TO: Beth Dobkin, Provost

FROM: Tomas Gomez-Avrias, Chair
Academic Senate

DATE: September 30, 2011

RE: Senate Action S-11/12-5

Removal of the Equal Employment Opportunity Compliance Committee
and the College Diversity Coordinator
from the Faculty Handbook

At the September 29, 2011 meeting of the Academic Senate, the attached proposal to eliminate the Equal
Employment Opportunity Compliance Committee (EEOCC) and remove all references to such in the
Faculty Handbook, as well as the removal of the College Diversity Coordinator from the Faculty Handbook
was unanimously approved by hand vote. Following are the Handbook sections affected by the elimination
of the EEOCC and the College Diversity Coordinator, and indicated in the attached document: 1.4.1.3,
1.443,1.6.1.1,1.7.2.2,2.3.1, 2.3.3(5), 2.16.2(d), 2.16.5. This action was assigned Senate Action # S-
11/12-5.

cc: Br. Ronald Gallagher, President
Claude Malary, CoC Chair
Larry Nuti, General Counsel
Jim Sauerberg, Handbook Coordinator



Date: September 30, 2011
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1.4.4.3 Director of Human Resources (page 18)

The Director of Human Resources is responsible for the College’s human resources, compensation, benefits
programs, and discrimination policies, including but not limited to the College’s sexual harassment
policies. The Director for Human Resources is also the College’s Title IX Coordinator. The Director
coordinates hiring, reviews all contracts, recommends salary, personnel, and benefit policies to the
administration, monitors College compliance with laws in government regulations, e.g., Equal Employment
Opportunity, Title IX and Title VII regulations, investigates reported complaints of improper conduct, and
advises on other appropriate matters affecting the human resources of the College.

1.6.1.1 Faculty Elections (Senate, page 30)
Faculty membership on:
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2.3  SELECTION AND APPOINTMENT PROCEDURES

2.3.1 SELECTION/APPOINTMENT OF RANKED FACULTY (PAGE 87-88)

3. The Committee shall consult the following documents provided by the Dean at the time of written approval:
a) the College Mission statement;

b) the Equal Employment Opportunity Recruitment document (available in Human Resources office);

C) the Faculty Search Procedures statement (available in Human Resources office);

6. In order to meet the College's commitment to diversity, a good faith® effort should be made to include at
least one candidate, in the final list of candidates, from traditionally underrepresented groups (including but not
limited to racial, gender, and disabled) in the field for which the search is occurring. To enable a faculty
Search Committee to conduct the strongest possible search for underrepresented candidates, the Human
Resources office will send to the faculty Search Committee chairperson a copy of the Faculty Search
Procedures, which includes a section on underrepresented groups.

Before the actual search begins, the Search Committee will return their pro-active plan on the recruitment of

underrepresented groups, to the-Equal-Employment-Oppertunity-Committee-chair-and the appropriate Dean.
FheEqual-Employment-Oppertunity-Committee—and-the The Dean, in consultation with the Director of

Human Resources, will review the plan separately-and then supply feedback and recommendations to the
Search Committee.

7. The Search Committee shall narrow the pool of applicants to a list of candidates to be interviewed. This list,
as far as possible, should reflect the College's commitment to its mission, department/program needs, equal
employment opportunities, and diversity.

After choosing the final candidates, the Search Committee will submit an account of the actions taken
according to their pro-active plan to the_Director of Human Resources, Egqual-Employment-Opportunity
Committee; Dean, and Provost. If the Director of Human Resources, Dean and/or Provost finds that there has
not been a good faith effort, the Dean and/or Provost will ask the Search Committee to make such an effort
before the interviews can proceed.




2.3.3 EQUAL EMPLOYMENT OPPORTUNITY (page 89-90)

2.16.2 PROCEDURES THAT APPLY TO ALL GRIEVANCES (page 146)
1.  Grievances must be initiated in writing within twenty (20) school days of the alleged offense. For a
definition of "school days" see section 2.16.2.9.
a. Grievances where neither the Provost nor the President is a party in the grievance are initiated in the
Office of the Provost.
b. Grievances where the Provost is a party in the grievance are initiated in the Office of the President.
C. Grievances where the President is a party in the grievance are initiated in the Office of the
President.
d. Grievances involving equal employment opportunity and/or the College’s non-discrimination
policies are initiated Wlth the Dlrector of Human Resources Who also serves as the Colleqe s T|tIe IX
Coordinator.
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are also reported to and investigated by the Director of Human Resources (see section 2.9.2.1.)










Delete the following figure:

Equal Employment Opportunity Grievance Procedure
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FIGURE 5. Section 2.16.5.1
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