


force was sparked by a statewide study by the Campaign for College Opportunity 
(collegecampaign.org/wp-content/uploads/2018/03/2018-Left-Out-Executive-Summary-
Final.pdf) which found that in the California Community College system, the 
demographics of campus faculty and senior leadership is not representative of the racial 
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The Task force met for six months from April through September of 2019. Specifically, the 
Task force met on April 8, May 17, June 24, July 19, August 22, and September 4. 
Throughout the process, the Task force engaged additional statewide stakeholders to 
learn more about unconscious bias, and policies and practices that support faculty of 
color retention. The statewide experts who presented to the Task force include: 

�x Eugene Whitlock. May 17, 2019 meeting presentation on “Addressing Unconscious 
Bias: Why it Matters for How We Hire and How We Teach.” 

�x Dr. Luke Lara, Mira Costa College. July 19, 2019 panel moderator for “Faculty of Color Retention.” 

�x Dr. Maria Figueroa, Mira Costa College. July 19, 2019 panelist on “Faculty of Color Retention.” 

�x Dr. Karen Chow, DeAnza College. July 19, 2019 panelist on “Faculty of Color Retention.” 

�x Dr. Manuel Velez, San Diego Mesa College. July 19, 2019 panelist on “Faculty of Color Retention.” 

�x Dr. Edward Pohlert, Mira Costa College. July 19, 2019 panelist on “Faculty of Color Retention.” 

Analysis 

The Landscape of Diversity Efforts 
With the help of the Success Center at the Foundation for California Community Colleges 
and Chancellor’s Office staff, the Task force reviewed academic literature and a landscape 
of diversity efforts in private and public worksites. Literature on campus diversity efforts 
looks at ethnic and racial diversity through the lens of faculty, staff, and students, with 
consistent themes of recruitment, retention, and support. Three ways in which colleges 
tend to engage in these efforts is through individual, interactional, or institutional 
strategies. Individual efforts include faculty and student mentoring, interactional efforts 
include cultivating buy-in and building an environment conducive to diversity, and 
institutional efforts include larger scale actions a department or institution takes to 
reorient itself towards improving diversity. 

Colleges and universities around the country are beginning to recognize and invest in 
diversity. Across worksites institutional leaders are establishing fellowship programs, 
targeted pilots for hiring, creating institutional diversity offices, and award programs to 







Opportunity plan templates, and multiple measures certification forms by September 
2020. This will require the Chancellor’s Office to collaborate with the Consultation Council 
and existing statewide advisories. (See Attachment 3: California Community Colleges 
Diversity, Equity and Inclusion Statement) 

Recommendation 3: Support the updated 2020-21 budget proposal submitted by the Task 
force, to augment statewide resources that will advance the implementation of the 
diversity, equity and inclusion integration plan. This proposal calls for $60.4 million in 
ongoing funding and $16 million in one-time funding. (See Attachment 4: Updated 2020-
21 Faculty and Staff Diversity Budget Change Proposal). 
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Item 2.8, Attachment 2: Vision for Success Diversity, Equity and Inclusion 
Integration Plan 

Background 

The Vision for Success Diversity, Equity, and Inclusion Task force (Task force) identified a 
set of diversity strategies based on research and diversity efforts by state and national 
institutions. The strategies were adopted as recommendations focused on a theory of 
change. The theory of change states that, if educational achievement and social mobility 
for California Community College (CCC) students is intrinsic in the Vision for Success, then 
faculty and staff diversity are a key driver for this work. Furthermore, community colleges 
and districts must be empowered to design, implement and reinforce policies, procedures 
and individual behaviors that serve to cultivate an inclusive ecosystem focused on equity 
and mutual respect in order to recruit, retain and support a diverse workforce that is 
continually responsive to the needs of a diverse student population. 

The proposed diversity strategies are part of a system-wide integration plan to address 
faculty and staff diversity, including full-time and part-time faculty, classified staff, and 
educational administrators. The plan is an organizational strategy meant to help guide 
the future work of statewide organizations who will be engaging in the development and 
implementation of these strategies. The Task force recommends that this Integration Plan 
be treated as a roadmap that can be continually updated and should be annually revised 
to account for progress towards the strategies and activities listed, and adapt to the 
ongoing needs of the California Community College System. 

Integrated Strategies 

The integration plan assumes the proposed recruitment, retention, and support strategies 
can be adopted at the system and local level within 1-5 years (in some cases multiyear) to 
change equal employment opportunity (EEO) policies, procedures, and practices in 
collaboration with stakeholder associations and the Consultation Council. 

These strategies and the related activities fall into three categories: 
1. Institutional strategies driven by policy changes. 

2. Interactional strategies driven by changes to existing procedures. 

3. Individual strategies driven by activities that promote supportive and inclusive 
behaviors. 

In addition, the proposed institutional, interactional and individual strategies are aligned 
to the Vision for Success core commitments. The Task force affirms that because faculty 
and staff diversity is a driver for the educational achievement and social mobility of our 
students, the Integration Plan as a whole helps our system achieve the first commitment 
in the Vision for Success—focus relentlessly on students end goals. 





Tier 1 Activity: HR and ASCCC to disseminate information on how selection 
committee



Tier 1 Activity: Chancellor’s Office EEO and Diversity Advisory Committee to 
re-evaluate the 



Strategy F: Adopt a statewide diversity statement and incorporate the diversity 
statement into the mission of the California Community College System. 
Encourage colleges to adopt a diversity statement as part of their mission 
statement. 

Tier 1  



Tier 1 Activity: HR, Administration, Department Chairs and Student Services 
to collaborate on updating faculty hiring procedures and methods to 
include open houses. 

Tier 1 Activity: CCCCO to provide guidance on best practice hiring 
procedures.



Tier 1 Activity: ASCCC to provide guidance for evaluation and tenure review 
committees. 

Tier 1 Activity: CCCCO partner to create a model for performance evaluation 
criteria with ASCCC and ACHRO that holds all employees accountable for 
successfully serving diverse student populations. 

Strategy D: Conduct exit interviews of faculty who leave. 

Tier 1 Activity: CCCCO and ACHRO to develop model language for exit 
interviews to assess perspectives on how the prevailing culture impacts 
diversity, attitudes towards diverse student and employee groups, 
awareness and success of diversity programs, likelihood of recommending 
districts to diverse job applicants, impact of current level of diversity on 
decision to leave. 

Tier 1 Activity: Districts and colleges to collect data about those exit 
interviews to inform strategies for improving retention. 

Strategy E: Provide equivalency guidance and professional development. 

Tier 1 Activity: CCCCO and ASCCC to partner to release statewide guidance 
on equivalency process and policies. 

Tier 1 Activity: CCCCO require that equivalency committees receive the 
same training as hiring committees. 

Vision for Success Commitment 7: Lead the work of partnering across systems 

Strategy A: Diversify hiring or screening committees with members of diverse 
educational background, gender, and ethnicity. 

Tier 1 Activity: ASCCC and ACHRO to provide guidance on hiring 
committees: examples to diversify committee, what these committees 
should look like, and models for candidate evaluation. 

Tier 1 Activity: ACHRO to develop a model to evaluate the composition of 
local hiring committees with a diversity, equity, and inclusion lens, and 
partner with CCCCO and ASCCC to release statewide guidance. 

Tier 1 Activity: ASCCC and HR to develop model job descriptions, vacancy 
announcements, screening criteria, interview questions, and other 
employee selection procedure language to est



Tier 2 Activity: Districts and colleges to revise their policies and procedures 
every 5 years and include cross-functional staff in hiring and screening 
committees (i.e. including staff from other disciplines, departments, 
divisions, classified staff, etc.). 

Tier 2 Activity: CCCCO and ACHRO create modules that outline a process for 
improving and diversifying screening and hiring committees to provide 
guidance to the field. 

List of Individual Diversity Strategies 

Vision for Success Commitment 2: Always design and decide with the student in mind 

Strategy A: Provide campus-wide cultural competency and implicit bias training. 

Tier 1 Activity: CCCCO create an online module on cultural competency, 
implicit bias, and longitudinal analysis to upload to the Vision Resource 
Center and any relevant websites. 

Tier 2 Activity: ACHRO, Association of California Community College 
Administrators (ACCCA), Association of Chief Business Officers (ACBO), 
ASCCC, classified senate leaders, and union leaders to develop principles to 
integrate cultural competency into all existing statewide association 
certificate programs. 

Strategy B: Provide professional support for classified staff to build capacity and 
career growth with an emphasis on equity and diversity. 

Tier 1 Activity: CCCCO to evaluate how the caring campus pilot program can 
be scaled and the resources that would be needed. 

Tier 2 Activity: CCCCO to advocate for additional systemwide professional 
development support with an equity and diversity lens for classified staff in 
2020-21. 

Strategy C: Encourage and facilitate dialogue between ASCCC and Administration 
on faculty evaluation processes to demonstrate continued commitment to 
diversity. 

Tier 1 Activity: CCCCO collaborate with the ASCCC, CCLC, ACHRO, and 
unions to facilitate this dialogue at statewide conferences. 

Tier 2 Activity: BOG to create a workgroup with a set timeline to require 
CCCCO, ASCCC, ACHRO, and unions to develop model performance 
evaluation criteria and procedures to hold all employees accountable for 
successfully serving diverse student populations. 



Vision for Success Commitment 3: Pair high expectations with high support 

Strategy A: Establish pipeline programs to diversify the faculty applicant pools. 

Tier 1 Activity: ASCCC and CCCCO partner to provide statewide guidance 
and clarity on minimum qualifications (preferred vs required). 

Tier 2 Activity: CCCCO to secure funding to create a statewide internship 
program and pipeline for graduate students to teach at California 
Community Colleges. 

Strategy B: Provide faculty and staff (classified and administrators) mentoring 
opportunities at colleges. 

Tier 1 Activity: ASCCC and CCLC collaborate to educate districts, colleges, 
trustees, and CEO’s on the impact of mentoring programs.



Tier 2 Activity: ASCCC and ACHRO to create guidelines to develop local 
forums for dialogue. 

Vision for Success Commitment 6: Enable action and thoughtful innovation 

Strategy A: Recognize and support faculty and staff (classified and administrators) 







https://www.cccco.edu/-/media/CCCCO-Website/About-Us/Reports/Files/vision-for-success.ashx








Contact Information 
Proposal Primary Contact: Dr. Daisy Gonzales 
Division/Organization/College: CCCCO 
Email Address: dgonzales@cccco.edu 

Approval for Submission 
To be considered for inclusion in the 2020-21 Budget and Legislative Request the proposal 
must be approved by one of the following, as appropriate: Chancellor’s Office Division 
Executive Vice Chancellor, Vice Chancellor or Chief Counsel, Consultation Council 
representative, or district/college Chief Executive Officer or General Counsel. 
Approved By: Dr. Daisy Gonzales 
Title: Deputy Chancellor 

Email this completed form to Imran Majid and Hilary Thomson by June 28, 2019. 
Please email Imran Majid (imajid@cccco.edu) or Hilary Thomson (hthomson@cccco.edu) 
with any questions or comments. 




