPPORTUNITY

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

1. Support the efforts of the college curriculum committees to include diversity and multiculturalism in their
instructional offerings.

2. Ensure college/district publications and other marketing tools reflect diversity in pictures, graphics, and text
to project an inclusive image.

3. Ongoing annual EEO, Diversity, and sensitivity workshops.

4. Update the district’s diversity, equal employment opportunity, ADA, sexual harassment and
nondiscrimination policies, procedures and programs on the district’s website to create more clear and
transparent reporting.

5. Institutionalize April as “Celebration of Diversity”” Month, including hosting diversity forums, cross-cultural
events and promoting cultural celebrations throughout the District and the colleges.

6. Publicize www.rsccd.edu/report to inform community of District reporting forms to ensure all complaints
filed under this chapter and all harassment and discrimination complaints filed thoroughly and in a timely
manner. Take appropriate corrective action in all instances where a violation is found.

7. Recognize multilingualism and knowledge of multiculturalism as a desired, and when appropriate, required
skill and qualification for District employees.

8. Ensure that top administrative staff support diversity objectives and that the diversity and/or equal
employment opportunity officer position is maintained as a cabinet or other high-level administrative position.

9. Collaborate with student, professional, community and other organizations that represent the diverse
community we serve. These organizations can serve as resources for referring potential candidates.

10. The District will continue and expand employee professional growth and development opportunities.

The District will implement exit interviews with employees who voluntary leave the District.
The District will create a database of exit interview, analyze the data for patterns which impact particular
monitor groups, and implements measures that utilize this information.

N —

1. Regularly train EEO monitors for service on screening committees in order to ensure compliance with District
policies, procedures and the requirements of this plan.

2. Highlight the District’s equal employment opportunity and diversity policies in job announcements and in its
recruitment, marketing, and other publications. Include in job announcements language indicating that
candidates are required to demonstrate sensitivity to and understanding of the diverse academic, socio-
economic, cultural, disability, gender and ethnic characteristics of community college students.

PLAN COMPONENT 14: GRADUATE ASSUMPTION PROGRAM FOR EDUCATION

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





