Riverside Community College District Policy No. 6420
Human Resources

BP 6420 EQUAL EMPLOYMENT OPPORTUNITY

References:
Education Code Sections 87100 et seq.;
Title 5 Sections 53000 et seq.;
ACCJC Accreditation Standard Ill.A. 12

The Board of Trustees supports the intent set forth by the California Legislature to
assure that effort is made to build a community in which opportunity is equalized and
community colleges foster a climate of acceptance, with the inclusion of faculty and staff
from a wide variety of backgrounds. It agrees that diversity in the academic
environment fosters cultural awareness, mutual understanding, respect, harmony, and
suitable role models for all students. The Board of Trustees therefore commits itself to
promote the total realization of equal employment through a continuing equal
employment opportunity program.

The Chancellor shall develop, for review and adoption by the Board of Trustees, a plan
for equal employment opportunity that complies with the Education Code and Title 5
requirements as from time to time modified or clarified by judicial interpretation.

Date Adopted: October 16, 2007
Revised: June 16, 2015 (references only)
Revised: September 19, 2023

Formerly: 3420



MORENO VALLEY COLLEGE | NORCO COLLEGE | RIVERSIDE CITY COLLEGE

Riverside Community College District
Equal Employment Opportunity Plan
2017-2020

Approved by the Riverside Community College District
Board of Trustees
December 13,2016



Contents

Purpose of Equal Employment Opportunity Plan..........cccooo i i
Objective of the Equal Employment Opportunity PIan..............uuuiiiiiiiiiiiiiiiieriieeirereressererserrsreereerrrrr————. i
CRANCEIIOI'S IMIESSAEE ... cieeeeeiiiicie e e e et cee e e e e ettt er e e e e e e eee et aaeeeeeeeattaa e eeaeessatsannnaaaeeesasssnnnnaeaaeessssnnnnn ii
COMPONENT 1: INTRODUGCTION ... etttteeatitteeeittee e eettte e e ettt e e e eubteeesaabeteeeameeeaesanbeeeesaabeeeeeaaneeeeesanseeaeann 1
Yo I UL o T o 1Y SR 2
California Code of Regulations Title 5, Section 53003(a)-District Plan ..., 2
California Education Code, Section 87100-Legislative Finds and Declarations..........ccccccceeeeeeiirriiiiinnnnn.n. 2
Title 5, Section 53026 Complaints-Violation of Equal Employment Opportunity Regulations.................. 3
COMPONENT 2: DEFINITIONS ....ceteiieittteeeittee et tee e ettt e ittt e e sttt e e sttt e e e sbbteeessbeeeesaabeeeaeabeeeesannreeeesans 4
COMPONENT 3: POLICY STATEMENT ...ttt ettt e e ettt e e e e e sttt e e e e e s s sanrreeeeeeeesesannrnneeeaeaens 6
COMPONENT 4: DELEGATION OF AUTHORITY .ceiiiiiiiititee e ettt e e ettt e e e e s et e e e e e s e snnreeeeeeeeeas 7
COMPONENT 5: ADVISORY COMMITTEE ....ccetiitiiiiiiitteteeeeeseiireteee e e e s e siirrreeeeeeesssnrreeeeeesesssannnneeeeaeesas 10
COMPONENT 6: COMPLAINTS. .. ettteeeeeiiitetttee e e e e eribrrte e e e e e esaarrreeeeeeessaanbrrbeeeeeeesaaannrreeeeeaeessaansrneaeeaeesas 11
6.1 Complaints Alleging Violation of the EEO Regulations........coceeiiiiiiiiiiiiiiiiicsseccece e 11
6.2 Complaints Alleging Unlawful Discrimination, Harassment or Retaliation.............ccccooeeiiiiiiiiinnn.l. 13
COMPONENT 7: NOTIFICATION TO DISTRICT EMPLOYEES........uttiiiiiieeiiiiiiiteee ettt e e e e iieeeeeea e 14
COMPONENT 8: TRAINING FOR SCREENING AND SELECTION COMMITTEES........cooiciuiiieeeeeeeeniiieeeeeeennn 15
COMPONENT 9: ANNUAL WRITTEN NOTICE TO COMMUNITY ORGANIZATIONS........oviieiieeeiiiiiiieeeeeenne 16
COMPONENT 10: ANALYSIS OF DISTRICT WORKFORCE AND APPLICANT POOLS......ccoociiieeereee e, 17
10.1 Workforce Distribution by HEAdCOUNT.........uviiiiiiiiiiiiiiiiiiiiiiieeeiieiveeeeeveeeeeeeeeereeeeeeereeeeeeeeerreeeraeee 19
10.2 OVerall Workforce bBY ABE ...ccov v e, 21
10.3 Overall Workforce Gender Distribution by Percentage.........ccccccciviiiiiiiiiici 21
10.4 Overall Workforce Gender Distribution and Job Categories..........ccccccvviviiiiiiii, 22
10.5 Overall Workforce Distribution by Ethnicity........ccoovvviiiiiiiiii 23
10.6 Statewide Community College District/Regional Workforce Data Comparison .........ccccccceeeeeunnneee. 24
10.7 Workforce and Applicant Data for Riverside City COllEEE .....eviiiiiriiiiiiiiee e, 25
10.8 Workforce and Applicant Data for Moreno Valley College.........ooovviriiuiiiiiiiiiiiiccie e, 33
10.9 Norco College Workforce and Applicant Data.......ccoeeeeeeeiiiiiiiie e 41

10.10 District Administrative Offices WoOrkforce Data.........cuuiiueiiiiiiiiieiiee et 49



VW OTKTOrCE DAt ANGIYSIS. ... uuuiiiiiiiiieiiitiittteuutreseeerreeererseeseaeessessesessssssssssssssssssssssssssssssssssssssssssssssnnsnnnnnns 56
COMPONENT 11: ANALYSIS OF DEGREE OF UNDERREPRESENTATION AND SIGNIFIGANT

UNDERREPRESENTATION . ... e 67
COMPONENT 12: METHODS TO ADDRESS UNDERREPRESENTATION AND SIGNIFICANT
UNDERREPRESENTATION . ... e e e e e e e e e e e e 71
COMPONENT 13: INSTITUTIONAL COMMITTMENT TO DIVERSITY AND EQUAL EMPLOYMENT
OPPORTUNITY .ttt eee e e e e e e s e e s e e s e s e e e s e s e e e e e e e eneennennnnnnnnnnn 73
COMPONENT 14: PERSONS WITH DISABILITIES ...coviiiiiiiiiiiiiiiiiiiie ettt 75
COMPONENT 15: GRADUATE ASSUMPTION PROGRAM OF LOANS FOR EDUCATION.........cuvumiiiiiiiiiiinninns 76
COMPONENT 16: MEETING EDUCATION CODE SECTION 87482.6......ccovvtmmmiiiiiiiiiiiiiiiien et 77
COMPONENT 17: ANNUAL CERTIFICATION TO CALIFORNIA COMMUNITY COLLEGES CHANCELLOR'S
OFFICE. ettt ettt e e ettt et e e ettt et b e e e e et e e b e e e et te et e e e eeaes 78
APPENDIX A: COMPLAINT OF UNLAWFUL DISCRIMINATION, HARASSMENT OR RETALIATION FORM ...... 79
APPENDIX B: EQUAL EMPLOYMENT OPPORTUNITY (EEO) VIOLATION COMPLAINT FORM......cceerveeannen. 80

APPENDIX C: AP 3435 HANDLING COMPLAINTS OF UNLAWFUL DISCRIMINATION, HARASSMENT AND
RETALIATION ettt ettt s e et bbb e s e e e et b e b b s e e e e et aabae e s e e e e e aannna s 81

APPENDIX D: ANNUAL WRITTEN NOTICE TO COMMMUNITY BASED AND PROFESSIONAL
ORGANIZATIONS-LIST OF RECIPIENTS...cetttiiiiteitiititie ettt sttt e e s e e e teerr s s e e e eees 96

APPENDIX E: EQUAL EMPLOYMENT OPPORTUNITY PLAN: COMPLIANCE CHECKLIST......cccvvueiiriiiiirinnnn. 100



Purpose of Equal Employment Opportunity Plan

The Riverside Community College District's Equal Employment Opportunity (EEO) Plan (Plan)
addresses the requirements of California Education Code section 87106(b) for compliance with the
Board of Governors regulations on equal employment opportunity hiring, provide, guidance in
improving the equality of opportunity and commits the District to:

Reaffirm its commitment to Equal Employment Opportunity hiring and State and Federal
nondiscrimination statutes in its employment practices, program operations, and service delivery

systems.

Define specific action steps to:

« Promote a work and learning environment that is free from all forms of unlawful discrimination
harassment, or retaliation;

- Eliminate unnecessary, arbitrary or artificial practices that prevent applicants and employees
from enjoying the benefits of employment with the District;

= Increase employee awareness and acceptance of gender, pregnancy, childbirth or related
medical conditions, race, veteran status, religion, color, national origin or ancestry, physical or
mental disability, medical condition, marital status, age, gender identity, gender expression,
sexual orientation, use of family and medical leave, genetic testing, and any other basis
protected by Federal or State law;

= Provide opportunities for career development and advancement for all employees; and

Recognize the District's expanding workforce by fostering and supporting programs that enhance this

diversity.

Assign responsibility and accountability for the success of the Equal Employment Opportunity Program.

Objective of the Equal Employment Opportunity Plan
The objectives of the District's Equal Opportunity Plan are to:

e Address the legal requirements for the District's Equal Employment Opportunity Plan, pursuant
to section 53003 or Title 5.

e Provide guidance that will assist in the goal of achieving a diverse workforce.

e Assistin the development of materials to train faculty and staff on the components of the Equal
Employment Opportunity Plan requirements.

Assist in the development of activities and programs that demonstrate the District's ongoing
institutional commitment to diversity.
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Chancellor's Message

To the Riverside Community College District Community,

The Riverside Community College District dedicates itself to the success of its students and to the
development of the communities it serves. One of the most significant ways to successfully impact
student learning is to ensure students have an opportunity to learn in an environment that is a diverse
reflection of the world in which we live, learn and lead. To that end, RCCD seeks to move beyond equal
opportunity to equitable outcomes for all. This document is a written plan that describes how our
District will accomplish this critically important goal.

Equitable outcomes for all remain at the heart of our work. It informs what we do and how we do it. The
District’'s commitment to the development and well-being of our workforce is key to ensuring equitable
outcomes. We have made progress, but we have more work to do in order to make certain that
outcomes are, in fact, equitable.

| welcome the emphasis this EEO Plan places on collaboration with our constituent groups to move the
District closer to the goal of equitable outcomes for all. As a District, we are better and more effective
when we work collaboratively.

Sincerely

Pk S Bk

Michael Burke, Ph.D.
Chancellor — Riverside Community College District
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COMPONENT 1: INTRODUCTION

Riverside Community College District (District) is a multicultural community of people from diverse
racial, ethnic, linguistic, religious, political ideologies, physical and mental abilities, socioeconomic,
national origin, gender identity, gender expression, and sexual orientation backgrounds. We recognize
the connection between a diverse workforce and the District's values, goals, and mission. Our activities,
programs, classes, workshops, lectures and the everyday interactions of the District are enriched by our
inclusion and acceptance of one another. We strive to work together and learn from each other in an
environment of positive engagement and mutual respect.

The District's EEO Plan was adopted by the District's Board of Trustees on December 13, 2016. The Plan
reflects the District's commitment to equal employment opportunity. It is the District's strongly held
belief that taking purposeful and effective steps to ensure equal employment opportunity helps to
ensure that it offers both a working and a learning environment which is welcoming to all. When we
demonstrate our commitment to equal employment opportunity, we will foster diversity, promote
excellence, and provide an empowering student learning experience.

By engaging our students in an inclusive and welcoming learning environment, we are preparing them to
work and live in an increasingly global society. By affording the District's employees the benefit of
working in an inclusive and welcoming working environment we inspire the best in them, create
opportunities for their personal and professional growth, and allow them to be at their best to serve our
students.

The Plan's immediate focus is equal employment opportunity in its recruitment, screening and selection
policies and practices pursuant to Title 5 section 53003 et seq, and the steps the District will take in the
event of underrepresentation of monitored groups. In addition to an analysis of the demographic
makeup of the District's workforce population, the Plan also includes an analysis of the District's
applicant pools. The Plan also contains the requirements for resolution of complaints falling under the
following categories:

e Allegations of noncompliance with equal employment opportunity programs
e Allegations of unlawful discrimination

The Plan incorporates guidelines for the establishment of an Equal Employment Opportunity Advisory
Committee; methods to support equal employment opportunity and an environment which is
welcoming to all; and procedures for dissemination of the Plan. Education Code 87360 requires that
meaningful consideration be given to whether applicants for faculty and administrator positions
demonstrate "sensitivity to and understanding of the diverse academic, socioeconomic, cultural,
disability and ethnic backgrounds of community college students." On June 17, 2016, the Legal Affairs
Division at the Chancellor's Office issued an opinion regarding Equal Employment Opportunity. As it
relates to Education Code 87360, the Opinion states: "Since it is a job requirement, state law treats
'sensitivity to diversity' as similar to a minimum requirement. The Plan outlines meaningful ways the
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District can ensure its compliance to this legal mandate as well as create opportunities to promote
professional and personal development opportunities in this area for our faculty and staff.

The Riverside Community College District has maintained its commitment to equal employment
opportunity and diversity and continues to maintain its commitment to these principles as a part of the
District's core values.

Legal Authority

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.

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 and revisions shall be submitted to the Chancellor's Office for review and approval.

California Education Code, Section 87100-Legislative Finds and 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) Awork force 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 12926.1 of the
Government Code, except as otherwise provided in Section 12940 of the Government Code. Every
aspect of personnel policy and practice in 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
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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 that 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.
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COMPONENT 2: DEFINITIONS

ADVERSE IMPACT: means that a statistical measure (such as those outlined in the Equal Employment
Opportunity Commission's "Uniform Guidelines on Employee Selection Procedures") 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. 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.

DIVERSITY: means 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 socioeconomic backgrounds.

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 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 PLAN: a written document in which a district's work force is
analyzed and specific plans and procedures are set forth for ensuring equal employment opportunity.

EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS: various methods by which equal employment
opportunity is ensured. Such methods include, but are not limited to, use of nondiscriminatory
employment practices, actively recruiting, monitoring, and taking additional steps consistent with the
requirements of Title 5, section 53006.

ETHNIC GROUP IDENTIFICATION: means an individual's identification in one or more of the ethnic
groups reported to the Chancellor pursuant to section 53004. These groups shall be more specifically
defined by the Chancellor consistent with state and federal law.

ETHNIC/RACIAL GROUPS: Racial and ethnic groups as defined by the Equal Employment
Opportunity Commission. Group assignments are obtained through voluntary self-identification by
employees and applicants for employment.

AMERICAN INDIAN OR ALASKA 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.
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BLACK OR AFRICAN AMERICAN — a person having origins in any of the original peoples the Black
racial groups of Africa.

HISPANIC OR 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.

NATIVE HAWAIIAN OR OTHER PACIFIC ISLANDER — a person having origins in any of the original
peoples of Hawaii, Guam, Samoa, or other Pacific Islands.

WHITE — a person having origins in any of the original peoples of Europe, the Middle East, or
North Africa.

BIRACIAL OR MULTI-RACIAL — all persons who identify with two or more of the above racial
groups.

IN-HOUSE OR PROMOTIONAL ONLY HIRING: means that only existing District employees are allowed to
apply for a position.

JOB CATEGORIES: the job categories utilized for the purpose of this Plan and reported to the Chancellor
pursuant to Title 5, section 53004(a) are: (1) Executive/Administrative/Managerial, (2) Faculty and other
Instructional Staff, (3) Professional Non- Faculty, (4) Secretarial/Clerical, (5) Technical and
Paraprofessional, (6) Skilled Crafts, and (7) Service and Maintenance.

MONITORED GROUPS: means those groups identified in section 53004(b) for which monitoring and
reporting are required pursuant to in 53004(a).

PERSON WITH A DISABILITY: any person who (1) has a physical or mental impairment as defined in
Government Code, section 12926 and section 12926.1, 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: efforts made by the District to remove artificial or real barriers,
which prevent or limit the employment or upward mobility of persons with disabilities. Reasonable
accommodations may include the items designated in section 53025.

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, physicals,
education and work experience requirements, interviews, and review of applications.

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 section 53004(a) is below eighty
percent (80%) of the projected representation for that group in the job category in question.
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COMPONENT 3: POLICY STATEMENT

The Riverside Community College District is committed to the principles of equal employment
opportunity and will implement a comprehensive program to put those principles into practice. It is the
District's policy, as stated in BP 3420: Equal Employment Opportunity, to ensure that all qualified
applicants for employment and employees have full and equal access to employment opportunity, and
are not subjected to discrimination in any program or activity of the District on the basis of ethnic group
identification, national origin, religion, age, gender, gender identity, gender expression, race, color,
genetic information, ancestry, sexual orientation, or physical or mental disability, or any characteristic
listed or defined in Section 11135 of the Government code or any characteristic that is contained in the
prohibition of hate crimes set forth in subdivision (a) of Section 422.6 of the Penal Code or on the basis
of these perceived characteristics, or based on association with a person or group with one or more of
these actual or perceived characteristics. The District will strive to achieve a workforce that is welcoming
to all persons to ensure the District provides an inclusive educational and employment environment.
Such an environment fosters cooperation, acceptance, democracy and free expression of ideas. An
Equal Employment Opportunity Plan will be maintained to ensure the implementation of equal
employment opportunity principles that conform to federal and state laws.
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COMPONENT 4: DELEGATION OF AUTHORITY

It is the goal of the Riverside 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 prompt and effective

implementation of this Plan are set forth below.

1.

Board of Trustees

The Riverside Community College District Board of Trustees (Board) is ultimately responsible for
proper implementation of the District's Plan at all levels of district operations, and for ensuring
equal employment opportunity as described in the Plan. The Board receives training on the
elimination of bias in hiring and employment and the educational benefits of workforce diversity
at least once every election cycle. The District will submit the plan to the State Chancellor's
Office. The State Chancellor's Office retains the authority to review the District's plan.

Chief Executive Officer

The Board delegates to the Chancellor of the District the responsibility for ongoing
implementation of the Plan and for providing leadership in supporting the District' s Equal
Employment Opportunity policies and procedures. The Chancellor shall evaluate the
performance of all administrative staff who report directly to him/her on their ability to follow
and implement the Plan.

Vice Chancellor Human Resources and Employee Relations

Under the supervision of the District Chancellor, the Vice Chancellor Human Resources and
Employee Relations directs implementation of the District's equal employment and non-
discrimination policies and procedures, as well as the communication and implementation of
the Plan to the District's executive administrators.

The Vice Chancellor advises the District Chancellor regarding statewide policy emanating from
the Board of Governors of the California Community Colleges, and monitors annual review and
publication of an annual report on Plan implementation.

District Compliance Officer

The District has designated the District Compliance Officer as its Equal Employment Opportunity
Officer and is under the direct supervision of the Vice Chancellor Human Resources and
Employee Relations. The District Compliance Officer is the individual responsible for the
development, maintenance and day-to-day implementation of the Plan, as it affects district
recruitment and employment including engagement of full-time and part-time faculty, staff,
administrators, professional experts, independent contractors and temporary employees.
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The District Compliance Officer is responsible for annual reporting of compliance with the
requirements of Title 5, for receiving complaints described in Plan Component 6 and for
ensuring that applicant pools and selection procedures are properly monitored.

The District Compliance Officer works collaboratively with the Director of Human Resources and
Employee Relations to develop and implement strategies to maximize the diversity of applicant
pools, develop and implement the District's recruitment and hiring procedures, and institute
retention strategies to ensure all employees feel welcomed and supported.

If the designation of the equal employment opportunity Officer changes before this Plan is next
revised, the District will notify employees and applicants for employment of the new designee.

5. Director Human Resources and Employee Relations

Under the direct supervision of the Vice Chancellor Human Resources and Employee Relations,
the Director Human Resources and Employee Relations is responsible for implementing the
District's recruitment, screening, selection and hiring processes; development of job
descriptions that reflect identified job-related criteria; and the collection of required EEO
information from all District employees and qualified applicants.

The Director Human Resources and Employee Relations works collaboratively with the District
compliance Officer to ensure all employment and screening processes are fair, equitable, job-
related and conform to the District Plan.

6. College Diversity Committees

Each college shall maintain a committee to develop and coordinate activities relevant to
diversity, equity and inclusion at their college. The College committees will be made up of 10-15
individuals appointed through the appropriate shared governance process. The makeup of the
committees shall consist of three (3) faculty members, three (3) classified members, three (3)
administrators/managers, and two (2) students. Ex-Officio members shall include the President
and the Human Resources Liaison. These committees shall hold a minimum of four (4) meetings
per academic year, with additional meetings if needed to review EEO and diversity efforts,
programs, policies, and progress.

The purpose of the committees at each college is to: promote communication; advise the
College President on matters related to diversity and equity; conduct periodic assessments of
the college's diversity-related climate; develop and monitor college strategic plans for diversity,
equity and inclusiveness; develop and coordinate activities to promote diversity and address
college-specific issues or concerns.

7. District Council on Diversity, Equity and Inclusion

The Council on Diversity, Equity and Inclusion will act as an advisory body to the District
Compliance Officer and the District as a whole to promote understanding and support policies
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and procedures as they relate to diversity, equity and inclusion within the District, especially
those addressing discrimination, harassment, retaliation and of equal employment opportunity.
The makeup of the Council shall consist of three (3) employees from the District Offices, who
shall be appointed by the Chancellor, and three (3) members from each college Diversity
Committee. Ex-Officio members of the Council shall include the District Compliance Officer, the
Director Human Resources and Employee Relations, Human Resources Generalist (1), and
Human Resources Analyst (1).

The Council on Diversity, Equity and Inclusion shall assist with the implementation and
communication of the Plan in accordance with state and federal regulations and guidelines;
monitor equal employment opportunity progress; and provide suggestions for Plan revisions as
appropriate. The District Council on Diversity, Equity and Inclusion will be convened by the
District Compliance Officer and shall hold a minimum of four (4) meetings per academic year,
with additional meetings if needed to review EEO and diversity efforts, programs, policies, and
progress. The Council will create a statement on its purpose and function as well associated
processes and procedures.

8. Agents of the District

Any organization or individual, whether or not an employee of the District, who acts on behalf of
the governing board with regard to the recruitment and screening of personnel, is an agent of
the District and is subject to all the requirements of this Plan.

9. Good Faith Effort

The District shall make a continuous good faith effort to comply with all the requirements of this
Plan.
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COMPONENT 5: ADVISORY COMMITTEE

The District shall maintain the Council on Diversity, Equity and Inclusion as the advisory body to the
Chancellor and the District in the implementation of its Plan. The committee may also assist in
promoting understanding and support of equal opportunity and nondiscrimination policies and
procedures. The District Council on Diversity, Equity and Inclusion may recommend events, training, or
other activities that promote equal employment opportunity, nondiscrimination, retention and
diversity. The District Compliance Officer shall train the Council members on equal employment
compliance and the Plan itself.

The Council shall include a diverse membership whenever possible including representation from
District committees of shared governance. A substantial good faith effort to maintain a diverse
membership is expected. If the District has been unable to meet this requirement, it will document that
efforts were made to recruit a diverse group of advisory committee members. Efforts will also be made
to include representation from faculty, students, classified, confidential staff and administrative
classifications in the composition of the Council.

In addition to the District Council on Diversity Equity and Inclusion, each of the colleges shall maintain a
Diversity Committee as outline in Component Four, number Six.
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COMPONENT 6: COMPLAINTS

6.1 Complaints Alleging Violation of the EEO Regulations
The District has established the following process permitting any person to file a complaint alleging that
the requirements of equal employment opportunity regulations have been violated.

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.

Complaints involving harassment or discrimination in employment or the application process must file a
Complaint of Unlawful Discrimination, Harassment or Retaliation Form (See Appendix A: ), per the
procedures set for in the District's Unlawful Harassment and Discrimination Policy and Procedures,
which can be found on the Human Resources web page.

Any person who believes that EEO regulations have been violated may file a written complaint
describing in detail the alleged violation. The complainant must:

e request an EEO Violation Complaint Form (See Appendix B: EEO Violation Complaint Form) from
the Human Resources and Employee Relations Department or obtain a copy from the RCCD
Human Resources and Employee Relations webpage;

e complete the form and include the name(s) of the individual(s) involved, the date(s) of the
event(s) at issue, the names of any witnesses, a detailed description of the actions constituting
the alleged violation, and the desired outcome; and

e sign, date and submit the form to the District Compliance Officer in the Human Resources and
Employee Relations department.

All complaints shall be filed with the District Compliance Officer. If the complaint involves the District
Compliance Officer, the complaint may be filed directly with the Vice Chancellor Human Resources and
Employee Relations. The District Compliance Officer will review the complaint, perform or coordinate an
investigation and prepare an investigative report, then forward a copy of the written complaint and
report to the Vice Chancellor Human Resources and Employee Relations for final determination.

To the extent possible, the Vice Chancellor Human Resources and Employee Relations will make a
written determination of all accepted written complaints to the complainant within ninety (90) days of
the filing of the complaint.

The Vice Chancellor Human Resources and Employee Relations, on behalf of the District, may return
without action any complaint that is inadequate because it does not state a clear violation of the EEO
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regulations. All returned complaints will include a statement of the reason for returning the complaint

without action.

A complainant may not appeal the District's determination pursuant to section 53026 to the Chancellor's
Office, but under some circumstances, violations of the equal opportunity regulations in Title 5 may
constitute a violation of a minimum condition for receipt of state aid. In such a case, a complaint can be
filed with the Chancellor's Office, but the complainant will be required to demonstrate that he or she
made previous reasonable but unsuccessful efforts to resolve the alleged violation at the District level

using the process provided by section 53026".

! See California Community Colleges Chancellor's Office Guidelines for Minimum Conditions Complaints
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6.2 Complaints Alleging Unlawful Discrimination, Harassment or Retaliation
The District has adopted procedures for complaints alleging unlawful discrimination, harassment or
retaliation for engaging in a protected activity. The District Compliance Officer is primarily
responsible for receiving such complaints and for coordinating investigations.

The District's discrimination and harassment complaint procedures are contained in AP 3435:
Handling Complaints of Unlawful Discrimination, Harassment and Retaliation (See Attachment C: AP
3435 Handling Complaint of Unlawful Discrimination, Harassment and Retaliation. The District
Compliance Officer is responsible for receiving and coordinating the investigation of such
complaints.
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COMPONENT 7: NOTIFICATION TO DISTRICT EMPLOYEES

The Board of Trustees and the Chancellor are committed to equal employment opportunity throughout
the District as emphasized by the broad dissemination of its Equal Employment Opportunity Policy and
Plan. The EEO policy statement "Riverside Community College District is an Equal Opportunity, Title IX
and Section 504 employer", shall be printed in the college catalogs and class schedules. The Plan and
subsequent revisions will be distributed to the Board, the Chancellor, College Presidents, administrators,
the academic senate leadership, union representatives, and the members of the District Council on
Diversity, Equity and Inclusion; and placed in the Human Resources and Employee Relations Office, every
campus library, and each campus Office of the President. The Plan will be available on the

District's website for electronic access.

Each year, the District Office will provide all employees a copy of the equal employment opportunity
policy statement and a written summary of the Plan. When new employees commence employment
with the District, the Human Resources Department will provide them a copy of the policy statement
and a Plan summary that will include a statement of the importance of the employee’s participation in
and responsibility of ensuring the Plan’s implementation and where complete copies of the Plan are
available.

All administrators and managers will also receive notice every two years and when first hired, that they
are required by law and RCCD policy to take required AB1825 Sexual Harassment and Discrimination
Training.
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COMPONENT 8: TRAINING FOR SCREENING AND SELECTION
COMMITTEES

Any organization or individual who is involved in the recruitment, screening and selection of applicants
shall receive appropriate training on the requirements of the Title 5 regulations regarding equal
employment opportunity (section 53000 et seq.); the requirements of federal and state
nondiscrimination laws; the requirements of the District’s Equal Employment Opportunity Plan; the
District’s policies on nondiscrimination, recruitment, and hiring; principles of diversity and cultural
proficiency?; the educational benefits of a diverse workforce; and identification and elimination of bias
in hiring. The District Compliance Officer is responsible for developing the required training and
monitoring training compliance for all screening/selection committee members.

A screening and selection committee is a group of individuals formed for purposes of assisting the
responsible administrator in screening and selecting candidates for a posted position within the District.
Persons serving on a hiring committee will be required to participate in a pre-hiring EEO training session
within the 24 months prior to beginning of service on a committee. This training is mandatory;
individuals who have not received this training will not be allowed to serve on hiring committees. The
District Compliance Officer is responsible for providing the required training.

Every employee who serves on a screening and selection committee is responsible for ensuring that all
applicants receive fair and equitable treatment. The Human Resources Generalist or Human Resources
Analyst assigned to coordinate a search process, will serve as a non-voting EEO Representative of the
Screening and Selection Committee and advise on matters related to compliance with Title 5 EEO
regulations and other Federal and State laws and statutes that govern the screening and selection
process. The EEO Representative will provide guidelines and instructions on equal employment
opportunity and take necessary steps to ensure that equal employment opportunity principles are
applied at each step in the screening and selection process.

% “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 behavior expectations, and
principles that are widely used or recognized. “Culture” therefore refers to more than simply race and ethnicity.

Page |15



COMPONENT 9: ANNUAL WRITTEN NOTICE TO COMMUNITY
ORGANIZATIONS

The District Compliance Officer shall wholeheartedly endeavor to provide annual notification to
appropriate community-based and professional organizations concerning the Plan. The notice will
inform these organizations that they may obtain a copy of the Plan, and shall solicit their assistance in
identifying diverse qualified candidates. The notice will include a summary of the Plan. The notice will
also include the internet address where the District advertises its job openings and provides for online
application submission. The notice will also include the telephone number for the department of
Human Resources and Employee Relations. The District will actively seek to reach those institutions,
organizations, and agencies that may be recruitment sources. A list of organizations, which will receive
this notice, is attached to this Plan (See Appendix D: Annual Written Notice to Community Based and
Professional Organizations). This list may be revised from time to time as necessary.
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COMPONENT 10: ANALYSIS OF DISTRICT WORKFORCE AND APPLICANT
POOLS

The District Compliance Officer will 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 the Plan, and to determine whether any
monitored group is significantly underrepresented within the District workforce. Monitored groups are
those groups in Title 5 section 53004(a) identified by ethnicity, gender, and disability status for whom

monitoring and reporting is required. Monitored groups are:

e American Indian/Alaskan Native

Asian

e Biracial/Multiracial

e Black/African American
e Hispanic/Latino

e  White

e Pacific Islander

* Men

* Women

e Persons with disabilities

For the purposes of data collection and reporting, all applicants and employees will be afforded the
opportunity to voluntarily identify their gender, ethnic group identification and, if applicable, their
disability status. This information will be kept confidential and will not be visible to screening and
selection committee members or hiring authorities during the recruitment process. The District will
annually report the results of the survey of employees to the Office of the Chancellor. At least every
three years, the Plan will be reviewed and revised, if necessary, based on an analysis of gender,
ethnicity, and disability composition of the then-existing workforce and applicant pool for each of

the following job categories:

Executive/Administrative/Managerial
Faculty and other Instructional Staff
Professional (Non-Faculty)
Secretarial/Clerical
Technical/Paraprofessional

Skilled Crafts

Service/Maintenance.

N o vk wNe
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The tables on the following pages are based upon available information for years 2013, 2014 and 2015,
which identify the District’s workforce by job category separated by gender, ethnicity and disability
designation where applicable.
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10.1 Workforce Distribution by Headcount
2013-15 Riverside Community College District Overall Workforce

2100

2,061

2,019
- 2000
1,951

- 1900
T T r 1800

2013 2014 2015

2013-15 Riverside Community College District Overall Workforce by Location

District 147 129 130
MvC 517 559 571
NC 387 401 427
RCC 949 978 990
Total 1951 2019 2061
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2013-15 Riverside Community College District Overall Workforce by Location
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Page | 20



10.2 Overall Workforce by Age
2013-15 Riverside Community College District Overall Workforce by Age

2013 306 229 242 234 264 251 182 104 54
2014 310 225 255 229 264 265 179 117 56
2015 329 235 255 261 272 263 198 107 56

10.3 Overall Workforce Gender Distribution by Percentage
2013-15 Riverside Community College District Overall Workforce by Gender %

2500

2000
1500
H Male
1000 B Female
500
T T - 0

2013 2014 2015
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10.4 Overall Workforce Gender Distribution and Job Categories
District employees are represented as follows:

e Faculty
o Tenured/Tenure Track
o Part-Time

e Executive/ Administrator

e Classified
o Professional
o Clerical
o Technical & Professional
o Skilled & Service

2013-15 Riverside Community College District Overall Workforce by Job Category and Gender

2013 17 237 45 5 26 62 623 1015
Female

2013 9 47 73 21 78 65 643 936
Male

2014 25 212 63 5 20 61 661 1047
Female

2014 10 42 74 24 79 64 679 972
Male

2015 26 213 67 4 21 64 678 1073
Female

2015 8 41 74 23 80 65 697 988
Male
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10.5 Overall Workforce Distribution by Ethnicity
2013-15 Riverside Community College District Overall Workforce by Ethnicity

2013 0.86% 7.18% 8.20% 22.88% 0.32% 58.41% 2.09%
2014 0.86% 7.61% 8.31% 23.26% 0.27% 57.77%  1.93%
2015 0.78% 8.10% 7.63% 23.56% 0.26% 57.39% 2.23%

2015 Overall Workforce Distribution by Ethnicity %

2 or more, 53,
3%

Asian, 158, 8% Am
| Indian/Alaska

Black/African Native, 18, 1%
m, 152, 7%

B Am Indian/Alaska Native
M Asian

m Black/African Am

M Hispanic/Latino

m Native Haw/Othr Pac Isl
m White

M 2 or more

Native
Haw/Othr Pac
Isl, 7, 0%
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10.6 Statewide Community College District/Regional Workforce Data Comparison

Riverside Community College District*

American Indian or Alaska Native 18 1.0%
Asian 158 8.0%
Black or African American 152 7.0%
Hispanic/Latino 492 24.0%
Native Hawaiian or Pacific Islander 7 0.0%
Two or More Races 53 3.0%
White 1,181 57.0%
Declined to State 0 0.0%
Grand Total* 2,061 100.0%
Female Employees 1,073 52.1%
Riverside Community College District*
American Indian or Alaska Native 18 1.0%
Asian 158 8.0%
Black or African American 152 7.0%
Hispanic/Latino 492 24.0%
Native Hawaiian or Pacific Islander 7 0.0%
Two or More Races 53 3.0%
White 1,181 57.0%
Declined to State 0 0.0%
Grand Total* 2,061 100.0%
Female Employees 1,073 52.1%

California Community Colleges Statewide*

American Indian or Alaska Native 545 0.7%
Asian 8,618 10.8%
Black or African American 5,168 6.5%
Hispanic/Latino 14,243  17.8%
Native Hawaiian or Pacific Islander 350 0.4%
Two or More Races 850 1.1%
White 44,029 55.0%
Declined to State 6,157 71.7%
Grand Total* 79,960 100.0%
Female Employees 43,986  55.0%

Civilian Labor Force Greater Riverside Metropolitan Area**

American Indian or Alaska Native 3,966 0.4%
Asian 58,146 6.2%
Black or African American 57,319 6.1%
Hispanic/Latino 405,929 43.2%
Native Hawaiian or Pacific Islander 2,887 0.3%
Two or More Races 15,088 1.6%
White 392,479  41.7%
Other Race 4,898 0.5%
Grand Total* 940,712 100.0%
Female Employees 242,360 25.8%

*Includes Adjunct Faculty. Data Source: CCCCO MIS Database for reporting period Fall Term 2015; statewide data reflects data reported through June 30, 2016

for Fall Term 2015.

** Data Source: EDD data for Affirmative Action/EEO Plans derived from US Census Bureau's EEO tabulation (5 year ACS data) 2006-2010.
www.labormarketinfo.edd.ca.gov/geography/demoaa.html Metropolitan Riverside statistical area comprises Riverside and San Bernardino Counties.
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10.7 Workforce and Applicant Data for Riverside City College
2013-15 Riverside City College Workforce by Ethnicity

700
600
500
400 2013
300 m 2014
200
100 m 2015
0 lm e ,
Am Asian Black/African Hispanic/Latino Native White 2 or more
Indian/Alaska Am Haw/Othr Pac Isl
Native
AI/NA Asian B/AA H/LL NH/PI White 2 or more
2013 1% % 8% 21% 0% 61% 1%
2014 1% 8% 8% 22% 0% 60% 2%
2015 1% 7% 8% 23% 0% 60% 2%
2013-2015 Riverside City College Professional Workforce by Ethnicity
10
8
6
2013
4 2014
2 m m
0 T T T T
Am Asian Black/African Hispanic/Latino Native White 2 or more
Indian/Alaska Am Haw/Othr Pac Isl
Native

AI/NA Asian B/AA H/LL NH/PI White 2 or more
2013 O 2 1 2 0 7 0
2014 O 2 2 3 0 9 0
2015 O 2 2 3 0 8 0
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2013-15 Riverside City College Clerical Workforce by Ethnicity

60
50
40
30 2013
20 m 2014
10 ._ ™ 2015
0 B i
Am Asian Black/African Hispanic/Latino Native White 2 or more
Indian/Alaska Am Haw/Othr Pac Isl
Native
AI/NA Asian B/AA H/LL NH/PI White 2 or more
2013 1 2 19 43 0 52 0
2014 1 3 16 35 0 50 1
2015 1 2 16 34 0 48 2
2013-15 Riverside City College Technical Workforce by Ethnicity
40
35
30
25
20 2013
15 m 2014
10 m 2015
5
0 im BN
Am Asian Black/African Hispanic/Latino Native White 2 or more
Indian/Alaska Am Haw/Othr Pac Isl
Native
AI/NA Asian B/AA H/LL NH/PI White 2 or more
2013 O 3 5 11 0 29 0
2014 O 4 5 19 0 35 1
2015 O 3 5 23 0 36 2
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2013-15 Riverside City College Skilled Craft Workforce by Ethnicity

14
12
10
8 2013
6 m 2014
4 m 2015
2
0 e , , , .
Am Asian Black/African Hispanic/Latino Native White 2 or more
Indian/Alaska Am Haw/Othr Pac Isl
Native
AI/NA Asian B/AA H/LL NH/PI White 2 or more
2013 O 2 0 4 0 14 0
2014 O 1 0 5 0 13 1
2015 O 1 0 5 0 13 1
2013-15 Riverside City College Service & Maintenance Workforce by Ethnicity
35
30
25
20 2013
15
m 2014
10
0 T T T T T T 1
Am Asian Black/African Hispanic/Latino Native White 2 or more
Indian/Alaska Am Haw/Othr Pac Isl
Native

AI/NA Asian B/AA H/L. NH/PI White 2 or more
2013 O 1 9 31 1 17 0
2014 O 1 7 33 1 14 0
2015 O 1 7 32 1 13 0
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2013-15 Riverside City College Executive Workforce by Ethnicity

25
20
15
12014
10 2013
5 m 2015
0 1 T T
Am Asian Black/African Hispanic/Latino Native White 2 or more
Indian/Alaska Am Haw/Othr Pac Isl
Native
AI/NA Asian B/AA H/LL NH/PI White 2 or more
2013 1 2 6 14 0 21 0
2014 O 2 6 12 0 21 0
2015 O 3 4 12 0 19 0
2013-15 Riverside City College Full-Time Faculty Workforce by Ethnicity
160
140
120
100 m 2015
80 m 2014
60 —_—
40 2013
20
0 T 1 T — T T T T — 1
Al/AN Asian B/AA H/L NH/PI White 2 or More

AI/NA Asian B/AA H/L NH/PI White 2 or more
2013 1% 8% 3% 17% 0% 69% 2%
2014 1% 7% 3% 16% 0% T1% 2%
2015 1% 7% 3% 16% 0% T71% 2%
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2013-15 Riverside City College Adjunct Faculty Workforce by Ethnicity

350

300

250

200 m 2015
150 2014
100 2013

50 II
0 - . . . .
Al/AN Asian B/AA H/L NH/PI White 2 or More
AI/NA Asian B/AA H/L NH/PI White 2 or more

2013 1% 10% 8% 17% 0% 66% 1%

2014 1% 10% 7% 17% 0% 64% 2%

2015 1% 9% 8% 17% 0% 63% 2%
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Applicant Data for Riverside City College for the period covering January 1, 2015-August 31, 2016

Data based on 97 total job postings in all job categories.

American Native
" TOTAL Black/African [Indian/Alaskan [Hawaiian/Pacific Two or
Apps GENDER Hispanic/Latino |Asian American Native Islander White More Undisclosed
F M INDJF M |ND |F |[M |ND|F M IND[F M |ND |F M IND [F |M |INDIF M NDIF M |ND

Total
Applications (4354
PT Classified 568 [453 (10312 |183 49 11 2411310 78 (10 |0 [1 |1 0 1 0 0 12825 0 2611 [0 [12 4 |11
FT Classified [2027|1415/573/39 |585 [288 |6 653410 [266 94 0 6 [0 0 8 2 0 368(115(1 [7923|0 38 |17 32
Classified 92
Managers 53 336 (12 (11 [0 4 1 0 10 4 1 2 0 0O O |0 [ 16 16 0 5 1 0 4 |0 5
Academic 151
Managers 197 240/114 38 43 |0 191190 54 5510 [1 |1 0 2 0 0 64 |1000 [6 (14|10 |13 8 |14
FT Faculty 1216|577 592147 |92 |100 [0 718110 (72 54 3 |2 R 0 0 11 0 2712931 412410 [28 37 @43
Qualified
Applicant
Pool 3488
PT Classified 394 [310 (73 11 |119 37 11 199 0 52 (7 0 1 11 0 1 0 0 89 |16 0 (1911 |0 |10 2 |10
FT Classified (1434993 41130 419 [206 |6 362410 20172 0 4 0 0 5 1 0 249182 (1 |52|1210 27 14 23
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American Native
M TOTAL Black/African [Indian/Alaskan [Hawaiian/Pacific Two or
Apps GENDER Hispanic/Latino |Asian /American Native Islander White More Undisclosed
F M INDJ|F M IND |F |M |NDJF M IND[F M |ND |F M ND |[|F |M |IND|IF M INDJF M |ND

Classified
Managers 84 |47 31 6 |11 |10 [0 4 11 0 10 4 1 [1 |0 |0 0O [0 0 13150 510 B 0o 5
Academic
Managers 407 |174 22013 33 41 |0 171181 |47 50 0 1 |1 0 1 |0 0 56 90 0 [ (12|10 |13 8 |12
FT Faculty 1169/541 581147 |83 88 |0 708810 62 (52 3 1 2 0 0 1 0 261|1290(1 (372711 |27 33 {42
Interviewed [559
PT Classified 79 |52 27 0 21 |14 |0 11110 (121 3 [0 0 |0 0 0O [0 0 168 0 2 00O @1 a4 2
FT Classified 230 |157 |72 1 [59 (38 |1 3 310 39 (12 1 |0 [0 0 0O [0 0 45 (17 1 4 0 10 [7 2 1
Classified
Managers 5 4 1 0o )2 ©0O ©0 ©O©O©Of@©O OO O 0o 0o © o0 O 2 1 O OoOOIPO P |0
Academic
Managers 23 |11 111 2 @1 ©0 P11 R 0@ 4 O O A2 (0 [ |0 |0 4 3 0 10102 0 1
FT Faculty 222 |106 1115 [19 |27 [0 10/111 |6 7 10 0 1 0 0O [0 0 54 58 10 B 2 109 5 5
Hired 116
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American Native
M TOTAL Black/African [Indian/Alaskan |[Hawaiian/Pacific Two or
Apps GENDER Hispanic/Latino |Asian /American Native Islander White More Undisclosed
F M INDJ|F M IND |F |M |NDJF M IND[F M |ND |F M ND |[|F |M |INDIF (M INDIF M |ND

PT Classified |9 7 2 0 |4 2 0 0O 00 B 0O |0 |0 |0 0 0O |0 0 O 0O 0o [oo0ooO 0O O |0
FT Classified 42 [29 |13 |0 [15 6 0 O oo ¥4 O |0 |0 0 0O |0 0 8 3 0200 QPx1 0O 0
Classified
Managers @4 2 2 [0 |0 1 0 100110 0O 0 [0 |0 0 0O |0 0 1 1 o oopoOIO IO o [0
Academic
Managers 12 |8 4 0 |2 1 0 010 B 0O |0 |0 |0 0 0O |0 0 3 2 0 o000 0O |0
FTFaculty 49 24 24 1 |6 5 0 130 @1 0 0 [0 |0 0 0O |0 0 12 150 4 1 0o o pP 1
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10.8 Workforce and Applicant Data for Moreno Valley College
2013-15 Moreno Valley College Workforce by Ethnicity

350

300

250

200 2013

150 w2014

100
m 2015

0 T W B | =
Am Asian Black/African Hispanic/Latino Native White 2 or more
Indian/Alaska Am Haw/Othr Pac Isl
Native
AI/NA Asian B/AA H/LL NH/PI White 2 or more

2013 1% 7% 9% 24% 0% 57% 3%

2014 1% 7% 9% 23% 0% 57% 4%

2015 1% 7% 8% 23% 0% 56% 4%

2013-15 Moreno Valley College Professional Workforce by Ethnicity

2

. 2013
w2014
m 2015

0 T

Am Asian Black/African Am Hispanic/Latino Native Haw/Othr White 2 or more
Indian/Alaska Pac Isl
Native

AI/NA Asian B/AA H/L.  NH/PI White 2 or more
2013 O 0 0 1 0 0 0
2014 O 0 0 2 0 0 0
20015 O 0 1 2 0 0 0
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2013-15 Moreno Valley College Clerical Workforce by Ethnicity

35
30
25
20 2013
15
w2014
E .:
m 2015
5
0 : : : .
Am Asian Black/African Hispanic/Latino Native White 2 or more
Indian/Alaska Am Haw/Othr Pac Isl
Native
AI/NA Asian B/AA H/LL NH/PI White 2 or more
2013 1 1 11 31 0 15 3
2014 1 0 12 25 1 16 2
2015 1 0 10 24 1 16 2
2013-15 Moreno Valley College Technical Workforce by Ethnicity
9
8
7
6
5 2013
4
3 w2014
2 m 2015
1
0 B |
Am Asian Black/African Am Hispanic/Latino Native Haw/Othr White 2 or more
Indian/Alaska Pac Isl
Native

AI/NA Asian B/AA H/L.  NH/PI White 2 or more
2013 O 1 2 5 1 6 0
2014 O 1 4 8 0 5 1
2015 O 1 4 7 0 5 1

Page |34




2013-15 Moreno Valley College Skilled Craft Workforce by Ethnicity

2
1 2013
w2014
m 2015
0 :
Asian BIack/Afrlcan Am Hlspamc/Latmo Native Haw/Othr White 2 or more
Indlan/AIaska Pac Isl
Native
AI/NA Asian B/AA H/LL NH/PI White 2 or more
2013 O 1 0 1 0 0 0
2014 O 1 0 1 0 1 0
2015 O 1 0 1 0 1 0
2013-15 Moreno Valley College Skilled Craft Workforce by Ethnicity
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5 2013

4 = 2014
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2 m 2015
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0

Am Asian Black/African Hispanic/Latino Native White 2 or more
Indian/Alaska Am Haw/Othr Pac Isl
Native

AI/NA Asian B/AA H/L. NH/PI White 2 or more
2013 O 0 4 8 1 6 1
2014 O 0 5 5 0 8 1
2015 O 0 6 6 0 9 1
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2013-15 Moreno Valley College Executive Workforce by Ethnicity
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10
8 2013
6
m 2014
4
. m 2015
2 I
0 B B .
Am Asian Black/African Hispanic/Latino Native White 2 or more
Indian/Alaska Am Haw/Othr Pac Isl
Native
AI/NA Asian B/AA H/L  NH/PI White 2 or more
2013 O 3 4 5 0 6 2
2014 O 2 4 5 0 11 2
2015 O 2 4 5 0 13 2
2013-15 Moreno Valley College Full-Time Faculty Workforce by Ethnicity
45
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25 02013
20 w2014
15 W 2015
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0 f T T T T T
Al/AN Asian B/AA H/L NH/PI White 2 or More

AI/NA Asian B/AA H/L. NH/PI White 2 or more
2013 1% 8% 10% 17% 0% 58% 6%
20014 1% 7% 12% 16% 0% 54% T%
2005 1% 8% 10% 16% 0% 58% 7%
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2013-15 Moreno Valley College Adjunct Faculty Workforce by Ethnicity

45
40
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25
20
15
10

5
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Al/AN Asian B/AA

H/L NH/PI White

2 or More

02013
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AI/NA Asian B/AA H/L

2013 1% 9% 6% 19%
2014 1% 11% 4% 19%
2015 1%  10% 4% 17%
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Applicant Data for Moreno Valley College for the period covering January 1, 2015-August 31, 2016

Data based on 46 total job postings in all job categories.

IAmerican Native
" TOTAL Black/Africanndian/Alaskan Hawaiian/Pacific Two or
i [GENDER Hispanic/LatinojAsian American Native Islander White More Undisclosed
F M |NDJF M IND F M NDfF M NDIF M |IND F M |ND |F (M INDIF M [NDJF |M |ND

Total
Applications 2064 i
PT Classified 293 pP3055 B [100 6 [0 1006 0 B9 9 O 1 |0 |0 2 0 0 63 9 0 P 2 [0 |6 B 8
FT Classified 787 52214817 P50 65 [ 29191 13419 0 |1 [0 [0 9 |0 0 13534 1 K418 0 23 3B (13
Classified 107
Managers 54 53 0 16 (16 0 R 2 [0 P46 0 |0 1 [0 1 0 0 18250 0 1 0 B 2 |0
Academic 137
Managers 69 63 5 [10 13 0 5 B [0 P9 PR3 P |0 1 [0 0O (0 [0 2017 0 5 4 1 P9 |2 |4
FT Faculty 740 B15B91B4 p7 4 0 PB6 U8 D K42 42 1 K4 0 0O 0 0 1221983 [18 RO |0 |26 [19 BO
Qualified
Applicant
Pool 1940
PT Classified 238 [18845 b [7/6 (19 [0 104 0 B59 0 |0 |0 |0 2 0 0 519 0 B 2 [0 | |2 |5
FT Classified 811 p34152p5 p48 65 3 36 132 12319 1 9 2 [0 6 [0 0 15041 1 381110 24 1 (18
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American Native
TOTAL Black/African|indian/Alaskan[Hawaiian/Pacific Two or

AppsGENDER Hispanic/Latino|Asian American Native Islander White More Undisclosed

F M INDJF M IND |F ™M NDIF M INDIF ™M |IND |F M ND |F (M |INDIF M INDJF (M |ND

Classified
Managers 92 |49 43 0 [14 (11 |0 1 2 0 (134 0 0 1 0 |1 |0 |0 1712210 o 1 0o B 2 |0

Academic
Managers 13165 61 5 |9 11 |0 5 3 [0 (17 23 0 |0 1 |0 0O 0 [0 2111710 4 4 1 P 2 4

FT Faculty 668 270367131 48 62 0 PBOoOM41I0 8 B9 1 |3 |0 O 0 0 0 107|1903 (17 |19 |0 [27 |16 |27

Interviewed (238

PT Classified 47 35 |10 2 |13 2 (0 2 1 0 |04 0 0 0 |0 [0 |0 0 9 1 0 |01 01 1 2

FT Classified 59 50 5 4 |22 1 1 (3 @1 0o )01 0 |0 0 |0 [ |0 0 102 0o L 00 @4 0 1B

Classified
Managers 19 09 0o 5 1 0 |©O1 O 1T 2 O 0O 0O ©O© o O | |4 B/ |0 0O IO O O

Academic
Managers |15 |7 7 f p 3 O |0 OO 2 38 0100 0 12 [0 o0 ©O B 1 00O A O O

FT Faculty 98 |50 46 2 [11 |15 0 2 5 0 (7 / ©O 1 O 0O [0 |©O [0 2717 0 1 1 0 1 |2 2

Hired 50
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American Native
TOTAL Black/Africanindian/Alaskan|Hawaiian/Pacific Two or

AppsGENDER Hispanic/Latino|Asian American Native Islander White More Undisclosed

F M INDJF M IND F ™M NDfF M INDIF ™M |IND |F M |ND |F (M |INDIF M INDF |M |ND

PT Classified 8 |7 1 0 1 ©0 @©0 (@O0 O} 1 ©O O O ©0O (0 ©0 |© |1 o o0 [ | 0o [0 |0

FT Classified (11 12 0 0 /5 ©0 @©0 (0 o0 0 4 ©o ©0o 0 ©0 © @@ ©o |0 |1 o o0 [0 | |0 [0 |0

Classified
Managers 6 [2 4 o 1 @©0 (©0 (00O}t O O O O @O O @2 B 0O 0OIJOOTO [0 |0

Academic
Managers 2 |1 1 o1 @ © (00O} O O T 0O O O O @O ©O0 ([0 O OO} O IO [0 |0

FT Faculty 23 183 2 /5 2 ©O0o pQ1 OOV OO O O O0 O O O |© (PO O 0 OO o [0 2
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10.9 Norco College Workforce and Applicant Data
2013-15 Norco College Workforce by Ethnicity
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2013-15 Norco College Professional Workforce by Ethnicity

4

3

2 2013
m 2014

1
m 2015

0 r r r r r

Am Asian Black/African Am Hispanic/Latino Native Haw/Othr White 2 or more
Indian/Alaska Pac Isl
Native

AI/NA Asian B/AA H/L. NH/PI White 2 or more
2013 O 0 0 0 0 2 0
2014 O 0 0 0 0 4 0
2015 O 0 0 0 0 4 0

Page |41




2013-15 Norco College Clerical Workforce by Ethnicity
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2013-15 Norco College Technical Workforce by Ethnicity
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2013-15 Norco College Skilled Craft Workforce by Ethnicity
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2013-15 Norco College Service and Maintenance Workforce by Ethnicity
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2013-15 Norco College Executive Workforce by Ethnicity
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2013-15 Norco College Full-Time Faculty Workforce by Ethnicity
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2013-15 Norco College Adjunct Faculty Workforce by Ethnicity
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Applicant Data for Norco College for the period covering January 1, 2015-August 31, 2016

Data based on 65 total job postings in all job categories.
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American Native
M TOTAL Black/African [Indian/Alaskan |[Hawaiian/Pacific Two or
Apps GENDER Hispanic/Latino [Asian American Native Islander White More Undisclosed
F |M [ND|F M ND [F |M INDJF M IND[F M IND |F M ND |F |M [NDIF M [NDIF M |ND

Classified
Managers 2 [0 2 o0 ©0O ©0O OO0 P2 0 O 0 © [© O O ©OpPQP O ((0OOIWOTIWPW |00
Academic
Managers 4 21222 2 1 |0 P oo B (7 0O 1 o ©O P o P 6 9 01 B3O0nPn 1 2
FT Faculty 769 [259467143 64 (71 |0 42582 28 32 0 1 0 1 0 0 1042444 |6 27|10 [13 {32 |37
Interviewed [392
PT Classified |153 (11438 1 [56 24 |0 5110 114 2 0 1 0 0O 0 0 O 0O O |00 1O [0 |0
FT Classified 85 (36 49 0 [19 18 |0 O304 (7 0 [0 1 0 0o 1 0 12 150 o 1 0o A 3 |0
Classified
Managers 16 o 0|5 |2 O OO©OPMTE 2 © O O O O O |0 3 3 01 000110 [0 |0
Academic
Managers 9 4 4 1 O o ©0 ©OooOW©Of@M 2 0 0 O O |0 P ©O B 1 O0oPOPOIOTIWO@ 0 1
FT Faculty 129 57 67 |5 [21 |14 0 6 100 3 14 |0 |0 0 1 0 0 23 302 0 410 B |5 B
Hired 61

Page | 47




American Native
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10.10 District Administrative Offices Workforce Data
2013-15 District Administrative Offices Workforce Data by Ethnicity
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2013-15 District Administrative Offices Professional Workforce by Ethnicity
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2013-15 District Administrative Offices Clerical Workforce by Ethnicity
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2013-15 District Administrative Offices Technical Workforce by Ethnicity
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2013-15 District Administrative Offices Skilled Craft Workforce by Ethnicity
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District Administrative Offices Administrative Offices Executive Workforce by Ethnicity
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Applicant Data for the District Administrative Offices for the period covering January 1, 2015-August 31, 2016. Data based on 23 total job
postings in all job categories.
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American Native
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Workforce Data Analysis:

Riverside Community College District has experienced a decline in the diversity of its workforce over the last
three years, as indicated by the above 2013-15 Riverside Community College Workforce Distribution by
Ethnicity chart. Although availability data is not obtainable from the Chancellor's Office for comparison
purposes, state-wide Community College District demographic averages are available from the Chancellor's
Office MIS Database website. It is important to note that this data does not afford the District the ability to
make exact comparisons; instead, it offers the ability to take make a generalized comparison of Riverside
Community College District to statewide demographic averages. Additionally, in an effort to provide insight
into the local workforce population residing in the greater Riverside Metropolitan area (defined as Riverside
and San Bernardino Counties by the Office of Budget Management) Civilian Labor Force data is included.
While not exact, this data provides Riverside Community College District with a more accurate
representation of the local labor force in which our District and its three colleges reside. When reviewing the
data, take note that the categories differ slightly; the U.S. Census Bureau does not include a category labeled
"Declined to State" as the Chancellor's Office does. The Census Bureau instead includes a category labeled
"Other Race." The remaining groups are consistently surveyed between the two sources of data.

When comparing gender diversity, the area civilian workforce data shows that both the Riverside
Community College District and the Statewide Community College District percentages are significantly
higher for women (52.1% and 55% respectively as compared to 25.8%). Conversely, the representation of
Hispanic/Latino employees in the local civilian workforce shows that both the Riverside Community College
District and the Statewide Community College District percentages are significantly lower (24% and 17.8%
respectively as compared to 43.2%). This same comparison holds true when examining the Asian population
in the local civilian workforce (8% and 10.8% respectively as compared to 24%). When examining Black or
African American employees in the workforce the local civilian market is fairly consistent with the District
workforce and statewide averages (7% and 6.5% respectively as compared to 6.1%). When examining White
employees in the local civilian workforce both the District and statewide averages show a higher number
(57% and 55% respectively as compared to 41.7%). While this data is interesting and provides a little more
clarity about the local workforce, this analysis will focus on the comparison between Riverside Community
College District, its three colleges, and the statewide Community College District averages.

Using Fall Term 2015 data as the basis for comparison, the District's overall diversity resembles statewide
Community College District averages for most categories. The District demographic percentages are higher
than or equal to (within one-half a percentage point) the statewide Community College District averages for
Black or African American (.9% higher), two or more races (1.4% higher), White (15.3% higher). The District
demographic percentages are lower than or equal to (within one-half a percentage point) the statewide
Community College District averages for Asian (16% lower), Hispanic/Latino (19.2% lower), Native Hawaiian
or Pacific Islander (.3% lower) and declined to state (.5% lower). It is important to note that the District does
not have any current employees who are listed in the "declined to state" category. Following is a
demographic analysis, broken down by employee group, of the total District workforce, as well as the District
administrative offices and each college campus.
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Districtwide Workforce Analysis:

e Executive /Administrators: Riverside Community College District's demographics are above
statewide averages for administrators identifying as Black/African American (1.8%) and
Hispanic/Latino (10.8%). The District's demographics are below statewide averages for
administrators identifying as Asian (.63%), White (5.06%), two or more (5.3% and 100% below for
American Indian/Alaskan Native and Pacific Islander.

e Faculty: Riverside Community College District's demographics are above statewide averages for
faculty identifying as Hispanic/Latino (FT 3%, PT 4.03%), White (FT 3.11%, PT 1.97%) and two or more
(FT 2%, PT 2.07%). Riverside Community College District's demographics are the same as statewide
averages (within .5% point) for faculty identifying as American Indian/Alaskan Native (FT .28%, PT
.34%). Riverside Community College District's demographics are below statewide averages for faculty
identifying as Asian (FT 2.49%, PT 1.11%), Black/African American (FT .84%), and Pacific Islander (FT
.40%, PT .45%).

e Classified: Riverside Community College District's demographics are above statewide averages for
classified employees identifying as Black/African American (2.8%), Hispanic/Latino (12%), and two or
more (.81%). Riverside Community College District's demographics are the same as statewide
averages (within .5% point) for employees identifying as Pacific Islander (.43%) and American
Indian/Alaskan Native (.21%). Riverside Community College District's demographics are below
statewide averages for classified employees identifying as Asian (6.88%) and White (2.6%).

e Gender: Riverside Community College District's demographics are equal to or slightly above
statewide averages for female classified (.46%), full-time faculty (.33%), and slightly below statewide
averages for Executive (3.32%) and part-time faculty (4.64%).

Riverside City College Workforce Analysis:

e Executive/Administrators: Riverside City College's demographics are above statewide averages for
administrators identifying Riverside City College's demographics are 100% below statewide averages
for administrators who identify as American Indian/Alaskan Native and Pacific Islander. Additionally,
the District falls below statewide averages in this employment category for Asian (8.78%),

e Faculty: Riverside City College's demographics are above statewide averages for faculty identifying as
Black/African American (PT 1.97%), Hispanic/Latino (3.03%), White (2.97%) and two or more (1%).
Riverside City College's demographics are below statewide averages for faculty identifying as Asian
(FT 2.49%, PT 1.11%), Black/African American (FT 1.84) and 100% below for American Indian/Alaskan
Native and Pacific Islander.

* Classified: Riverside City College's demographics are above statewide averages for classified
employees identifying as Black/African American (2.76%), Hispanic/Latino (9.26%), White (1.4%), and
two or more (.71%). Riverside City College's demographics are below statewide averages for
classified employees identifying as Asian (8.78%) and 100% below for Pacific Islander American
Indian/Alaskan Native.

e Gender: Riverside City College's demographics are equal to or slightly above statewide averages for
female faculty (PT 2.37%), female administrators (.32%) and slightly below for female faculty (FT
2.33%).
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Moreno Valley College Workforce Analysis:

e Executive/Administrators: Moreno Valley College's demographics are above statewide averages for
administrators identifying as Black African American (4.29%) and Hispanic/Latino (1.8%). Moreno
Valley College's demographics are below statewide averages for administrators identifying as Asian
(.63%), two or more (86%) and 100% below for American Indian/Alaskan Native and Pacific Islander.

e Faculty: Moreno Valley College's demographics are above statewide averages for faculty identifying
as American Indian/Alaskan Native (FT 3.28%, PT .34%). Moreno Valley College’s demographics
mirror statewide averages for full-time faculty identifying as Asian (FT). Moreno Valley College's
demographics are below statewide averages for part-time faculty identifying as Asian (1.89%),
Black/African American (2.03%) and Pacific Islander. Full-time faculty identifying as White are below
statewide averages (7.89%).

e Classified: Moreno Valley College's demographics are above statewide averages for classified
employees identifying as African American/Black (12.76%), Hispanic/Latino (12.26%), and two or
more (2.81%). Moreno Valley College’s demographics mirror statewide averages for classified
employees identifying as American Indian/Alaskan Native and Pacific Islander. Moreno Valley
College's demographics are below statewide averages for classified employees identifying as White
(12.6%).

e Gender: Moreno Valley College’s demographics are above statewide averages for full-time female
faculty (6.67%), female administrators (4.68%) and female classified employees (1.54%). Moreno
Valley College’s demographics are below statewide averages for part-time female faculty (13.67%).

Norco College Workforce Analysis:

e Executive/Administrators: Norco College’s demographics are above statewide averages for
administrators identifying as Black/African American (10.29%) and Hispanic/Latino (18.8%). Norco
College’s demographics are below statewi