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Presentation Notes
What is equal employment opportunity?Institutional commitment to taking active steps to ensure equal employment opportunity and creating a work environment that is welcoming, affirming, and free of bias and discrimination.The EEO Plan reflects the District’s efforts and commitment to achieve EEO in its workforce, academic programs, and activities.The District is committed to EEO in its recruitment and hiring policies and practices.The District is committed to creating a work environment that is welcoming and affirming, as well as free of bias and discrimination.
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Allow me to elaborate on the correlation between the Equal Employment Opportunity Plan and the Employment Cycle at College of Marin. "Equal employment opportunity" entails that every qualified individual is provided with a comprehensive and equitable chance to vie for employment and advancement opportunities, as well as to reap the rewards of employment within the District. Here at College of Marin, we steadfastly adhere to the principles of EEO and actively demonstrate our dedication through initiatives focused on attraction, retention, training, and development.
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Attract, also known as the Pre-hiring phase refers to the initial stage of the employment process where efforts are made to attract and engage potential candidates for job openings here at College of Marin. This phase involves activities such as advertising job postings, sourcing candidates through various methods including job fairs, creating pipelines, eliminating barriers, as well as initial screening of applicants to determine application completeness, and provide application support. Over the past 3 years, we have conducted 183 Recruitments, attended 13 Career Fairs and screened 2,250 applications. We've created various pipelines such as developing the Peer Mentor classification (Hourly) to create employment opportunities for students and the Faculty Diversity Internship Program where 20% of participants over the last 3 years have been hired at COM as faculty or into other positions.
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Retain: Hiring Phase (priority 3)
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During the retention or hiring phase, it refers to the stage in the employment process where we (as an organization) actively recruit, support, evaluate, and ultimately select, and onboard candidates to fill open positions here at College of Marin. This phase involves activities such as reviewing application materials, provide ongoing applicant support and resources, monitoring for adverse impact, conducting interviews, extending offers, and orienting new hires to COM’s culture, policies, and procedures. Additionally, we have implemented new Title 5 regulations, which involve:Posting salary range requirements.Establishing an equivalency webpage.Monitoring for adverse impact.Providing EEO/Diversity and Unconscious Bias Training.Including student and employee demographics in job announcements.Offering applicant application support services, such as following up on application materials, providing resources for interviewing, resume and cover letters, facilitating the screening process, and offering Employment FAQs and housing resources.Hiring (Priority 3)Implemented Title 5 regulations to include: Posting salary range requirements Equivalency webpageAdverse impact monitoring EEO/Diversity and Unconscious Bias TrainingStudent and Employee Demographics in job announcementsApplicant Application Support to include:Follow up on application materialsResources interviewing, resume and cover letters Screening processEmployment FAQ Housing Resources
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Post-Hiring (Priority 4)Flexible Work Arrangements for Classified Professionals and MSCNew Position: Classified Professional Development Program CoordinatorCareer Advancement Workshops for Classified ProfessionalsProvide Language Interpreters for workshopsTranslate workshop materials into other languagesContinuous review and update student wages in comparable within the countyOut of Class Opportunities & Promotions



Equal Employment Opportunity 
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Act as an advisory body to the EEO Officer or designee and 
the District as a whole to promote understanding and 
support of EEO policies and procedures. 

Assist in the development and implementation of the EEO 
Plan in conformance with state and federal regulations and 
guidelines.

Monitor equal employment opportunity progress.

Provide strategies to meet the Plan requirements, and 
provide suggestions for EEO Plan revisions, as appropriate.

EEOAC Charge:
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EEOAC Membership Composition:  Stormy Miller Sabia, Lauren Servais (Administrators/Co-Chairs); Tonya Hersch (Administrator); Cara Kreit, Manjit Kang, Aneissa Rosas-Sanchez (Faculty); Alexander Jacamo, Katerine Alvarado Wing (Staff); Angela Olmanson, Holley Shafer (Administrator/Resources); Nekoda Harris (EEO Officer); Student Representatives (2 vacancies).
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EEO Plan Developed in collaboration with EEO Advisory Committee.Reviewed and adopted at regular meeting, NOT on consent.Cover a period of 3 years.Submitted to Chancellor’s Office at least 90 days prior to adoption.Comments received back from Chancellor’s Office to be presented to district governing board prior to adoption.Districts must annually review their plans during a regular meeting of the governing board and assess progress towards meeting EEO program goals.If district has not met program goals described in EEO Plan, shall revise plan to specify efforts to meet goals.
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EEO plans must identify what specific pre-hiring, hiring, and post-hiring EEO strategies that the district will implement with timelines. COM's Component 13 has 26 Strategies identified for the next 3 years. No recommendations on any of the components, minimal feedback on a few (8). Recommendation to adapt the minimal feedback from Chancellor's Office. Note: Minimal Feedback indicates that a component or strategy may benefit from minor updates, greater attention to detail, or slight modifications.Extended Recommendation  NoneMinimal Feedback Component 1, 4, 6, 9, 10, 11, 12 & 13 (total: 8)No Feedback Component 2, 3, 5, 7, & 8 (no recommendations on the rest of the components)Component 13Pre-hiring – 6 Strategies, 2 with Minimal Feedback Hiring – 7 Strategies, 3 with Minimal Feedback Post Hiring – 6 Strategies, 2 with Minimal Feedback 

https://cvc.edu/student-resources/counseling-2/
https://creativecommons.org/licenses/by/3.0/
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Where we are going, Year 1...
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Pre-HiringIdentify training focusing on institutional definitions of equity, equity-mindedness, and anti-racism.   All academic programs identify and carry out data-informed, equity-minded, program-specific changes through the program review process.  HiringResearch and implement online training for screening committees to support the elimination of bias in recruitment and hiring. Continue to define and identify the roles and responsibilities of the EEO Representative.  Embed CCC career exploration activities within career services, learning communities, work-study, tutors, and mentor program. Post-HiringConduct surveys to identify professional development needs and to assess inclusion and sense of belonging. Expand the new employee orientation program to increase engagement and retention.  Support the skill development and career advancement of classified staff. 



Thank you!
Julie Breakstone and Kirsten Gisle, Employment Services Coordinators

EEOAC

Dr. Holley Shafer, Director of Institutional Effectiveness

Maria Coulson, Academic Senate President

Screening Committee Members

Classified Professional Liaison Committee (CPLC)

Dr. Jonathan Eldridge and Mia Robertshaw
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