Academic Senate response to the proposed BP 5100
Equal Employment Opportunity and Commitment to Diversity

The Academic Senate reviewed the proposed BP 5100 and its appendix (the EEO Plan) at its April 2, April 23, and May 7, 2009 meetings. The Academic Senate has concerns about both the EEO Plan itself and the Board Policy that refers to it.

The EEO Plan 

The Academic Senate has two concerns about the EEO Advisory Committee mentioned in the EEO Plan, and one concern about how far along the selection process the demographic data should be tracked. 
The section of the EEO plan that raises concerns about the EEO Advisory Committee is the following (from Component 5: Advisory Committee, page 6):
“The committee shall include a diverse membership whenever possible.  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 advisory committee members who are members of monitored groups.  The committee must have at least three (3) community members but no more than seven (7), and at least one (1) faculty member, one (1) classified, one (1) MSC member, and the EEO Officer who shall chair the committee.  ASMPC shall be invited to appoint no more than two (2) student representatives.  The total membership shall not exceed 15.  Community representatives shall represent organizations that have a priority interest in equal employment opportunity and the fair treatment of all.  A quorum is four (4) or more members.”
1. The proposed composition of the EEO Advisory Committee is somewhat flexible. Although flexible committee composition is not necessarily a bad thing, it is important that this committee be well balanced because it will influence hiring committees and processes for all employees. With the proposed composition, it is possible that faculty, classified, or MSC members could be outnumbered by as much as a 14 to 1 ratio. Wording that ensures more equitable representation would be preferred.

2. The quorum for the EEO Advisory Committee is stated as four committee members. With as many as 15 total members, a quorum of 4 could be approximately 25% of the committee. This seems is too low for a committee that is as important and as visible in the community as the EEO Advisory Committee. A quorum that ensures a higher proportion of participation (~50%?) when decisions are made would be more appropriate.

3. For the monitoring of demographic data of applicants, the Academic Senate would like MPC to consider monitoring this data farther along in the process than the initial applicant pool, as is specified in the proposed plan. The rationale is that if MPC has less diversity in its workforce than desired, then an analysis of where in the process the applicant pool becomes less diverse would be desired. Only through tracking the diversity data through the multiple stages of a screening process (paper screening, interview selections, interview process, forwarding of names to administration, administration interview process) would data become available to allow analysis of where in the screening process the level of diversity decreases. 
Board Policy 5100: Equal Employment Opportunity and Commitment to Diversity

“The Monterey Peninsula Community College District is committed to the concept and the principles of equal employment opportunity.  To this end, the District will implement a comprehensive program to put that concept and those principles into practice, one that applies to every aspect of education and personnel policies, and to practices in employment, development, advancement and treatment of employees, students and the general public.  

It is the District’s policy to ensure that all qualified applicants for employment and all employees have full and equal access to employment opportunity.  To achieve this end, the District will ensure that applicants for employment and all employees are not subjected to discrimination in any program or activity of the district on the basis of ethnic group identification, race, color, national origin, religion, age, sex, physical disability, mental disability, ancestry, sexual orientation, or on the basis of these perceived characteristics, or based on association with a person or group with one or more of these actual or perceived characteristics.  

The District will strive to achieve a workforce that is welcoming to men, women, persons with disabilities and individuals from all ethnic and other groups. Such a workforce will ensure the District provides an inclusive educational and employment environment which fosters cooperation, acceptance, democracy and free expression of ideas.  

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

The Academic Senate wants MPC to commit as strongly as possible to the concept of diversity and to clear plans to develop a diverse workforce and student body. However, MPC cannot achieve these goals unless it clearly articulates the relationship between these related—but distinct—goals. The Academic Senate recommends crafting a board policy that more clearly distinguishes between these goals, but also articulates how they interrelate. Examples follow showing why the currently proposed policy does not clearly articulate these concepts.

The first sentence of the proposed policy states a commitment to equal employment opportunity. The second sentence says that MPC will implement a “comprehensive program.” It should be made clear whether or not this “comprehensive program” is the same as the EEO plan. The second sentence goes on to state that this program should apply “to every aspect of education…”, but the meaning of “every aspect of education” is not clear. The reader is left wondering how such a program about equal employment opportunity could be applied to every aspect of education, such as curriculum. In essence, the first paragraph alludes to the twin goals of committing to diversity and implementing an equal opportunity plan, but does not clearly articulate how they interrelate at MPC.

The second paragraph is clearly about nondiscrimination and equal employment opportunity. But is this a portion of MPC’s commitment to diversity, the driving force of MPC’s commitment to diversity, an articulation of what diversity means to MPC, or something else?
The third paragraph does not add much to the policy that has not already been said. It leaves out those people of minority sexual orientation in the first sentence, which identifies those people that contribute to increasing diversity. The Academic Senate thinks these people should be included in all places where minorities are specifically identified, as they are in the preceding paragraph. The second sentence of this paragraph says that a diverse workforce will “ensure” that the district “provides an inclusive educational and employment environment which fosters cooperation, acceptance, democracy, and free expression of ideas.” The verb “ensure” is too strong; it almost guarantees that these good things will result from a diverse workforce. The Academic Senate recommends a softening of this prediction. Perhaps a diverse workforce will help “facilitate” or “promote” these ideals.

