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Equal Employment Opportunity Fund Multiple Method Allocation Model
Certification Form, Fiscal Year 2015-16

This form requires districts to report the various activities that they are implementing to promote Equal
Employment Opportunity for each of the 9 Multiple Methods. The Chancellor's Office will select some of the
practices reported and highlight them in an “EEO and Diversity Best Practices Handbook”.

When providing explanation(s) and evidence of your district’s success in implementing the Multiple Methods,
please write a response suitable for publication in the best-practices handbook. Please keep narrative to no
more than one page per Multiple Method.

Nine (9) Multiple Methods

Pre-Hiring
1. District's EEO Advisory Committee and EEO Plan
2. Board policies & adopted resolutions
3. Incentives for hard-to-hire areas/disciplines
4. Focused outreach and publications

Hiring
5. Procedures for addressing diversity throughout hiring steps and levels
6. Consistent and ongoing training for hiring committees

Post-Hiring
7. Professional development focused on diversity
8. Diversity incorporated into criteria for employee evaluation and tenure review
9. Grow-Your-Own programs

Does district meet Multiple Method #1 (District’s EEO Advisory Committee and EEO
Plan)?

X Yes

0 No

Under the Multiple Method allocation model, districts must minimally have an operational District EEO
Advisory Committee and an updated EEO Plan.
 In order to qualify for receipt of the EEO Fund, districts are required to submit a board-adopted EEO
plan every three years to the Chancellor’s Office. (Title 5, Section 53003).
e EEO Plans are considered active for three years from the date of when the District's Board of
Trustees approved the plan.
e The districts are required to establish an EEO Advisory Committee to assist in the development and
implementation of the EEO Plan. (Title 5, Section 53005).

Please provide an explanation and evidence of meeting this Multiple Method, #1.

Please click on the following links to access these documents:
EEO Advisory Committee members
EEO Plan
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Equal Employment Opportunity Fund Multiple Method Allocation Model
Certification Form, Fiscal Year 2015-16

To receive funding for that year’s allocation amount, districts are also required to meet 5 of the remaining 8
Multiple Methods.

Does the District meet Method #2 (Board policies and adopted resolutions)?
X Yes
0 No

Please provide an explanation and evidence of meeting this Multiple Method, #2.

Please click on the following link to access this document:
Method #2 Board policies and adopted resolutions

Does the District meet Method #3 (Incentives for hard-to-hire areas/disciplines)?
X Yes

O No

Please provide an explanation and evidence of meeting this Multiple Method, #3.

Please click on the following link to access this document:
Method #3 Incentives for hard-to-hire areas/disciplines

Page 3 of 6



Equal Employment Opportunity Fund Multiple Method Allocation Model
Certification Form, Fiscal Year 2015-16

Does the District meet Method #4 (Focused outreach and publications)?
X Yes

O No

Please provide an explanation and evidence of meeting this Multiple Method, #4.

Please click on the following link to access this document:
Method #4 Focused outreach and publications

Does the District meet Method #5 (Procedures for addressing diversity throughout
hiring steps and levels)?

X Yes

0 No

Please provide an explanation and evidence of meeting this Multiple Method, #5.

Please click on the following link to access this document:
Method #5 Procedures for addressing diversity throughout
hiring steps and levels
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Equal Employment Opportunity Fund Multiple Method Allocation Model
Certification Form, Fiscal Year 2015-16

Does the District meet Method #6 (Consistent and ongoing training for hiring
committees)?

X Yes
J No

Please provide an explanation and evidence of meeting this Multiple Method, #6.

Please click on the following link to access this document:
Method #6 Consistent and ongoing training for hiring
committees

Does the District meet Method #7 (Professional development focused on diversity)?
O Yes
X No

Please provide an explanation and evidence of meeting this Multiple Method, #7.

The District EEO Diversity Committee will continue to work
diligently to improve and finalize this method
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Equal Employment Opportunity Fund Multiple Method Allocation Model
Certification Form, Fiscal Year 2015-16

Does the District meet Method #8 (Diversity incorporated into criteria for
employee evaluation and tenure review)?
O Yes

X No

Please provide an explanation and evidence of meeting this Multiple Method, #8.

The District EEO Diversity Committee will continue to work
diligently to improve and finalize this method

Does the District meet Method #9 (Grow-Your-Own programs)?
O Yes

X No

Please provide an explanation and evidence of meeting this Multiple Method, #9.

The District EEO Diversity Committee will continue to work
diligently to improve and finalize this method
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KERN COMMUNITY COLLEGE DISTRIC

Office of Human Resources
2100 Chester Avenue
Bakersfield, CA 93301-4099
(661) 336-5140

Advisory Committee

District Equal Employment Opportuni

Cerro Coso Community College

Classified:
Juli Maikai
Rebecca Parker

Facuity:
Melanie Jeffrey
Matt Hightower

Management:
Caroline Sanderson
Michael Campbell

Porterville College

Management:
Val Garcia
Andreia Cuevas

Staff:
Jacqueline Peters
Miranda Warren

Faculty:
Elizabeth Buchanan
Kongming Mouanoutoua

Bakersfield College

Management:
Odella Johnson
Paul Beckworth

Faculty:
Bryan Hirayama
Oliver Rosales or Paula Parks

Staff:
Vikki Coffee
Antonia Alfaro
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EQUAL EMPLOYMENT OPPORTUNITY and STAFF DIVERSITY COMMITTEE
Friday, March 11, 2016
9:00 a.m. - 12:00 p.m.
Tulare Room, District Office

AGENDA

MISSION STATEMENT

Through ETHICAL, RESPONSIVE, AND COOPERATIVE actions, the Equal Employment
Opportunity and Staff Diversity Committee will guide the development, implementation, and
monitoring of the District’s efforts to foster equal employment opportunity and workplace
diversity.

GOALS

o Address the minimum legal requirements for the District’s equal employment opportunity
plan, pursuant to section 53003 of title 5
Provide guidance to the District in its goal of achieving a diverse workforce

e Provide sample forms to allow the user to visualize outcomes
Assist in the training of faculty and staff on the components of the Equal Employment
Opportunity Plan requirements

AGENDA

1. Check-In
2. Finalization of minutes from prior meeting
3. Review previous assignments
A. Community member invitations
New EEO Allocation Model and Certification
EEO Officers (roles & requirements)
Other Topics

B\ n



Office of Human Resources

2100 Chester Avenue
gy, Bakersfield, CA 93301-4099
KERN COMMUNITY COLLEGE DISTRICT (661) 336-5140

Method 2 - Board Policies and Adopted Resolutions

Kern Community College District - Values
The Board of Trustees and the employees of the Kern Community College District value:
o Assisting students to achieve informed educational goals.
o Fostering a learning environment that celebrates the diversity of people, idea, learning styles
and instructional methodologies.
e Recruiting and retaining the best and brightest employees.
Promoting a climate of trust by sharing ideas and information.
e Meeting the highest standards of performance in everything we do.

https.//www.kccd.edu/sites/kccd.edu/files/Strateqic%20Plan_0.pdf

Policy Statement

It shall be the policy of the Kern Community College District that all qualified applicants and employees
have equal opportunity to seek, obtain, hold, and advance in employment in the District, and are not
subjected to discrimination on the basis of ethnic group identification, race, color, national origin, religion,
age, sex (gender), physical disability, mental disability, ancestry, sexual orientation, gender identity or
expression, genetic information, 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 maintain a workplace that is welcoming to individuals from all such groups,
appreciates the contributions of individuals from diverse backgrounds, and understands that diversity and
inclusivity foster cooperation, acceptance, democracy, workplace safety, and the free expression of ideas
essential to a robust academic community and the preparation of students for success in a global society.

The District understands, and reflects in the District's EEO Plan that the maintenance of a diverse and
inclusive work and educational environment is an on-going process that requires sustained effort.

The District's EEO Plan shall also be regularly reviewed and updated to ensure compliance with
applicable federal and state laws.

The District is responsible for developing and implementing strategies designed to promote the diversity
of its workforce at all levels and demonstrate the District's institutional commitment to diversity. This
process shall include the following components. '

The District recognizes that multiple approaches are appropriate to fulfill its mission of ensuring equal
employment opportunity, the development of a diverse workforce, and the creation of an inclusive,
equitable and fair working and learning environment. 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, women,
persons with disabilities, and individuals from all ethnic and other groups protected from discrimination.

http://www.boarddocs.com/ca/kccd/Board.nsf/goto?open&id=98TQVN63967C
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KERN COMMUNITY COLLEGE DISTRICT

Office of Human Resources
2100 Chester Avenue
Bakersfield, CA 93301-4099
(661) 336-5140

Method 3 - Incentives for Hard-to-Hire Areas/Disciplines

The District will review the information gathered to determine if significant underrepresentation of a monitored
group may be the result of non-job-related factors in the employment process. The phases of the employment
process include, but are not limited to, recruitment, hiring, retention and promotion. The information to be
reviewed shall include, but need not be limited to:

1.

Longitudinal analysis of data regarding job applicants, gathered to identify whether over multiple job
searches, a monitored group is disproportionately failing to move from the initial applicant pool, to the
qualified applicant pool;

Analysis of data regarding potential job applicants, to the extent provided by the State Chancellor,
which may indicate significant underrepresentation of a monitored group; and;

Analysis pursuant to section 53003(c)(7) to determine whether the group is significantly
underrepresented.

Where the above-described review identifies that significant underrepresentation of a monitored group may be
the result of non-job-related factors in the employment process, the District shall implement additional
measures designed to address the specific area of concern. These additional measures shall include the
following:

1.

Review its recruitment procedures and identify and implement any additional measures which might
reasonably be expected to attract candidates from the significantly underrepresented group;

Consider various other means of reducing the significant underrepresentation which do not involve
taking monitored group status into account, and implement any such techniques which are determined
to be feasible and potentially effective;

Determine whether the group is still significantly underrepresented in the category or categories in
question after the measures described in (1) and (2) have been in place a reasonable period of time;
and

Review each locally established "required," "desired" or "preferred" qualification being used to screen

applicants for positions in the job category to defermine if it is job-related and consistent with:

a. Any requirements of federal law; and

b. Qualifications which the Board of Governors has found to be job-related throughout the community
college system, including the requirement that applicants for academic and administrative positions
demonstrate sensitivity to the diversity of community college students; or

Discontinue the use of any locally established qualification that has not been found to satisfy the
requirements set forth in paragraph (4) of this subdivision;

Continue using qualification standards meeting the requirements of paragraph (4) of this subdivision
only where no alternative qualification standard is reasonably available which would select for the same
characteristics, meet the requirements of paragraph (4) and be expected to have a less exclusionary
effect; and

Consider the implementation of additional measures designed to promote diversity that are reasonably
calculated to address the area of specific need.



Office of Human Resources
2100 Chester Avenue
Bakersfield, CA 93301-4099
(661) 336-5140
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KERN COMMUNITY COLLEGE DISTRICT

Method 4 - Focused Qutreach and Publications

Kern Community College District continues to engage in increasing focused outreach advertising to increase
diversity in district-wide employment. The district has doubled advertising sites since the start of this fiscal year to
reach out to more diverse candidates. Additionally, the district has also increased participation in job fairs to reach

out to diverse candidates.

Current Advertising Sites
Women and Higher Education
Women in Higher Education
LGBT in Higher Education
Community College Job Network
Veterans in Higher Education
Asian Jobs

Latinos in Higher Education
Academic Keys

CCC Registry

Historically Black College and University Connect
Higher Education Recruitment Consortium
Blacks in Higher Education
Community College Jobs
Veterans.com

Monster.com

Chronicle of Higher Education
CSU Bakersfield Career Center
AffirmativeAction.org
DisabledinHigherEd.com
DiverseEducation.com
NativeAmericansinHigherEd.com
VeteransinHigherEd.com
WIAReport.com

Newspapers

Bakersfield Californian
Visalia Delta Times
Ridgecrest Daily Independent
The Sheet News

Inyo Register

Mammoth Times

www.womenandhighered.com
www.wihe.com
www.Igbtinhighered.com
www.ccjn.org
www.veteransinhighered.com
www.asian-jobs.com
www.latinosinhighered.com
www.communitycolleges.academickeys.com
www.cccregistry.org
www.hbcuconnect.com
www.norcalherc.org
www.blacksinhighered.com
www.ccjobs.com
www.veterans.com
www.monster.com
www.chronicle.com

Human Resources will provide annual written notice to appropriate community-based and professional organizations
concerning the District's EEO Plan. The notice will inform these organizations that they may obtain a copy of the
Plan, and shall solicit their assistance in identifying qualified candidates from diverse backgrounds. 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 the names, departments and phone numbers of individuals to call in order to obtain employment
information. 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 provided in the District's EEO Plan.

This list may be revised from time to time as necessary.

Bakersfield College 1913 ~ Cerro Coso College 1973 ~ Porterville College 1927



Office of Human Resources

. 2100 Chester Avenue
J G Bakersfield, CA 93301-4099
KERN COMMUNITY COLLEGE DISTRICT (661) 3366140

Method 5 - Procedures for Addressing Diversity Throughout Hiring Steps and Levels

Background

It shall be the policy of the Kern Community College District that equal opportunity to seek, obtain, hold, and
advance in employment in the District shall be afforded to all who qualify without discrimination because of
race, color, ethnic group identification, ancestry, religion, national origin, sex (gender), sexual orientation, age,
and/or physical or mental disability. Appropriate qualifications for the performance of specific duties are the
basic criteria for the employment and promotion of personnel. Additional efforts will be made to recruit,
develop, and to promote qualified members of groups that are underrepresented in the District workforce, even
if that underrepresentation cannot be traced to particular discriminatory actions on the part of the District.

Current Process

The District will continuously review its policies, procedures, practices, pool and workforce statistics, and any
other factor that might contribute to workforce imbalance or adversely impact employment opportunities of
members of protected groups.

The District's Human Resources Department will continue to assure reasonable accommodation for
applicants and employees with disabilities upon request.

The District shall pursue hiring practices, which effect Equal Employment Opportunity policies. All employment
practices will be based on job-related factors, considering seniority only where required by law.

Recruitment for positions shall include verifiable efforts to attract a diverse applicant pool. The Human
Resources Department, in consultation with the screening committee chair, shall determine the adequacy of
the applicant pool relative to its protected class composition.

Each College will maintain a standard procedure for selecting qualified applicants. College procedures must
conform to the following: Applicants will be screened by the screening committee for minimum qualifications.
Screening committees shall include a diverse membership that will bring a variety of perspectives to the
assessment of applicant qualifications whenever possible. Screening committees are to be trained by a Human
Resources Director or Manager in appropriate selection and interviewing techniques and in Equal Employment
Opportunity programs and procedures. Selection and interviewing will conform to these techniques and
procedures.

The Human Resources Director or Human Resources Manager shall work with the screening committee chair
to ensure that the employment process complies with the District's Equal Employment Opportunity Policies. A
reasonable number of candidates as determined by the College President or designee are to be interviewed
for each position. All materials related to the selection process for a position shall be incorporated into a single
file and be maintained for at least three (3) years.

http://www.boarddocs.com/ca/kccd/Board.nsf/goto?open&id=98 TQVNB3967C




Office of Human Resources
2100 Chester Avenue
Bakersfield, CA 93301-4099
(661) 336-5140

KERN COMMUNITY COLLEGE DISTRICT

Method 6 - Consistent and Ongoing Training for Hiring Committees

Training for Screening Committees

Any organization or individual, whether or not an employee of the District, who is involved in the recruitment
and screening of personnel shall receive appropriate training on the requirements of the title 5 regulations on
equal employment opportunity (section 53000 et. seq.); the requirements of federal and state nondiscrimination
laws; the requirements of the District's 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; recognizing bias; and best practices in serving on a selection committee. A person serving on a
screening committee must have either completed training or served on a prior screening committee within one
year of their current service but in no event will a person serve on a screening committee who has not received
training within the last 24 months. This training is mandatory; individuals who have not received this training
will not be allowed to serve on screening committees.

The District Equal Employment Opportunity Officer, or their relevant college equivalent, is responsible for
providing the required training. Any individual, whether or not an employee of the District, who acts on behalf of
the District with regard to recruitment and screening of applicants for employment, is subject to the equal
employment opportunity requirements of Title 5 and the District's Equal Employment Opportunity Plan.

The District Equal Employment Opportunity Officer will actively monitor and provide training for the
representation rate of each group. This includes groups identified as being significantly underrepresented in
one or more categories. If significant underrepresentation persists for a particular group in the job category in
question, after the measures described above have been in place for a period of at least three years, the
district will:

a) Review each locally established “required”, “desired”, or “preferred” qualification being used to screen
applicants for positions in the job category to determine if it is job-related and consistent with business
necessity through a process meeting the requirements of federal law.

b) Discontinue the use of any locally established qualification that is not found to satisfy the requirements
set forth in the previous paragraph and continue using qualification standards meeting the requirements
in the previous paragraph only where no alternative qualification standard is reasonably available which
would select for the same characteristics, meet the requirements of the previous paragraph, and be
expected to have a less exclusionary effect.

http://www.boarddocs.com/ca/kccd/Board.nsf/aoto?open&id=98 TQVN63967C
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Preface
Purpose of EEO and Staff Diversity Plan

The Kern Community College District EEQ and Staff Diversity Plan (“EEO Plan”) guides the
development, implementation, and monitoring of the District’s efforts to foster equal
employment opportunity and workplace diversity, This EEO Plan complies with and fulfills the
District’s legal responsibilities as set forth in applicable state and federal nondiscrimination
statutes, Education Code section 87106(b) and the Board of Governors regulations on equal
employment opportunity hiring.

An “Equal Employment Opportunity Plan” is a written document in which a California
community college district’s workforce is analyzed and specific plans and procedures are set
forth for ensuring equal employment opportunity. All districts are responsible for the
preparation of an equal employment opportunity plan to be submitted and approved by the
Chancellor’s Office.

“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
listed in section 53004(a) of title 5. Ensuring equal employment opportunity also involves
creating an environment that fosters cooperation, acceptance, democracy, and free expression of
ideas and that is welcoming to all individuals.

Objectives of EEO and Staff Diversity Plan

The objectives of the District’s EEO and Staff Diversity Plan are to:

e Address the minimum legal requirements for the District’s equal employment
opportunity plan, pursuant to section 53003 of title 5.

e Provide guidance to the District in its goal of achieving a diverse workforce.

e Provide sample forms to allow the user to visualize outcomes.

e Assist in the training of faculty and staff on the components of the Equal Employment
Opportunity Plan requirements.



Plan Component 1: Introduction

The Kern Community College District Equal Employment Opportunity and Staff
Diversity Plan (“EEO Plan”) was adopted by the governing board on February 24, 2014.
The Plan reflects the district’s commitment to equal employment opportunity and its
recognition that a diverse and inclusive workforce serves the educational mission of the
District to prepare students for success in a global society.

The EEO Plan provides the process that the District will use to promote equal
employment opportunity in its recruitment and hiring policies and practices, in
conformance with the applicable title S regulations (section 53000 et seq.). The EEO
Plan is intended to foster a working and learning environment that promotes diversity,
inclusion, and equal employment opportunities. To properly serve a growing diverse
population, the EEO Plan also reflects the District’s commitment to hire and retain
faculty and staff who are sensitive to, and knowledgeable of, the needs of the continually
changing and diverse student body and community it serves.

Chancellor’s Signature

Dr, Sandra V. Serrano, Chancellor



Plan Component 2: Definitions
CCR, Title 5, § 53001

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

B. Diversity: “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 socio-economic backgrounds.
Diverse workplaces include qualified individuals from groups that have been historically
excluded from that workplace.

C. Equal Employment Opportunily: “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 identified in the Title 5 regulations, namely:
executive/administrative/managerial, faculty and other instructional staff, professional non-
faculty, secretarial/clerical, technical and paraprofessional, skilled crafts, and service and
maintenance. Equal employment opportunity also involves:

1. Identifying and eliminating barriers to employment that are not job related; and

2. Creating an environment which 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 pursuant to
Government Code section 12940,

D. Equal Employment Opportunity Plan: An “equal employment opportunity plan” is a
written document in which a district’s workforce is analyzed and specific plans and procedures
are set forth for ensuring equal employment opportunity.

E. Equal Employment Opportunity Programs: “Equal employment opportunity programs”
means all the various methods by which equal employment opportunity is ensured. Such
methods include, but are not limited to, using nondiscriminatory employment practices, actively
recruiting, monitoring and taking additional steps consistent with the requirements of Title 5 and
this EEO Plan.

F. Ethnic Group Identification: “Ethnic group identification” means an individual’s
identification in one or more of the ethnic groups reported to the Chancellor pursuant to
section 53004.



G. In-house or Promotional Only Hiring: “In-house or promotional only” hiring means that
only existing District employees are allowed to apply for a position.

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

I. Person with a Disability: “Person with a disability” means 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.

J. Reasonable Accommodation: “Reasonable accommodation” means the efforts made on
the part of the District to afford disabled applicants access to the job application process and
allow disabled employees to perform the essential functions of their positions, consistent with the
District’s legal obligations under the Americans with Disabilities Act and the Fair Employment
and Housing Act.

K. Screening or Selection Procedures: “Screening or selection procedure” means any
measure, combination of measures, or procedure used as a basis for any employment decision.
Selection procedures include the full range of assessment techniques, including but not limited
to, traditional paper and pencil tests, performance tests, and physical, educational, and work
experience requirements, interviews, and review of application forms.

L. Significantly Underrepresented Group: “Significantly underrepresented group” means
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.

Plan Component 3: Policy Statement
CCR, Title 5, § 53002
[See also KCCD Board Policy 11D]

1t shall be the policy of the Kern Community College District that all qualified applicants and
employees have equal opportunity to seek, obtain, hold, and advance in employment in the
District, and are not subjected to discrimination on the basis of ethnic group identification, race,
color, national origin, religion, age, sex (gender), physical disability, mental disability, ancestry,
sexual orientation, gender identity or expression, genetic information, 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 maintain a workplace that is
welcoming to individuals from all such groups, appreciates the contributions of individuals from
diverse backgrounds, and understands that diversity and inclusivity foster cooperation,
acceptance, democracy, workplace safety, and the fiee expression of ideas essential to a robust
academic community and the preparation of students for success in a global society.

The District understands, and reflects in this EEO Plan that the maintenance of a diverse and
inclusive work and educational environment is an on-going process that requires sustained effort.



This EEO Plan shall also be regularly reviewed and updated to ensure compliance with
applicable federal and state laws.

Plan Component 4: Delegation of Responsibility, Authority and Complaints
CCR, Title 5, §§ 53003(c)(1) and 53020

It is the goal of Kern Community College District that all employees promote and support equal
employment opportunity because such a goal 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. Governing Board

The KCCD Board of Trustees is ultimately responsible for proper implementation of the
District’s Plan at all levels of District and college operation, and for ensuring equal employment
opportunity as described in the Plan. The KCCD Board of Trustees assumes overall
responsibility for the success of the District's effort to achieve Equal Employment Opportunity
and provides a supportive environment free of cultural bias for all staff and students.

2. Chancellor

The Board of Trustees delegates to the Chancellor 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 advise the Board of Trustees
concerning statewide policy emanating from the Board of Governors of the California
Community Colleges and direct the publication of an annual report on Plan implementation. The
Chancellor shall evaluate the performance of all administrators who report directly to him/her on
their ability to follow and implement the Plan,

3. District Equal Employment Opportunity Officer

The District has designated the Vice Chancellor of Human Resources as its District Equal
Employment Opportunity Officer who is responsible for the day-to-day implementation of the
Plan. If the designation of the District Equal Employment Opportunity Officer changes before
this Plan is next revised, the District will notify employees and applicants for employment of the
new designee. The District Equal Employment Opportunity Officer is responsible for
administering, implementing and monitoring the Plan and for assuring compliance with the
requirements of Title 5, Sections 53000 et seq. The District Equal Employment Opportunity
Officer is also responsible for receiving complaints described in Plan Component 6 of this Plan
and for ensuring that applicant pools and selection procedures are properly monitored.

4. College Equal Employment Opportunity Officer

The District has designated the College Human Resource Managers as the equal employment
opportunity officers for their respective assigned colleges, who are responsible for the day-to-day
implementation of the Plan at each college. The College Equal Employment Opportunity Officer
is responsible for administering, implementing and monitoring the Plan and for assuring
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