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Executive Summary 
 
The Shasta-Tehama-Trinity Joint Community College District (“District”) has revised its 2016-
2019 Equal Employment Opportunity (“EEO”) Plan to reflect the evolving demographics of its 
workforce, conduct a strategic assessment of availability and utilization, align its workforce 
diversity efforts with the demographics of its students and community, and develop a strategic 
plan of action designed to achieve measurable improvements in student success outcomes. 
 
The District compared its workforce to a composite availability estimate prioritizing its student 
population and local community population demographics. The results show the District is a 
regional leader in workforce diversity, exceeding the population estimates for its communities 
provided by the U.S. Census Bureau in nearly every category for non-white race and ethnicity 
groups. The District has not equaled the diversity of its student population, which includes a 
higher percentage of Hispanic representation than any job category. As a result, the District is 
prioritizing achieving positive progress towards increasing student success outcomes by 
ensuring it is attracting and hiring a diverse workforce representative of all socioeconomic, 
race, ethnicity, sex, and other groups. 
 
Disaggregated analyses of job categories and hiring process phases reveal the District may 
achieve positive progress by clearly communicating minimum qualifications and equivalency 
procedures to job applicants, increasing the emphasis on identifying candidates likely to be 
successful in closing its equity gaps by improving the educational outcomes for diverse 
students, and focusing recruitment efforts on sources capable of providing diverse applicant 
pools representative of all socioeconomic, race, ethnicity, sex, and other groups. 
 
While the District’s 2016-2019 EEO Plan has resulted in gradual progress towards greater 
workforce diversity, the District expects a more focused, data-driven implementation of the 
2019-2022 EEO Plan will yield more significant positive progress. 
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Presentation of Data Analyses 
 
The District has evaluated availability, workforce utilization, applicant pools, qualified applicant 
pools, hiring outcomes, and hiring process outcomes by race, ethnicity, and sex to determine 
whether and where opportunities to positively impact workforce diversity exist. 
 
Underutilization Analyses Findings 
The District analyzed its workforce composition, applicant pools, qualified applicant pools, and 
hiring process phases to identify underutilization and barriers to greater workforce diversity in 
terms of race, ethnicity, and sex. 
 
Underutilization was measured by creating a composite availability statistic for race, ethnicity, 
and sex combining the District’s student population, local community, state of California, and 
United States demographics as follows: 
 
Student population:    60% weight 
Local community population:  25% weight 
State of California population: 10% weight 
United States population:  5% weight  
     100% total 
 
The weights assigned reflect the District’s prioritization on providing its students and 
community a representative workforce sharing similar perspectives, experiences, cultures, and 
conditions as a primary method for improving student success outcomes. The weights also 
acknowledge the need for more broad recruitment efforts to achieve a more diverse 
workforce. 
 
Total Workforce: 

 
 
An analysis of the total workforce, which included all permanent employees, shows white 
employment exceeds the identified availability by a significant margin (86% representation and 
69% availability). Hispanic employment falls below the identified availability by a significant 
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margin (7.1% representation and 16.3% availability). As a result of these findings, the District is 
prioritizing recruitment efforts likely to increase the number of qualified Hispanic applicants 
within its broad recruitment and outreach efforts to attract qualified applicants from all race, 
ethnicity, and sex groups. 
 
Overall workforce employment data shows males and females are employed within a reasonable 
range of the identified availability. As a result, the District is not prioritizing efforts likely to 
increase the number of qualified applicants from either group. 
 
 
Administration: 

 
 
An analysis of the District’s management workforce, Administrator positions, revealed all race 
and ethnicity groups are employed within a reasonable range of the identified availability. As a 
result, the District is not prioritizing efforts likely to increase the number of qualified applicants 
from any group exclusively for Administrator positions. However, given the overall workforce 
underutilization for Hispanic employees, the District will use the same recruiting strategies 
prioritizing recruitment efforts likely to increase the number of qualified Hispanic applicants 
within its broad recruitment and outreach efforts to attract qualified applicants from all race, 
ethnicity, and sex groups. 
 
Administrator position employment data shows males and females are employed within a 
reasonable range of the identified availability. As a result, the District is not prioritizing efforts 
likely to increase the number of qualified applicants from either group. 
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Faculty:

 
 
An analysis of the District’s Faculty workforce, which included all full-time and part-time 
instructional and non-instructional faculty employees, shows white employment exceeds the 
identified availability by a significant margin (86% representation and 69.7% availability). 
Hispanic employment falls below the identified availability by a significant margin (7.1% 
representation and 12.1% availability). Black employment also falls below the identified 
availability by a significant margin (3.3% representation and 8.1% availability). As a result of 
these findings, the District is prioritizing recruitment efforts likely to increase the number of 
qualified Hispanic and black applicants within its broad recruitment and outreach efforts to 
attract qualified applicants from all race, ethnicity, and sex groups. 
 
Overall workforce employment data shows males and females are employed within a reasonable 
range of the identified availability. As a result, the District is not prioritizing efforts likely to 
increase the number of qualified applicants from either group. 
 
Applicant Pool Analysis Findings 
The District conducted applicant pool and hiring analyses for the prior five years (2014 – 2019). 
The analyses measured the presence of candidates from diverse race, ethnicity, and sex groups 
in the applicant pool with the final hiring decisions. To create meaningful analyses capable of 
demonstrating significant trends, the District conducted the analyses for aggregated groups of 
Administration positions, Faculty positions, and Classified positions. 
 
Administration: 
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An analysis of the applicant pools for Administration positions shows a significant difference in 
the hiring of females (4.18% of female applicants were hired and 2.44% of male applicants 
were hired). Female applicants accounted for 64.7% of the hired employees and males 
accounted for 35.3% of new hires. The difference is consistent with the District’s availability 
estimates of 60.3% for females and 39.7% for males and does not suggest a potential issue 
with male employment in Administration positions over the prior five years. 
 
The analysis of applicant pools by race and ethnicity shows a significant difference in the hiring 
of Asian candidates when compared to Hispanic candidates (4.63% of Hispanic applicants were 
hired compared to 0% of Asian candidates). Hispanic candidates accounted for 10.2% of all 
District hires in Administration positions and Asian candidates accounted for 0% of hires. The 
majority of hires (87.8%) were white candidates. Given the District’s racial demographics for 
Administration employees is similar to the measured availability for all race and ethnicity 
groups, this finding does not suggest a potential issue with Asian employment in 
Administration positions over the prior five years. However, as the majority of hires made 
during the prior five years were white applicants, the District will continue to prioritize 
identifying diverse applicant pools for Administration positions and identifying potential 
barriers to employment within its hiring processes through longitudinal hiring phase analyses. 
 
Faculty: 

 
 
An analysis of the applicant pools for Faculty positions shows a significant difference in the 
hiring of females (6.60% of female applicants were hired and 4.94% of male applicants were 
hired. Female applicants accounted for 58.4% of the hired employees and males accounted for 
41.6% of new hires. The difference is consistent with the District’s availability estimates of 
53.7% for females and 46.3% for males and does not suggest a potential issue with male 
employment in Faculty positions over the prior five years. Further, the District has identified 
female representation among full-time Faculty positions as an area for improvement (currently 
45% female and 55% male) and these results suggest prior recruitment efforts have resulted in 
positive progress. 
 
The analysis of applicant pools by race and ethnicity shows a significant difference in the hiring 
of black candidates and Asian candidates when compared to white candidates (2.5% of black 
applicants and 3.3% of Asian applicants were hired compared to 6.7% of white applicants). 
Black candidates accounted for 1.9% and Asian candidates accounted for 5.3% of all District 
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hires in Administration positions and white candidates accounted for 87.1% of hires. The 
District further refined its analysis to remove applicants voluntarily withdrawing from 
consideration and failing to meet minimum qualifications. The analysis shows no adverse 
impact in hiring decisions for black or Asian applicants. Conversely, the analysis shows Hispanic 
applicants had the highest selection rate and white applicants were the only group impacted 
significantly (4.8% compared to 3%): 
 

 
 
As a result of these findings, the District determined there are no substantial concerns with the 
hiring of black and Asian applicants. Given the District’s emphasis on achieving greater 
workforce diversity for Hispanic employees, the findings suggest positive progress was 
achieved during the prior five years. 
 
Classified: 

 
 
An analysis of the applicant pools for Classified positions shows nearly equivalent rates of 
hiring of female and male applicants (5.80% of female applicants and 5.82% of male applicants 
were hired). 
 
The analysis of applicant pools by race and ethnicity shows a significant difference in the hiring 
of white, Hispanic, and Native American candidates when compared to Asian candidates (5.8% 
of white applicants, 5.4% of Hispanic applicants, and 1% of Native American applicants were 
hired compared to 7.7% of Asian candidates). White candidates accounted for 81.4% of all 
District hires in Classified positions, Hispanic candidates accounted for 8.8%, Native American 
candidates accounted for 2.3%, and Asian candidates accounted for 5% of hires. 
 
Given the majority of Classified employees and hires have historically been white candidates, 
the results do not suggest potential issues for white applicants. The relatively small 
percentages of black, Hispanic, Asian, and Native American applicants, when compared with 
white applicants, suggest the District will benefit from continued efforts prioritizing more 
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diverse applicant pools for Classified positions and identifying potential barriers to 
employment within its hiring processes through longitudinal hiring phase analyses. 
 
Qualified Applicant Pool Analyses 
The District conducted analyses of its initial and qualified applicant pools for all job openings, 
Administration, Faculty (full-time and part-time), clerical, professional, service/maintenance, 
skilled craft, and technician/paraprofessional positions by race, ethnicity, and sex. 
 
All positions - Race 

 
 
The analysis shows 92% of Native American, 91.7% of white, 89% of black, 90% of Hispanic, and 
91.6% of Asian applicants met the minimum qualifications. The results suggest the District may 
positively impact its efforts at creating more diverse workforces through increased efforts to 
attract qualified black and Hispanic applicants. 
 
All positions – Sex 

 
 
The analysis shows 92% of male and 91% of female applicants met minimum qualifications. The 
results do not suggest focused efforts for either group are warranted. 
 
Administration positions – Race 

 
 
The analysis shows 96% of Asian, 93.8% of Native American, 88.5% of white, 90.4% of black, 
and 81.7% of Hispanic applicants met the minimum qualifications. The results suggest the 
District may positively impact its efforts at creating more diverse workforces through increased 
efforts to attract qualified black and Hispanic applicants. 
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Administration positions – Sex 

 
 
The analysis shows 87.7% of male and 90.1% of female applicants met minimum qualifications. 
The results do not suggest focused efforts for either group are warranted. 
 
Full-time Faculty positions – Race 

 
 
The analysis shows 89.7% of Asian, 83.3% of Native American, 86.2% of white, 79.4% of black, 
and 85% of Hispanic applicants met the minimum qualifications. The results suggest the District 
may positively impact its efforts at creating more diverse workforces through increased efforts 
to attract qualified black, Hispanic, and Native American applicants. 
 
Full-time Faculty positions – Sex 

 
 
The analysis shows 89.3% of male and 82.4% of female applicants met minimum qualifications. 
The results suggest the District may positively impact its efforts at creating more diverse 
workforces through increased efforts to attract qualified female applicants. 
 
Part-time Faculty positions – Race 

 
 
The analysis shows 96.2% of Native American, 90.1% of white, 91.8% of black, 91.6% of 
Hispanic, and 86.4% of Asian applicants met the minimum qualifications. The results suggest 
the District may positively impact its efforts at creating more diverse workforces through 
increased efforts to attract qualified Hispanic and Asian applicants. 
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Part-time Faculty positions – Sex 

 
 
The analysis shows 91.1% of male and 89.9% of female applicants met minimum qualifications. 
The results do not suggest focused efforts for either group are warranted. 
 
Professional positions – Race 

 
 
The analysis shows 98.1% of black, 98% of white, 94.6% of Hispanic, 97.8% of Asian, and 91.2% 
of Native American applicants met the minimum qualifications. The results suggest the District 
may positively impact its efforts at creating more diverse workforces through increased efforts 
to attract qualified Hispanic and Native American applicants. 
 
Professional positions – Sex 

 
 
The analysis shows 97.4% of male and 97.6% of female applicants met minimum qualifications. 
The results do not suggest focused efforts for either group are warranted. 
 
Service/Maintenance positions – Race 

 
 
The analysis shows 100% of black, 92.8% of white, 96.6% of Hispanic, 88.9% of Asian, and 
92.9% of Native American applicants met the minimum qualifications. The results suggest the 
District may positively impact its efforts at creating more diverse workforces through increased 
efforts to attract qualified Hispanic, Asian, and Native American applicants. 
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Service/Maintenance positions – Sex 

 
 
The analysis shows 94.7% of male and 88.8% of female applicants met minimum qualifications. 
The results suggest the District may positively impact its efforts at creating more diverse 
workforces through increased efforts to attract qualified female applicants. 
 
Skilled Craft positions – Race 

 
 
The analysis shows 100% of Asian, 100% of Native American, 93.6% of white, and 50% of 
Hispanic applicants met the minimum qualifications. There were no black applicants for Skilled 
Craft positions during the prior year. The results suggest the District may positively impact its 
efforts at creating more diverse workforces through increased efforts to attract qualified black 
and Hispanic applicants. 
 
Skilled Craft positions – Sex 

 
 
There were no female applicants for Skilled Craft positions. The results suggest the District may 
positively impact its efforts at creating more diverse workforces through increased efforts to 
attract qualified female applicants. 
 
Technician/Paraprofessional positions – Race
 

 
 
The analysis shows 100% of Hispanic, 96% of white, 83.3% of black, 100% of Asian, and 100% of 
Native American applicants met the minimum qualifications. The results suggest the District 
may positively impact its efforts at creating more diverse workforces through increased efforts 
to attract qualified black applicants. 
 
 
 
 



14 

Technician/Paraprofessional positions – Sex 

  
 
The analysis shows 97.2% of male and 95.8% of female applicants met minimum qualifications. 
The results do not suggest focused efforts for either group are warranted. 
 
 
Longitudinal Hiring Process Phase Analyses 
The District conducted analyses of its hiring process phases for all job openings, 
Administration, Faculty (full-time and part-time), clerical, professional, service/maintenance, 
skilled craft, and technician/paraprofessional positions by race, ethnicity, and sex. This analysis 
focuses on the experience for Hispanic applicants as the primary area of interest for increasing 
the District’s workforce diversity, based on its underutilization determination. 
 
All positions – Hispanic applicants were impacted in meeting minimum qualifications and being 
offered a position following the second interview when compared with other race group 
applicants. Hispanic applicants had similar experiences in being selected for an initial interview 
and being selected for the second interview as other race groups. 
 
Administration positions – Hispanic applicants were impacted in meeting minimum 
qualifications and being selected for an initial interview when compared with other race group 
applicants. Hispanic applicants had similar experiences in being selected for the second 
interview and being offered a position as other race groups. 
 
Full-time Faculty positions – Hispanic applicants were impacted in being offered a position 
following the second interview when compared with other race group applicants. Hispanic 
applicants had similar experiences in meeting minimum qualifications, being selected for an 
initial interview, and being selected for the second interview as other race groups. 
 
Part-time Faculty Positions – Hispanic applicants were impacted in meeting minimum 
qualifications and being selected for a second interview when compared with other race group 
applicants. Hispanic applicants had similar experiences in being selected for the first interview 
and being offered a position as other race groups. 
 
Clerical positions – Hispanic applicants were impacted in being offered a position following the 
second interview when compared with other race group applicants. Hispanic applicants had 
similar experiences in meeting minimum qualifications, being selected for an initial interview, 
and being selected for the second interview as other race groups. 
 
Professional Positions – Hispanic applicants were impacted in meeting minimum qualifications, 
being selected for an initial interview, and being offered a position when compared with other 
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race group applicants. Hispanic applicants had similar experiences in being selected for the 
second interview as other race groups. 
 
Service/Maintenance positions – Hispanic applicants were impacted in being selected for the 
first interview when compared with other race group applicants. Hispanic applicants had 
similar experiences in meeting minimum qualifications, being selected for the second 
interview, and being offered a position as other race groups. 
 
Skilled Craft Positions – Hispanic applicants were impacted in meeting minimum qualifications 
when compared with other race group applicants. Hispanic applicants had similar experiences 
in being selected for the first interview, being selected for a second interview, and being 
offered a position as other race groups. 
 
Technician/Paraprofessional positions – Hispanic applicants were impacted in being selected 
for the second interview when compared with other race group applicants. Hispanic applicants 
had similar experiences in meeting minimum qualifications, being selected for the first 
interview, and being offered a position as other race groups. 
 
Overall Data Analyses Conclusions 
 
The District is a regional leader in workforce diversity due to the concentration of white 
residents in the more rural populations of northern California. While the District employs a 
diverse workforce when compared to the communities it serves, the student population 
continues to be more diverse than staff and faculty, particularly for Hispanic students and 
employees. The analyses show the District’s hiring processes do not disfavor any individual 
race, ethnicity, or sex group systemically. Achieving greater diversity will likely result from more 
diverse applicant pools, communicating minimum qualification and equivalency procedures 
more clearly in job advertisements, soliciting applicants broadly from sources capable of 
providing qualified applicants from all race, ethnicity, and sex groups, and continuing efforts to 
prioritize the ability to successfully serve students from a diverse range of socioeconomic, race, 
ethnicity, sex, and other backgrounds in its hiring processes. 
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Strategic Implementation Plan 
 
The District will continue to develop, implement, evaluate, and revise its multiple methods to 
increase the likelihood the EEO Plan results in positive progress towards a more diverse 
workforce. 
 
The strategic focus for the 2019-2022 EEO Plan will be working with the Academic Senate and 
other stakeholders to: 
 

1. Increase the District’s emphasis on evaluating candidates based on their ability to 
successfully serve students from diverse socioeconomic, race, ethnicity, sex and other 
groups; 
 

2. Evaluate the success of prior recruitment efforts to attract more diverse applicant 
pools; 
 

3. Revise recruitment efforts where inadequate success has occurred; 
 

4. Revise hiring procedures to better accommodate outreach to applicants outside the 
District’s communities, such as conducting video interviews rather than requiring travel 
to the District for initial interviews; 
 

5. Revise hiring procedures to ensure more diverse hiring committees, in terms of 
disciplines and areas of technical expertise as well as demographic makeup; 
 

6. Revise EEO training content to add depth to discussions on explicit and implicit biases, 
strategies for overcoming biases, awareness of the positive impacts of diverse 
workforces on student success, and assessing candidates’ abilities to serve diverse 
student populations successfully; 
 

7. Build relationships with a broad range of community and recruiting networks to attract 
more diverse applicant pools; 
 

8. Address workplace culture and values impacting the District’s ability to attract and 
retain a diverse workforce; 
 

9. Identify and implement other efforts which may positively impact the District’s 
workforce diversity. 
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Equal Employment Opportunity Plan 
Summary Requirements 
 
Proposition 209 passed by California voters outlawed the use of affirmative action plans in 
California community colleges.  However, many regulations in Title 5 remain in effect and 
Districts must comply with them.  In 2007, the Chancellor’s Office issued a Model EEO Plan 
which would comply with the requirements of Title 5.  In 2014, the Chancellor’s Office required 
each district to have an approved EEO Plan that is a “living” document to which each college 
should adhere. The following components include all sections required by the Chancellor’s 
Office. 
 
Component 1 – I.  Introduction 
This is a statement by the Chief Executive Officer addressing the Plan adoption by the 
Governing Board. 
 
Component 2 – II.  Definitions 
These are definitions of ethnic minorities and other language used throughout the plan. 
 
Component 3 – III.  Policy Statement 
This is a statement of commitment to the principles of equal employment opportunity, and 
spells out the categories for protection against discrimination. 
 
Component 4 – IV.  Delegation of Responsibility, Authority and Compliance 
This section explains the general responsibilities of the Governing Board, 
Superintendent/President, Equal Employment Opportunity Officer, and Equal Employment 
Opportunity Advisory Committee. 
 
Component 5 –  V.  Advisory Committee 
This section addresses the role of the advisory committee in assisting the District in 
implementing the plan.  It outlines the composition of the committee and its functions. 
 
Component 6 – VI.  Complaints 
This section outlines to whom a complaint can be filed (the EEO Officer), the timeline for 
completion of an investigation, and the provision that copies of the complaints will be 
forwarded to the Chancellor’s Office. 
 
Component 7 – VII.  Notification to District Employees 
This section outlines how and to whom the policy statement and plan will be distributed to 
employees.   
 
Component 8 – VIII.  Training for Screening/Selection Committees 
This section explains that persons serving in the screening/selection process will participate in 
training on Title 5 requirements and other EEO regulations.   
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Component 9 – IX.  Annual Written Notice to Community Organizations 
This section states that written information will be provided to appropriate community-based 
and professional organizations regarding the plan.  It also solicits their assistance in identifying 
diverse qualified candidates for open positions, and provides contact information including 
multiple methods for obtaining information about available positions at the college. 
 
Component 10 – X.  Analysis of District Workforce and Applicant Pool 
This section identifies an annual survey of the District’s employee population and an analysis of 
applications for employment to evaluate the District’s progress in implementing the plan.   
 
Component 11 – XI.  Analysis of Degree of Underrepresentation and Significant 
Underrepresentation 
This section describes the additional steps that will be taken should the District determine that 
a particular monitored group is significantly underrepresented. 
 
Component 12 – XII.  Methods to Address Underrepresentation 
This section describes the methods that will be used should the District identify particular 
monitored groups that are significantly underrepresented.   
 
Component 13 – XIII.  Additional Steps to Remedy Significant Underrepresentation 
This section describes the measures that will be applied should the District identify particular 
monitored groups as significantly underrepresented.   
 
Component 14 – XIV.  Other Measures Necessary to Further Equal Employment Opportunity 
This section describes additional measures the District will take in implementing the diversity 
plan. 
 
Component 15 – XV.  Persons with Disabilities Accommodations 
This section is related to individuals with disabilities.  It describes steps to be taken to 
accommodate employees and applicants with disabilities.  It outlines analysis similar to that 
contained in Component 10 and may contain goals for addressing significant 
underrepresentation.   
 
Component 16 – XVI.  Graduate Assumption Program of Loans for Education 
This section encourages community college students to become qualified for, and seek 
employment as, community college employees, and requires the District to inform students 
about programs that may assist them in completing graduate studies.  While this particular 
program has not been funded in many years, it is still required to be included in the plan. 
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I. Introduction 
 
Equity. Access. Success.  These are the words that appear in bold above the framed version of 
our Mission Statement.  At Shasta College, we value the students we serve and the mission 
that guides us in that service.  I am proud to have dedicated instructors, staff, and leadership 
committed to achieving this mission.  As a result of much planning, we have developed a plan 
to guide us as we strive to provide a more diverse faculty and staff population that mirrors our 
students.    
 
If we are to champion success for all students, we must ascertain that students have access to 
our institution and resources, and we must work diligently for equity of outcomes. 
 
Fostering greater diversity is important if our students and those of us in higher education are 
to thrive in an increasingly diverse world.  Our student population needs and deserves a 
diverse staff and faculty with whom they can connect and relate.  We need faculty and staff 
members at all levels of our organization who reflect our diverse student and community 
populations so that all of our students can identify relevant role models and all of our 
employees find support.  We want all of our students, faculty and staff to feel that they belong 
and matter so that they persist in their goals and achieve success.  
 
With this Plan, Shasta College is moving beyond tolerance and acceptance of diversity towards 
an active commitment to representation and participation, to achieving equity of outcomes for 
our students, and to embracing the creativity and innovation possible through full and inclusive 
participation of diverse professionals at every level of our institution.  The diversity and 
commitment to inclusion we commit to creating through this document will be a powerful and 
tangible presence of our institution’s commitment to serving, embracing, and learning from 
the richness of perspectives available to us.   
 
We have work to do before we get there.  This Plan is one more important step in that journey.  
 
 
 
 
Dr. Joe Wyse 
District Superintendent/President 
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LEGAL AUTHORITY 
California community colleges are mandated by the California Code of Regulations Title 5, 
section 53003(a); and the California Education Code, section 87100 to develop and implement 
an Equal Employment Opportunity Plan. 
 

CALIFORNIA CODE OF REGULATIONS TITLE 5, SECTION 53003(A)—DISTRICT PLAN 
The governing board of each community college district shall develop and adopt a 
district-wide written equal employment opportunity plan to implement its equal 
employment opportunity program. Such plans shall be submitted to the Chancellor’s 
Office. The Chancellor’s Office retains the authority to review district plans on a case-
by-case basis. 
 
CALIFORNIA EDUCATION CODE, SECTION 87100—LEGISLATIVE FINDS AND 
DECLARATIONS: 
 
(a) The Legislature finds and declares all of the following: 

 
(1) In fulfilling its mission within California's system of public higher education, 
the California community colleges are committed to academic excellence and to 
providing all students with the opportunity to succeed in their chosen 
educational pursuits. 
 
(2) Academic excellence can best be sustained in a climate of acceptance and 
with the inclusion of persons from a wide variety of backgrounds and 
preparations to provide service to an increasingly diverse student population. 
 
(3) A workforce that is continually responsive to the needs of a diverse student 
population may be achieved by ensuring that all persons receive an equal 
opportunity to compete for employment and promotion within the community 
college districts and by eliminating barriers to equal employment opportunity. 

 
(b) It is the intent of the Legislature to establish and maintain within the California 
community college districts a policy of equal opportunity in employment for all persons, 
and to prohibit discrimination or preferential treatment based on ethnic group 
identification, or on any basis listed in subdivision (a) of section 12940 of the 
Government Code, as those bases are defined in sections 12926 and 12926.1 of the 
Government Code, except as otherwise provided in section 12940 of the Government 
Code. Every aspect of personnel policy and practice in the community college districts 
should advance the realization of inclusion through a continuing program of equal 
employment opportunity. 
 
(c) The Legislature recognizes that it is not enough to proclaim that community college 
districts must not discriminate and must not grant preferential treatment on 
impermissible bases. The Legislature declares that efforts must also be made to build a 
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community in which nondiscrimination and equal opportunity are realized. It is the 
intent of the Legislature to require community college districts to adopt and implement 
programs and plans for ensuring equal employment opportunity in their employment 
practices. 
 
TITLE 5, SECTION 53026 COMPLAINTS—VIOLATION OF EQUAL EMPLOYMENT 
OPPORTUNITY REGULATIONS 
Each community college district shall establish a process permitting any person to file a 
complaint alleging that the requirements of this subchapter have been violated. A copy 
of the complaint shall immediately be forwarded to the Chancellor, who may require 
that the district provide a written investigative report within ninety (90) days. 
Complaints that also allege discrimination prohibited by Government Code sections 
11135 et seq. shall be processed according to the procedures set forth in subchapter 5 
(commencing with section 59300) of Chapter 10 of this division. 

 
II. Definitions 
 
1)  Adverse Impact: a statistical measure (such as those outlined in the Equal Employment 

Opportunity Commission (EEOC) EEOC’s Uniform Guidelines on Employee Selection 
Procedures) of pass/fail rates for employee selection procedures indicating a 
disproportionate negative impact on one or more protected race, ethnicity, or sex 
groups. 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. 
 

2)  Business Necessity: circumstances which justify an exception to the requirements of 
Title 5, Section 53021(b)(1) because compliance with that section would result in 
substantial additional financial cost to the district or pose a significant threat to human 
life or safety. Business necessity requires greater financial cost than mere business 
convenience. Business necessity does not exist where there is an alternative that will 
serve business needs equally well.  
 

3)  Chancellor’s Office: California Community College’s Chancellor’s Office.  
 
4) Cultural Proficiency: involves successful teaching and other interactions with students 

and colleagues from a variety of cultures. It requires a contextual understanding that 
numerous social and institutional dynamics, including the effects of inequities, affect 
how students have been taught and treated, and translates that understanding to the 
removal of barriers to student success. 

 
5) Culture: refers to shared characteristics within a group or society: shared knowledge 

and beliefs, values, behavioral expectations, and principles widely used or recognized. 
Culture refers to much more than simply race and ethnicity. 
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6) Disability: a physical or mental impairment substantially limiting one or more major life 
activity. This includes people who have a record of such impairment, even if they do not 
currently have a disability. It also includes individuals who do not have a disability but 
are regarded as having a disability. The ADA also makes it unlawful to discriminate 
against a person based on that person’s association with a person with a disability. 

 
7)  Diversity: a condition of broad inclusion in an employment environment that offers 

equality, respect, and equity for all persons. A diverse educational community 
recognizes the educational benefits that flow from employee populations that are 
varied by age, ancestry, color, gender, gender identity, gender expression, genetic 
information, marital status, medical condition, national origin, parental status, physical 
or mental disability, race, religion, sexual orientation, and veteran status, among other 
socioeconomic characteristics. 
 

8)  Equal Employment Opportunity: 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 without regard for an individual’s legally protected statuses. Equal employment 
opportunity should exist at all levels and in all job categories listed in Title 5, Section 
53004(a). Ensuring equal employment opportunity also involves creating an 
environment that fosters cooperation, acceptance, democracy, and free expression of 
ideas and that is welcoming to people of all gender identities, persons with disabilities, 
and individuals from all ethnic and other groups protected from discrimination by Title 
5, Section 53000 et seq. 

 
9)  Equal Employment Opportunity Plan: a written document in which the District’s 

workforce is analyzed and specific plans and procedures are set forth for ensuring equal 
employment opportunity and creating greater diversity in all employment categories. 
 

10)  Equal Employment Opportunity Programs: all the various methods by which equal 
employment opportunity is ensured. Such methods include, but are not limited to, 
using nondiscriminatory employment practices, recruiting diverse candidates, 
evaluating selection procedures for adverse impact, developing and implementing 
efforts to improve equity in employment processes, monitoring the success of such 
programs, and revising unsuccessful program components consistent with the 
requirements of Title 5, Section 53006. 
 

11)  (a) Ethnic/Racial Groups: “Ethnic/Racial Groups” referenced in this Plan are those 
defined by the EEOC. Group identity is obtained through voluntary self-identification by 
employees and applicants for employment. 

 
• AMERICAN INDIAN OR ALASKA NATIVE: A person having origins in any of the original 

peoples of North or South America (including Central America), and who maintains 
tribal affiliation or community attachment. 

 



23 

• ASIAN: A person having origins in any of the original peoples of the Far East, 
Southeast Asia, or the Indian subcontinent including, for example, Cambodia, China, 
India, Japan, Korea, Malaysia, Pakistan, the Philippine Islands, Thailand, and 
Vietnam. 

 
• BLACK OR AFRICAN-AMERICAN: A person having origins in any of the black racial 

groups of Africa. 
 

• HISPANIC OR LATINO: A person of Cuban, Mexican, Puerto Rican, South or Central 
American, or other Spanish culture or origin, regardless of race. 

 
• NATIVE HAWAIIAN OR OTHER PACIFIC ISLANDER: A person having origins in any of 

the original peoples of Hawaii, Guam, Samoa, or other Pacific Islands. 
 

• WHITE: A person having origins in any of the original peoples of Europe, the Middle 
East, or North Africa. 

 
• BIRACIAL OR MULTIRACIAL: A person who identifies with two or more racial groups. 

 
(b) Ethnic Group Identification: means an individual’s identification in one or more of 
the ethnic groups reported to the Chancellor pursuant to Title 5, Section 53004. These 
groups shall be more specifically defined by the Chancellor consistent with state and 
federal law. 
 

12) Gender Expression: External appearance of one's gender identity, usually expressed 
through behavior, clothing, haircut, or voice and which may or may not conform to 
socially defined behaviors and characteristics typically associated with being either 
masculine or feminine. 

 
13) Gender Identity: One's innermost concept of self as male, female, a blend of both or 

neither – how individuals perceive themselves and what they call themselves. One's 
gender identity can be the same or different from their sex assigned at birth. 

 
14) Gender Transition: The process by which some people strive to more closely align their 

internal knowledge of gender with its outward appearance. Some people socially 
transition, whereby they might begin dressing, using names and pronouns, and/or be 
socially recognized as another gender. Others undergo physical transitions in which 
they modify their bodies through medical interventions. 

 
15)  Goals for Persons with Disabilities: a statement that the District will strive to attract and 

hire additional qualified persons with a disability in order to achieve the level of 
projected representation for that group by a target date established by taking into 
account the expected turnover in the workforce and the availability of persons with 
disabilities who are qualified to perform a particular job. Goals are not “quotas” or rigid 
proportions. 
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16) Good Faith Effort: honest intent to act without taking an unfair advantage over another 

person or to fulfill a promise to act, even when some legal technicality is not fulfilled. 
The term is applied to all kinds of transactions. 

 
17) Internal Hiring: means that only existing district employees are allowed to apply for a 

position. 
 
18)  Job Category: The “job categories” used for the purpose of this Plan and reported to the 

Chancellor pursuant to Title 5, section 53004(a) are (1) classified clerical, (2) classified 
manager, (3) classified service maintenance, (4) classified skills crafts, (5) classified 
technical, (6) educational administrator, (7) full-time faculty, and (8) part-time faculty. 
 

19)  Monitored Group: means those groups identified in Title 5, Section 53004(b) for which 
monitoring and reporting are required pursuant to Section 53004(a). These groups are 
males, females, American Indians or Alaskan natives, Asians or Pacific Islanders, 
Blacks/African Americans, Hispanics/Latinos, Caucasians, and persons with disabilities. 
 

20)  Person with a Disability: 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. 
 

21)  Projected Representation: the percentage of persons from a monitored group 
determined to be available and qualified to perform the work in question. 

 
22)  Reasonable Accommodation: the efforts made on the part of the District to remove 

artificial or real barriers which prevent or limit the employment and upward mobility of 
persons with disabilities. “Reasonable accommodations” may include the items 
designated in Title 5, Section 53025. 

 
23) Screening or Interview Procedures: any measure, combination of measures, or 

procedures 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. 
 

24) Sexual Orientation: An inherent or immutable enduring emotional, romantic, or sexual 
attraction to other people. 

 
25)  Significantly Underrepresented Group: 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. Additionally, the District applies a test of statistical 
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significance to define the probability of the measure of the 80% rule for identifying 
adverse impact. 

 
26)  Target Date: a point in time by which the District plans to meet an established goal for 

persons with disabilities and thereby achieve projected representation in a particular 
job category. 

 
27)  Timetable: a set of specific annual hiring objectives that will lead to meeting a goal for 

persons with a disability by a projected target date. 
 
28) Transgender: An umbrella term for people whose gender identity and/or expression is 

different from cultural expectations based on the sex they were assigned at birth. Being 
transgender does not imply any specific sexual orientation. 
 

29) Underrepresented: Inadequately represented in the workforce of a particular activity. 
This term is used to identify where members of a given race, ethnicity, and sex group 
are represented in the workforce at statistically significant lower rates than expected 
when compared to a measure of external availability or established target for workforce 
representation. 

 
III. Policy Statement 
 
The Shasta-Tehama-Trinity Joint Community College District (Shasta College) is committed to 
employing qualified employees dedicated to student success. The District strives to achieve a 
workforce welcoming to all individuals to ensure a diverse, inclusive, equitable, and 
empowered educational and employment environment. Achieving diversity and inclusion in an 
academic environment fosters cultural responsiveness, promotes mutual understanding, 
cooperation, respect, free expression of ideas, and provides role models that directly influence 
student success. The District is committed to vigorous equal employment opportunity in all 
aspects of its employment programs, including recruitment, selection, assignment, retention, 
promotion, and transfer. 
 
It is the policy of Shasta College to employ and advance in employment all persons, regardless 
of race, color, national origin, sex, religious preference, age, disability (physical and mental), 
pregnancy (including pregnancy, childbirth, and medical conditions related to pregnancy or 
childbirth), gender, gender identity, gender expression, sexual orientation, genetics, military or 
veteran status, and to base all employment decisions only on valid job requirements of the 
district. 
 
Shasta College is committed to the principles of equal employment opportunity and will 
implement a comprehensive program to put these principals into practice. This Equal 
Employment Opportunity Plan will be maintained to ensure the implementation of up-to-date 
equal employment opportunity practices that conform to federal and state laws. 
 
 



26 

IV. Delegation of Responsibility, Authority and Compliance 
 
It is the goal of Shasta-Tehama-Trinity Joint Community College District that all employees 
promote and support equal employment opportunity. This 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. 
 

A. Board and Superintendent 
 
Governing Board:  The Governing Board is ultimately responsible for proper 
implementation of the District’s Plan at all levels of District operation, and for ensuring 
equal employment opportunity as described in the Plan. 

 
Superintendent/President:  The Governing Board delegates to the 
Superintendent/President the responsibility for ongoing implementation of the Plan, 
and for providing leadership in support to the District’s equal employment policies and 
procedures. The Superintendent/President shall advise the Governing Board concerning 
statewide policies issued by the Board of Governors of the California Community 
Colleges and direct the publication of an annual report of Plan implementation. The 
Superintendent/President shall include in the annual report of Plan implementation, 
the performance of all directly reporting administrative staff on actions taken to follow 
and implement the Plan. 
 

B. Equal Employment Opportunity Officer 
 
The District has designated the Associate Vice President of Human Resources as the 
Equal Employment Opportunity Officer responsible for the day-to-day implementation 
of the Plan. The Equal Employment Opportunity Officer is responsible for administering, 
implementation, and monitoring the Plan and ensuring compliance with the 
requirements of Title 5, Sections 53000 et seq. The Equal Employment Opportunity 
Officer is responsible for receiving complaints described in Title 5, Section 53026 of the 
Plan and for ensuring the applicant pools and screening and selection procedures are 
properly monitored. 

 
The Equal Employment Opportunity Officer, in cooperation with the Equal Employment 
Opportunity Advisory Committee, shall take active steps to inform District employees 
about the details/contents of the Plan, and the importance of the employees' 
participation in implementing the Plan. 
 
The Equal Employment Opportunity Officer is responsible for ensuing timely analysis of 
potential underrepresentation and longitudinal analyses for adverse impact in selection 
procedures. The Officer is responsible for working with the District’s EEO Committee 
and other stakeholders to develop and implement good faith efforts to address 
underrepresentation, eliminate adverse impact, and increase diversity in all areas of the 
District’s workforce. 
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The District shall make a continuous good faith effort to comply with all elements of the 
Plan to ensure it creates an equitable, inclusive, and diverse educational environment. 
 

C. Equal Employment Opportunity Advisory Committee 
 
The District Equal Employment Opportunity Advisory Committee (EEO Committee) is 
established as an advisory body to the Equal Employment Opportunity Officer and the 
District to promote awareness and understanding of and support for equal employment 
policies and procedures. The Committee shall assist the EEO Officer in implementing, 
reviewing, and assessing implementation of the Plan and its compliance with state and 
federal statutes, regulations and guidelines. The Committee will also be responsible for 
monitoring equal employment opportunity outcomes, and providing revisions to the 
Plan as needed and appropriate. 
 
In making recruitment requests to District bodies, the EEO Officer will explicitly note 
and explain the goals of the advisory committee and the EEO policy; the role of a 
diverse faculty and staff in achieving the district’s mission, vision, and institutional 
goals; and the significance of diverse representation on the committee in order to 
achieve inclusion aims. Membership of the Committee shall include people of diverse 
backgrounds, including a range of racial, ethnic, gender, gender identification, and 
persons with disabilities; both part-time and full-time faculty and staff should be 
represented whenever possible. 
 

V. Advisory Committee 
 
  A. Membership 
 

The EEO Committee shall be comprised of representatives that are 
confirmed by the Superintendent/President. Membership shall include 
two (2) representatives from the classified staff recommended by CSEA; 
two (2) faculty representatives recommended by the Academic Senate; 
one (1) administrator appointed by the Superintendent/President; the 
EEO Plan Officer (Associate Vice President of Human Resources); three 
(3) members “at large” selected by the EEO Plan Officer; one (1) student 
appointed by Student Senate; and one (1) member of the Student Equity 
Committee appointed by the Superintendent/President. All participants 
of the Advisory Committee will be committed to achieving diversity in 
employee recruitment for the Shasta-Tehama-Trinity Community College 
District. Committee members will serve three-year terms on a rotating 
basis, providing continuity to the Committee from year to year. The 
Advisory Committee shall hold a minimum of three (3) meetings per 
fiscal year, with additional meetings if needed to review equal 
employment opportunity and diversity efforts, programs, policies, and 
progress. 
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  B. Functions of the Equal Employment Opportunity Advisory Committee 
 

The Committee members shall receive training in all of the following: 

• applicable Title 5 regulations 

• state and federal nondiscrimination laws 

• the educational benefits of workforce diversity 

• the identification and elimination of bias in hiring decisions 

• the role of the Committee in carrying out the District's Plan 

The responsibilities of the Committee shall include but not be limited to 
the following: 

• review and advise on recruitment efforts, job announcements, 
interview protocols, retention efforts, and other aspects of the hiring, 
retention, and promotion processes that impact the District's ability 
to attract and retain a diverse faculty and staff 

• advise on implementing the District's obligation to hire faculty, staff, 
and administrators with a demonstrated sensitivity to, and 
understanding of, the diverse academic, socioeconomic, cultural, 
disability and ethnic backgrounds of community college students 

• promote the retention and inclusion of underrepresented employees 

• promote communication with community groups and organizations 
for people with disabilities 

• develop communication protocols and practices across departments 
to foster understanding of the Plan 

• advise the Superintendent/President regarding special training or 
staff development needs 

• retain copies of all complaints, even those that are not taken action 
upon, so that they may be reviewed for trends and/or steps for 
improvements 

• Review statistical analyses of underrepresentation and adverse 
impact and determine potential good faith efforts to resolve 
identified issues and achieve greater workforce diversity 
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• review the Plan and monitor its progress 

• recommend changes needed in the Plan 

• review and approve the annual written report to the 
Superintendent/President, the Board of Trustees, and the State 
Chancellor's Office 

VI. Complaints 

A. Complaints Alleging Violation of the Equal Employment Opportunity Regulations (Title 
5, Section 53026) 

  
 The District has established the following process permitting any person to file a 

complaint alleging that the requirements of the equal employment opportunity 
regulations (California Code of Regulations, Title 5, Sections 53000 et seq.) have been 
violated. Any person who believes the equal employment opportunity regulations have 
been violated may file a written complaint describing in detail the alleged violation. All 
complaints shall be signed and dated by the complainant and shall contain, to the best 
of the complainant’s ability, the names of the individuals involved, the date(s) of the 
event(s) at issue, and a detailed description of the actions constituting the alleged 
violation. Complaints involving current hiring processes must be filed as soon as 
possible after the occurrence of an alleged violation and not later than sixty (60) days 
after such occurrence unless the complainant can verify a compelling reason for the 
District to waive the sixty (60) day limitation. Complaints alleging violations of the Plan 
that do not involve current hiring processes must be filed as soon as possible after the 
occurrence of an alleged violation and not later than ninety (90) days after such 
occurrence unless the violation is ongoing. As directed by the Chancellor’s Office, the 
decision of the District in complaints pursuant to Title 5, Section 53026 is final. See 
California Community Colleges Chancellor’s Office Guidelines for Minimum Conditions 
Complaints at: 

 
http://extranet.cccco.edu/Divisions/Legal/GuidelinesandForms.aspx 

 
The District may return without action any complaints that are inadequate because 
they do not state a clear violation of the EEO regulations. All returned complaints must 
include a District statement of the reason for returning the complaint without action.  
Complaints that are not taken action upon will be retained for record. 
 
The complaint shall be filed with the Equal Employment Opportunity Officer as 
designated in Component IV. If the complaint involves the Equal Employment 
Opportunity Officer, the complaint may be filed with the Superintendent/President. A 
written determination on all accepted written complaints will be issued to the 
complainant within ninety (90) days of the filing of the complaint. If this is not practical, 
a written notification will be provided to the complainant as to the reasons for the 

http://extranet.cccco.edu/Divisions/Legal/GuidelinesandForms.aspx
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extension and estimated date of completion. The Equal Employment Opportunity 
Officer will forward copies of all written complaints to the Chancellor’s Office upon 
receipt. 

 
In the event that a complaint filed under Title 5, Section 53026 alleges unlawful 
discrimination, it will be processed according to the requirements of Title 5, 
Sections 59300 et seq. 

 
B. Complaints Alleging Unlawful Discrimination or Harassment (Title 5, Sections 59300 et 

seq.)  
 

The District has adopted procedures for complaints alleging unlawful discrimination or 
harassment. The Associate Vice President of Human Resources is responsible for 
receiving such complaints and for coordinating their investigation in accordance with 
established procedures. The Unlawful Discrimination Complaint Form is included in 
Appendix C of the Equal Employment Opportunity Plan and can be found online at 
http://www.shastacollege.edu/Human%20Resources/FacultyStaff%20Diversity/Pages/5
507.aspx. 
 

VII. Notification to District Employees 
 
The commitment of the Governing Board and the Superintendent/President to equal 
employment opportunity is emphasized through the broad dissemination of its Equal 
Employment Opportunity policy statement (Component 3) and the Equal Employment 
Opportunity Plan. The policy statement will be printed in the college catalog and schedule of 
classes. The Plan and subsequent revisions will be distributed to the District’s Governing Board, 
the Superintendent/President, administrators, the Academic Senate, classified and faculty 
union representatives, and members of the EEO Committee. The Plan will be available on the 
District’s website and may be communicated by e-mail or other electronic means. The Human 
Resources Office will provide all new employees with a link to the policy statement 
(Component 3) when they begin employment with the District. Each year, the District will 
inform employees of the Plan’s availability including a written summary of the provisions of the 
Plan. The annual notice will emphasize the importance of the employee’s participation and 
responsibility in ensuring the Plan’s implementation. 
 
VIII. Training for Screening/Selection Committees 
 
Any organization or individual, whether or not an employee of the District, involved in the 
recruitment, screening, and/or selection of personnel shall receive appropriate training on the 
requirements of the Title 5 Regulations on equal employment opportunity (Sections 53000 et. 
seq.); the District’s goals, mission, and values with respect to diversity and inclusion; 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; and the value of a diverse workforce. 

http://www.shastacollege.edu/Human%20Resources/FacultyStaff%20Diversity/Pages/5507.aspx
http://www.shastacollege.edu/Human%20Resources/FacultyStaff%20Diversity/Pages/5507.aspx
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Persons serving in the above capacities will be required to receive training prior to being 
allowed to serve on screening, hiring, and/or selection committees. The Equal Employment 
Opportunity Officer is responsible for coordinating the required training. 
 
IX. Annual Written Notice to Community Organizations 
 
The Equal Employment Opportunity Officer will provide annual written notice concerning the 
Plan to identified community-based and professional organizations the District believes may 
positively impact and support the District’s efforts to increase diversity and inclusion. The 
notice will highlight key commitments from the Plan, provide a link to the Plan, and shall solicit 
assistance in enhancing diversity and inclusion and identifying qualified candidates from 
underrepresented groups. The notice will include the internet address where the District 
advertises its job openings and the Human Resources Office telephone number to call in order 
to obtain employment information. The District will actively seek to identify and contact 
institutions, organizations, and agencies that may be recruitment sources, especially for 
underrepresented populations. A list of organizations, which will receive this notice is attached 
as Appendix A of this Plan. The list of organizations shall be reviewed at least annually and 
revised as necessary to achieve sustained success in diversifying the District’s workforce. 
 
X. Analysis of District Workforce and Applicant Pool  
 
The Human Resources Office will analyze the District’s workforce composition, develop 
estimates for external availability and diversity employment targets, analyze the overall rates 
of hire by race, ethnicity, and sex to identify adverse impact, and analyze the individual phases 
of hiring processes in a longitudinal analysis to identify adverse impact.  The analyses will assist 
the District in determining whether monitored groups are underrepresented given the overall 
applicant pool and experiencing EEO in selection procedures. Monitored groups are males, 
females, American Indian or Alaska Native, Asian, Black or African American, Hispanic or Latino, 
Native Hawaiian or Other Pacific Islander, White, and persons with disabilities. 
 
For purposes of the analyses, each applicant and employee will be afforded the opportunity to 
voluntarily identify their race, ethnic group identification, sex, and disability status. Persons 
may designate as many ethnicities as they identify with, but shall be counted in only one ethnic 
group for reporting and analytic purposes. This information will be kept confidential and will be 
separated from the application materials forwarded to committees and hiring administrator(s). 
 
Results of the analyses will be reviewed annually by the advisory committee and submitted 
with the annual multiple measures updates to the Chancellor’s Office. As a result of the 
analyses, the District may engage in broadening recruitment efforts, develop or revise staff 
training, or revise the EEO Plan. Identified job categories include: 
 

(1) Classified Clerical 
(2) Classified Manager 
(3) Classified Service Maintenance 
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(4) Classified Skills Crafts 
(5) Classified Technical 
(6) Educational Administrator 
(7) Full-time Faculty 
(8) Part-time Faculty 

 
The list of identified job categories will be updated to comply with any changes to the 
categories identified by Chancellor’s Office and/or in applicable regulations. 
 
XI. Analysis of Degree of Underrepresentation and Significant 

Underrepresentation 
 
When the District identifies statistically significant underrepresentation for a particular 
monitored group in its analysis, the District shall take the following steps: 
 

1. Review the longitudinal hiring process analyses results for potential adverse impact 
effecting the identified monitored group at any phase(s) of the process. 

2. Conduct additional quantitative analyses of phases where adverse impact is identified 
to determine, where possible, the specific elements of the hiring process 
disproportionately eliminating the monitored group applicants. 

3. Review the identified selection process elements contributing to the lack of success for 
the monitored group to determine whether they can be modified, eliminated, or 
replaced with a procedure decreasing adverse impact. 

4. Review the composition of applicant pools from the prior five years to determine 
whether the representation of monitored group applicants is consistent with the 
expected representation stated in the District’s availability estimates and/or targeted 
representation for the group. 

5. Review current recruitment procedures and develop recommendations for modifying: 
a. recruitment sources and job announcement language 
b. advertising budgets, policies, and procedures to determine whether adequate 

funds are available to conduct broad and inclusive recruitment 
c. any other additional measures that may be undertaken that are required or 

permitted by law, in consultation with counsel 
6. Require the responsible administrator for the division or department where the 

significant underrepresentation occurs to develop, in conjunction with the EEO 
Committee, a recruitment and hiring action plan to assist in addressing the significant 
underrepresentation. The action plan will include, but is not limited to: 

a. reviewing and revising screening protocols and selection process evaluation 
tools 
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b. conducting additional training for current faculty and staff on EEO principles, the 
value of a diverse workforce, and identifying and eliminating barriers to 
inclusion 

c. revising hiring committee participation to include more representatives from 
other departments and divisions 

7. Consider the implementation of additional measures designed to promote diversity in 
the recruitment, retention, or hiring process. 

8. Analyze retention of monitored group employees in the impacted area and other 
employment processes that impact the District’s ability to attract and retain a diverse 
workforce. 

9. Present the findings to the EEO Committee, equity committee, and other relevant 
groups to identify other potential good faith efforts to make positive progress towards 
eliminating the underrepresentation. 
 

XII. Methods to Address Underrepresentation 

Should the District identify particular monitored groups that are underrepresented with 
respect to one or more job categories, the District may take the following steps as developed 
and prioritized by the Equal Employment Opportunity Advisory Committee: 
 

1. Equal Employment Opportunity Advisory Committee, in conjunction with the 
Associate Vice President of Human Resources, will review the District's recruitment 
procedures and make recommendations on modifications expected to increase 
workforce representation. 
 

2. Increase the advertising and recruitment budget for up to three (3) years to expand 
focused recruitment. 

 
3. Analyze representation of the monitored group in each requisition and evaluate the 

effectiveness of current recruitment efforts. 
 
4. Review each locally established "required," "desired," or "preferred" qualification 

being used to screen applicants for positions in the job category to determine 
whether it is job-related and consistent with business necessity through a process 
meeting the requirements of federal law. 

 
5. 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 that would select 
for the same characteristics, meet the requirements of the previous paragraph, and 
be expected to have a less-exclusionary effect. 
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6. Develop a recruitment committee—composed of the Superintendent/President, the 

Associate Vice President of Human Resources, the Dean or responsible 
administrator for the division or department where the underrepresentation 
persists, and members of the Equal Employment Opportunity Advisory 
Committee—to review the effectiveness of the recruitment and hiring program 
described in Section 3. The committee will provide recommendations to modify the 
recruitment and hiring program to better address the underrepresentation.  

 
7. Revising selection criteria to prioritize candidates with demonstrated success in 

working with culturally and socioeconomically diverse populations. 
 
8. Providing training for all members of hiring committees on the impact of conscious 

and unconscious biases on hiring procedures. 
 
9. Providing refresher training for all administrators and managers in the role and 

responsibilities of EEO Representatives on hiring committees. 
 

 
XII.1 RECRUITMENT 
It is the District’s policy to pursue a program of inclusive and open recruitment for all qualified 
individuals. The EEO Committee and Human Resources Office will annually update current 
recruitment sources and, as needed, develop new sources to ensure recruitment of diverse 
pools of candidates from various racial, cultural, ethnic backgrounds, gender identities, sexual 
orientations, and socioeconomic statuses. The Equal Employment Opportunity Advisory 
Committee is encouraged to notify the District of additional recruitment options that may 
enable the District to obtain a more diverse pool of qualified applicants. All recruitment 
announcements will state that the District is an "Equal Opportunity Employer." 
 
Recruitment efforts for all open positions may include, but not be limited to, placement of job 
announcements in the following instruments: 

• General circulation, local and regional newspapers and publications. 
• General-market radio and television stations, including those that provide 

information in languages other than English, and to low-income communities. 
• Electronic media and social network sites that have an audience composed of the 

general market and groups found to be underrepresented in the District’s 
workforce. 

• District social media outlets such as Facebook and LinkedIn. 
• Community organizations that serve, advocate for, or represent underrepresented 

populations among staff and faculty. 
• Recruitment booths at job fairs or conferences oriented toward the general market 

and the economically disadvantaged, and at events drawing significant participation 
by groups found to be underrepresented in the District's workforce. 
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• Recruitment for full-time faculty and educational administrator positions shall be at 
least statewide and, at a minimum, shall include seeking qualified applicants listed 
in the California Community College’s Equal Employment Opportunity Registry and 
posting job announcements with the Registry. Recruitment for part-time faculty 
positions may be conducted separately for each vacancy or by annually establishing 
a pool of eligible candidates, but in either case, full or open recruitment is required 
consistent with this section. 
 

District employees may be surveyed periodically regarding suggestions for resources and 
locations in which open positions may be advertised to ensure that recruitment is as inclusive 
and broad as possible, and includes recruitment of monitored groups. Human Resources will 
compile, store, and maintain the information received. 
 
XII.2 JOB ANNOUNCEMENTS 
The District's Recruitment and Hiring Procedures section on "Job Announcements" procedures 
shall include the following provisions: 
 

1. Job announcements shall clearly state the job specifications, setting forth the 
knowledge, skills, and abilities necessary to perform the job. For all positions, job 
requirements shall include demonstrated sensitivity to and understanding of the 
diverse academic, socioeconomic, cultural, disability, gender identity, sexual 
orientation, and ethnic backgrounds of the District’s students. All faculty and 
administrative positions will state knowledge of diversity and inclusion and training or 
education in cultural responsiveness as a preferred or desired qualification. All classified 
positions will include required competencies of inclusion, valuing diversity, and 
demonstrated interest in developing cultural responsiveness. Job specifications the 
District wants to use, which include a "required," "desired," or "preferred" qualification 
beyond the state minimum qualifications, shall be reviewed by the Associate Vice 
President of Human Resources before the position is announced, to ensure conformity 
with equal employment regulations and state and federal nondiscrimination laws. All 
job announcements shall state that the District is an "Equal Employment Opportunity 
Employer." 
 

2. For identified public contact or community liaison positions, bilingual ability in the 
language spoken by a significant number of students may be a required qualification. 
Before bilingual ability in the identified languages can be made a required qualification, 
the District shall conduct an analysis to ensure that such a requirement meets the 
standards of a bona fide occupational requirement. A bona fide occupational 
requirement is an employment qualification that employers are allowed to consider 
while making decisions about hiring and retention of employees. The qualification 
should relate to an essential job duty and is considered necessary for operation of the 
particular business. The District shall identify specific positions that will require bilingual 
ability and the language(s) needed; and which positions bilingual ability in a particular 
language may be listed as a required, preferred, or desired qualification. In an effort to 
increase service to its increasingly diverse student population and to attract a more 
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diverse candidate pool, positions will be reevaluated to see for which knowledge of 
languages other than English is appropriately designated as a desired qualification. 
 

XII.3 REVIEW OF INITIAL AND QUALIFIED APPLICANT POOLS 
Initial applicant pools will be reviewed for representation of monitored groups by the Human 
Resources Office. Once the qualified applicant pool is approved, the pool may be forwarded to 
the screening/selection committee. The District’s hiring and recruitment procedures may 
include the following: 
 

• GROUP IDENTITY: The application for employment shall provide for self-identification of 
the applicant’s race, ethnic group, sex, and disability status. This information shall be 
kept confidential and shall be used only in monitoring, evaluating, and analyzing 
representation, adverse impact, and the effectiveness of the district's Equal 
Employment Opportunity program, or any other purpose specifically authorized by any 
applicable statute or regulation. 

• INITIAL APPLICANT POOL: After the application deadline has passed, the composition of 
the initial applicant pool shall be recorded and reviewed by the Associate Vice President 
of Human Resources or designee. All initial applications shall be screened to determine 
which candidates satisfy job specifications set forth in the job announcement. The 
group of candidates who meet the job specifications, previously reviewed for 
responsiveness to diverse backgrounds and inclusiveness, shall constitute the “qualified 
applicant pool.” 

• QUALIFIED APPLICANT POOL: The composition of the qualified applicant pool shall be 
reviewed and compared with the composition of the initial applicant pool. If the 
Associate Vice President of Human Resources or designee finds that the composition of 
the qualified applicant pool may have been influenced by factors that are not job-
related, appropriate action will be taken. This applicant pool data shall be reviewed in 
conducting the analysis described in section 53006(a). 

 
XII.4 SCREENING/SELECTION COMMITTEE PROCEDURES 
The District seeks to employ qualified persons with a broad range of identities, backgrounds 
and abilities who have the knowledge and experience to work effectively in a diverse 
environment and who contribute to making our college increasingly diverse. The selection 
process is based on merit and may extend a fair and impartial examination of qualifications to 
all candidates, based on job-related criteria. The District’s hiring and recruitment procedures 
may include the following provisions in its section on applicant screening by selection 
committees: 
 

1. All screening and selection techniques and materials will be: 
 

• designed to ensure meaningful consideration is given to the extent to which 
applicants demonstrate a sensitivity to and understanding of the diverse academic, 
socioeconomic, cultural, (dis)ability, gender identity, sexual orientation, and ethnic 
backgrounds of District's students. “Meaningful consideration” means that 
candidates shall be required to demonstrate sensitivity to diversity in ways relevant 
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to the specific position and supportive of the District’s mission, values, and 
institutional goals 

• designed to ensure meaningful consideration is given to the extent to which 
applicants demonstrate knowledge of diversity, training in cultural responsiveness, 
and knowledge of the history and culture of significantly underrepresented groups 
and groups that have experienced discrimination for all faculty and administrative 
positions 

• based on job-related criteria 
• designed to avoid an adverse impact and monitored by means consistent with this 

section to detect and address adverse impact which does occur for any monitored 
group 
 

2. When possible and within the limits allowed by federal and state law, every effort 
shall be made to ensure that selection committees include diverse membership with 
a variety of perspectives to the assessment of applicant qualifications. Where 
possible, selection committees will include members from monitored groups. 
 

3. The Associate Vice President of Human Resources shall approve the makeup of 
selection committees. The Associate Vice President of Human Resources will take 
action necessary to remedy diversity concerns with selection committees. 

 
4. All persons serving on a selection committee must receive Equal Employment 

Opportunity and Diversity training. 
 
5. Interviews must include at least one question assessing the candidate’s 

understanding of and commitment to equal employment opportunity, diversity, 
inclusion, and/or level of cultural proficiency/responsiveness. 

 
6. All selection materials must be approved for compliance with equal employment 

opportunity principles. 
 
7. The EEO Officer may monitor each stage of the hiring process for potential adverse 

impact and bias before the process is allowed to continue. 
 
8. The District may not designate or set aside particular positions to be filled by 

members of any group defined in terms of ethnic group identification, race, color, 
ancestry, national origin, age, gender, religion, sexual orientation, marital status, 
disability, medical condition, or any other monitored group that results in 
discriminatory or preferential treatment prohibited by state or federal law. The 
District may not apply this Plan in a rigid manner that has the purpose or effect of 
discriminating. 

 
9. The District may review all its current and future job specifications to ensure that 

seniority or length of service for current employees is taken into consideration only 
to the extent that it is job-related, is not the sole criterion, and is included in the job 
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announcement. Service in the same department may not automatically be 
considered closely related unless the actual assignments within the department are 
similar. The use of seniority or length of service may be assessed for adverse impact 
in each selection process in which it is taken into account. If adverse impact results 
from the use of seniority or length of service as a job-related factor, the process will 
continue only if applicants, who were eliminated by the use of seniority or length-
of-service considerations, are placed back in the pool and continue to be considered 
during the hiring process. 

 
10. Selection testing for employees will follow procedures as outlined in the Equal 

Employment Opportunity Commission’s Uniform Guidelines on Employee Selection 
Procedures. 

 
11. The Associate Vice President of Human Resources, or designee, shall make the final 

determination as to the validity of the applicant pool. This includes the right to 
suspend, cancel, and/or reopen the position where necessary to achieve the 
objectives of this Plan and to ensure equal employment opportunity. 
 

XIII. Additional Steps to Remedy Significant Underrepresentation 
When the District identifies particular monitored groups as significantly underrepresented 
with respect to one or more job categories and procedures described in section XII are 
unsuccessful, the District may apply any or all of the following measures: 
 

1. Develop an internship program to provide on-the-job training and experience to a 
diverse group of participants. The program may be designed to encourage interns to 
seek employment with the District at the conclusion of the internship. 
 

2. Engage external stakeholders and organizations representing monitored groups to 
provide input to addressing cultural barriers to hiring and retaining individuals from 
underrepresented groups. 

 
3. Hold job fairs and other localized recruitment events which include invitations to 

individuals from monitored groups and organizations serving monitored group 
populations. 

 
XIV. Other Measures Necessary To Further Equal Employment Opportunity 
The District recognizes multiple approaches are needed to fulfill its mission of ensuring equal 
employment opportunity and the creation of a diverse workforce. 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. 
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Ensuring equal employment opportunity also involves creating an environment that fosters 
cooperation, acceptance, democracy, and free expression of ideas; and is welcoming to all 
regardless of sex, gender identity, or sexual orientation, ability/disability, and to individuals 
from all racial identities and ethnicities, and other monitored groups. 

To further equal employment opportunities, the District will maintain programs that promote 
equity and inclusion as well as diversity in hiring and employment practices. 

Having a campus that values principles of equity, inclusion, and diversity can make 
implementation and maintenance of an effective equal employment opportunity program 
much easier. For that reason, institutionalizing one or more programs that are inclusively 
planned and developed, adequately funded, and supported by the senior leadership of the 
District can make a significant contribution to achieving the aims of this EEO plan.  

As one element of this program, the District will sponsor cultural events and speakers on issues 
related to equity, inclusion, and/or diversity and offer resources to enhance instructional 
practices, including curricular and course offerings, that reflect the contributions of diverse 
groups, include issues relevant to diverse populations, and address strategies for reducing 
disproportionate impact in achievement between select student groups. The District will also 
promote external opportunities to increase interpersonal and professional skills related to 
cultural responsiveness. 

The District will provide and promote professional training, learning and personal growth 
opportunities for classified staff, administrators and student leaders related to equity, 
diversity, and inclusion.  In support of these goals, the district will evaluate how the physical 
and social environment of the District’s campus sites are responsive to its diverse employee 
and student populations, particularly those populations identified by the Chancellor’s Office as 
requiring attention or identified in measures of disproportionate impact.  

In maintaining an equity inclusion, and diversity program, the District shall commit to a range 
of activities and strategies in order to achieve the following goal: 

Establishing a formal equal employment program that is visible, valued, integrated into the 
structure of the District.   

Indications that this has occurred would be: 

• Adequately funded EEO program activities that are formally endorsed and supported by 
the District and campus leadership in policies, hiring, professional learning, and 
evaluation practices. 

• Decrease in disproportionate impact percentages. 

• Increased diversity in recruitment pools (candidates) and successful candidates 
(employees hired). 

Strategies and Activities 

Creating effective strategies and activities would require us to gather data on the effectiveness 
of strategies and to ensure that we are responsive to current needs.  Currently, we commit to 
the following: 
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1. Analyze existing and gather needed data in order to understand disproportionate 
impact in hiring and employment data and identify possible barriers to more equitable 
representation.  These include biannual review of disaggregated recruitment and hiring 
data; Climate Surveys conducted every two years of faculty, staff, and student campus; 
annual dissemination of student equity and access demographic data through divisions 
and participatory governance structures; assessment of marketing materials. 

2. Conduct equity, inclusion, and/or diversity dialogues, forums, and cross-cultural 
workshops prioritizing events with guest speakers from populations significantly 
underrepresented among the District’s employee and/or student demographics. Ideal 
speakers will be those who are in leadership positions and may inspire students and 
employees alike. 

3. Work with Faculty Senate, CSEA, the Faculty Excellence Committee and the Office of 
Instruction to include professional development on practices that promote student 
equity through culturally responsive instructional practices.  This would include 
trainings on strengthening equity and inclusion, current achievement gaps, and the 
relationship between faculty and staff diversity and student success offered at faculty 
Flex days, in (New) Faculty Institutes, and other professional learning inquiry groups, 
seminars, or workshops.  

4. Review and revise District publications, marketing tools, products and procedures to 
reflect our EEO program values of equity and inclusion, mindful of campus’s current and 
projected diversity in pictures, graphics, messages, text and distribution channels.  
Commit to regularly and appropriately updating district-designed social media to reach 
a broader audience and to keep employees and the public up-to-date on employment 
opportunities throughout the District. 

5. Promote conferences that will assist the District in achieving its Equal Employment 
Opportunity, equity, inclusion, and diversity objectives. An example would include 
District augmentation to campus funding to allow for greater participation in the annual 
National Council on Race and Ethnicity (NCORE) conference and/or CUE Institute 
trainings with a provision asking attendees to report what they learned to various 
participatory structures. 

6. Ensure that celebrations sponsored by District offices are inclusive of diverse student 
and employee groups, and that cultural celebrations include offering from cultures 
other than the dominant cultures on campus and in the surrounding area and are 
representative of our student and staff populations. 

7. Through district approved procedures, review and expand desired skills or qualifications 
to include multilingualism and knowledge of diversity, equity, and inclusion and that 
employees are required to demonstrate that they are able and committed to infusing 
equity, inclusion, and diversity into their major job duties.  Include language about 
these desired and required qualifications in job announcements, the district’s website, 
and other online presence.  Research, articulate, and consider 
alternative/nontraditional educational or experience requirements for non-academic 
positions. 
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8. Develop leadership opportunities for current faculty and staff focusing on diversity and 
cultural responsiveness.  Recognize the efforts of faculty and staff who have promoted 
equity, inclusion, diversity and/or equal employment opportunity principles; have EEO 
committee members actively look for evidence of such efforts and showcase an effort 
monthly/every two months in order to promote and further disseminate these 
practices. 

9. The College will actively involve community-based organizations in the recruitment of 
candidates by cultivating relationships with local and regional organizations that 
support diverse population.  

10. Work with Faculty Senate, Faculty Association, CSEA and Administration to create and 
promote integration of equity, diversity, and inclusion criteria in performance 
evaluations and tenure review procedures. 

11. Promote the inclusion within Flex credit hours (already required of instructional faculty) 
of hours dedicated to equity of outcomes for students from diverse backgrounds, 
reducing disproportionate impact/achievement gaps across student populations, 
and/or embedding instructional practices that promote equity, inclusion, and cultural 
responsiveness into course work.  

12. Establish an "Equal Employment Opportunity and Diversity" online presence through 
the District’s website by showing that equity, inclusion, and diversity is valued and that 
Shasta College is a campus that welcomes applicants from diverse backgrounds; 
highlighting the District's diversity and equal employment opportunity efforts on the 
college’s website including ADA policies; sexual harassment grievance procedures; 
harassment and discrimination policies, procedures, and programs; gender equity 
promotion, updated analysis of hiring, faculty, staff, and student data and research 
reports summarizing survey data. The website will also list contact persons and 
resource materials for further information on all of these topics and how to become 
involved in EEO program efforts. Highlight the District’s equal employment opportunity 
and diversity policies in job announcements and in its recruitment, marketing, and 
other publications. 

 
XV. Persons with Disabilities Accommodations 
Pursuant to Title 5, Section 53025, the District shall ensure that applicants and employees with 
disabilities receive reasonable accommodations consistent with the requirements of 
Government Code sections 11135 et seq. and 12940(m), section 504 of the Rehabilitation Act 
of 1973, and the Americans with Disabilities Act. Such accommodations may be paid for with 
funds provided pursuant to Title 5 section 53030. 

 
XV.1   REASONABLE ACCOMMODATIONS 
Applicants and employees with disabilities shall receive reasonable accommodations 
consistent with the requirements of Government Code, sections 11135 et seq. and 
12940(m), section 504 of the Rehabilitation Act of 1973, and the Americans with 
Disabilities Act. Such accommodations may include, but are not limited to, job site 
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modifications; job restructuring; part-time work schedules; flexible scheduling; 
reassignment to a reasonably equivalent vacant position; adaptive equipment; and 
auxiliary aides such as readers, interpreters, and note-takers. 
 
The Associate Vice President of Human Resources is responsible for handling requests 
for accommodations from current employees, and from applicants seeking such 
accommodations during the application process. Requests from current employees can 
be made through an interactive work restrictions process and from applicants through 
NeoGov during the online application process. 
 
Process: 
 
1. The District initiates the process for considering and providing reasonable 

accommodations any time an employee states a physical or mental limitation 
associated with performing their job duties to a management employee or any 
member of the Human Resources Department. The District initiates the process for 
any employee reporting an injury or illness with short or long-term physical or 
mental restrictions. 

 
2. Upon notification of a physical or mental limitation impacting an employee’s ability 

to perform their essential job functions, the Associate Vice President of Human 
Resources or their designee will request a Fitness for Duty form completed by the 
employee’s medical provider and stating any specific physical and/or mental 
limitations. The information provided by the medical provider will be kept 
confidential and separate from the employee’s personnel file. 

 
3. The Associate Vice President of Human Resources and/or their designee will 

schedule an interactive meeting with the employee, their immediate supervisor, any 
other management employees with a business necessity to participate, and if 
desired, the employee’s union representative. During the interactive meeting, the 
Associate Vice President of Human Resources and/or their designee will facilitate a 
discussion of the employee’s current limitations, the essential functions of the 
position, the impact of the information provided by the medical provider on the 
employee’s ability to perform their essential functions, and potential 
accommodations to enable the employee to continue performing their essential 
functions. The interactive meeting is meant to generate a range of potential 
accommodations whenever possible to allow the District and employee to mutually 
agree on a successful accommodation. 

 
4. The result of the meeting, the specific accommodation to be provided or the 

absence of a reasonable accommodation, will be documented and signed by the 
employee, their manager, and the Associate Vice President of Human Resources 
and/or their designee. The agreed accommodation or absence of a reasonable 
accommodation will remain in effect until the employee reports the 
accommodation is inadequate, the date the medical provider stated the restrictions 
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will end is reached, or when a subsequent evaluation results in an updated Fitness 
for Duty form and revised work restrictions. When necessary, a follow up interactive 
meeting will be held to determine the need for and/or updated accommodations. 

 
5. Employees may request an interactive meeting at any time and the District will 

engage in the interactive process in good faith with a mutual goal of providing a 
safe, healthy workplace for all employees. The District may elect to decline a 
request for a reasonable accommodation if the employee fails to provide a valid 
Fitness for Duty form from a licensed medical provider. 

XVI. Graduate Assumption Program of Loans for Education  
 
The District will encourage community college students to become qualified for, and seek 
employment as, community college employees. The District may invest in developing and then 
informing students about programs that may assist them to complete their graduate studies 
and become community college employees. The District may post informational flyers on 
campus concerning the availability of such programs in locations accessible to students. The 
District may research the option of paying a stipend to be dedicated to paying off student loans 
of recent graduates who accept employment at the college as faculty. Efforts will be made to 
inform graduate students in local colleges and universities about the benefits of employment 
at a community college including information about loan assumption programs as they become 
available. 
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APPENDIX A. Community Organizations and Contact Information 

SHASTA COUNTY 
 
AAUW 
American Association of University Women  
PO box 994593 
Redding California 
96099-4593 
AAUWReddingBranch@gmail.com 
 
American Association of University Women, Redding Branch 
P.O. Box 994593 
Redding, CA 96099-4593 
  www.aauwredding.org 
(530) 206-6372 
 
American Civil Liberties Union of Northern California 
Shasta-Tehama-Trinity Chapter 
777 Cypress Avenue 
Redding, CA 96001 
(530) 225-4055 
 
California Indian Manpower Consortium 
Redding Branch 
2540 Hartnell Avenue 
Suite A 
Redding, CA 96002 
(530) 222-1004 
 
Chamber of Commerce 
1321 Butte St #100 
Redding, CA 96001 
(530) 225-4433 
 
Department of Rehabilitation  
1900 Churn Creek Road 
Suite 100 
Redding, CA 96002 
(530) 224-4708 
 
Dignity Health -NorthState-    
Mercy Medical Center Redding 
2175 Rosaline Avenue 
Redding, CA 96001 

mailto:AAUWReddingBranch@gmail.com
http://www.aauwredding.org/?fbclid=IwAR1pnFDaT4ouiKc0_H9_WuO-2xbcFP83SB9Wr6votfh20FHjcdSpbuf0c9Y
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Mercy Medical Center Mt. Shasta 
914 Pine Street 
Mt. Shasta, CA 96067 
 
St. Elizabeth Community Hospital  
2550 Sister Mary Columba Drive 
Red Bluff, CA 96080    
 
Mercy Medical Center Redding 
2175 Rosaline Avenue 
Redding, CA 96001 
 
Mercy Medical Center Mt. Shasta 
914 Pine Street 
Mt. Shasta, CA 96067 
 
St. Elizabeth Community Hospital  
2550 Sister Mary Columba Drive 
Red Bluff, CA 96080 
 
Disability Action Center 
169 Hartnell Avenue, Suite 128 
Redding, CA 96002 
(530) 242-8550 
 
EDC (Economic Development Center) 
777 Cypress Avenue 
First Floor 
Redding, CA 96001 
(530) 225-4028 
 
Girls Inc. of the Northern Sacramento Valley 
P.O. Box 494081 
Redding, CA 96049 (Mailing) 
1890 Park Marina Drive 
Suite 219 
Redding, CA 96001 (Physical) 
(530) 527-7767 
 
Hill Country Community Clinic 
317 Lake Blvd. Suite A 
Redding, CA  
(530) 337-6243 
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Hmong Cultural Center of 
Butte County 
1940 Feather River Blvd. 
Suite H 
Oroville, CA 95965 
(530) 534-7474 x106 
 
Inter-Tribal Council of California   
Redding Satellite Office 
1670 Market Street 
Suite 300 
Redding, CA 96001 
(530) 246-1805 
 
Islamic Center of Redding 
1666 E Cypress Avenue 
Redding, CA 96002 
(530) 524-5242 
 
Local Indians for Education 
4440 Shasta Dam Boulevard  
Shasta Lake, CA 96019 
(530) 275-1513 
(530) 275-6280 
localindiansforeducation@gmail.com 
 
Martin Luther King Jr. Multicultural Community Center 
1815 Sheridan Street 
Redding, CA 96001 
(530) 225-4375 
 
NAACP 
Redding Branch 
3117 Begonia Street 
Anderson, CA 96007 
(530) 776-8165 
 
NAMI Shasta County 
1401 Gold Street 
Redding, CA 96001 
(530) 605-1648 
 
NorCal Services for Deaf & Hard of Hearing 
Redding Office 
2650 Larkspur Lane 
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Suite E 
Redding, CA 96002 
(530) 410-0430 
 
NorCal Outreach (LGBTQ+) 
1708 Placer Street 
Redding, CA 
96001 
(530) 949-6267 
 
NorCal OUTreach Project 
3290 Bechelli Lane 
Redding, CA 96002 
(530) 949-6267 
 
Northern Hispanic Latino Coalition 
(530) 508-6452 
www.facebook.com/ShastaNHLC 
shastanhlc@gmail.com 
 
O2Staffing (Classified positions) 
915 Mistletoe Ln 
Redding, CA 96002 
(530) 223-4674 
 
One Safe Place 
Business Offices 
2280 Benton Drive 
Building A 
Redding, CA 96003 
(530) 244-0118 
 
Pit River Tribe 
P.O. Drawer 1570 
37118 State Highway 299 E. 
Burney, CA 96013 
(916) 335-5421 
 
Record Searchlight 
1101 Twin View Boulevard 
Redding, CA 96003 
(530) 243-2424 
 
Redding Rancheria, Pit River Health 
36977 Park Ave 
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Burney, CA 96013 
(530) 335-3651 
 
Redding Rancheria 
2000 Redding Rancheria Road 
Redding, CA  96001 
(530) 225-8979 
 
SCCAR, Northern Hispanic Latino Coalition 
(530) 508-6452 
 
Shasta Community Health Center 
1035 Placer St 
Redding, CA 9600 
(530) 246-5710 
 
Shasta County Interfaith Forum 
3590 Placer Street 
Redding, CA 96001 
(530) 243-8892 
 
Shasta County Citizens Advocating Respect (SCCAR) 
The Working Group/Not In Our Town 
P.O. Box 70232 
Oakland, CA 94612 
(510) 268-9675 
 
Shasta County Mien Community 
P.O. Box 492614 
Redding, CA 96049-2614 
 
Shasta County Veterans Services Office 
1855 Shasta St. 
Redding, CA 96001 
1 (800) 479-8009 x5616 
 
Sikh Centre 
5400 Sikh Center Drive 
Anderson, CA 96007 
(530) 365-5454 
 
Smart Center 
1201 Placer St 
Redding, CA 
96001 
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(530) 246-7911 
 
Southeast Asian Christian Ministry 
2315 Placer Street 
Redding, CA 96001 
(530) 241-5802 
 
Stonewall Alliance of Chico 
358 E, 6th Street 
Chico, CA 95928 
(530)893-3336 
 
The Women’s Fund 
Shasta Regional Community Foundation 
1335 Arboretum Drive 
Suite B 
Redding, CA  96003 
(530) 244-1219 
 
Tribal TANF 
2400 Washington Ave Suite 301 
Redding, CA 
96001 
 
Tri County Community Network 
(Also the contact for IMAGE) 
37277 State Highway 299 E 
Burney, CA 96013 
(530) 335-4600 
 
United Way of Northern California 
2280 Benton Drive, Building B 
Redding, CA 96003 
Phone: (530) 241-7521 
Fax: (530) 241-2053 
 
Veterans Resource Center 
153 Hartnell Avenue, Suite 100 
Redding, CA 96002 
(530) 223-3211 
(530) 223-3851 - fax  
rvrc@vetsresource.org  
 
Winnemum Wintu Cultural Center 
4755 Shasta Dam Blvd 
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Shasta Lake, CA 96019 
(530) 215-1840 
 
Women’s Health Specialists: The Feminist Women’s Health Centers of California 
1901 Victor Avenue 
Redding, CA 96002 
(530) 221-0193 
(800) 714-8151 
 
TEHAMA COUNTY 
 
American Civil Liberties Union of Northern California 
Shasta-Tehama-Trinity Chapter 
777 Cypress Avenue 
Redding, CA 96001 
(530) 225-4055 
 
Empower Tehama 
Business Center 
1805 Walnut Street 
Red Bluff, CA 96080 
(530) 528-0226 
 
Greenville Rancheria 
Tribal Administrative Building 
1405 Montgomery Road 
Red Bluff, CA 96080 
FAX (530) 527-7488 
 
Homes of Hope for V.I.D.A. 
P.O. Box 8434 
332 N. Pine Street 
Red Bluff, CA 96080 
(530) 840-1341 
 
Latino Outreach of Tehama County 
P.O. Box 395 
Red Bluff, CA 96080 
(530) 200-2848 
 
NAMI Tehama 
(530) 690-2121 
 
Northern Valley Indian Health 
2500 Main Street 
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Red Bluff, CA  96080 
(530) 529-2567 
 
Paskenta Band of Nomlaki Indians 
2655 Everett Freeman Way 
P.O. Box 709 
Corning, CA 96021 
(530) 528-3538 
 
Tehama Latino Outreach 
(530) 366-3897 
  
Tehama Together 
332 Pine St. 
Red Bluff, CA 96090 
(530) 527-2223 
  
United Way of Northern California 
2280 Benton Dr., Suite B 
Redding, CA 96003 
(530) 241-7521 
 
Veterans Service Office, Tehama County  
444 Oak Street, Room C 
Red Bluff, CA 96080 
(530) 529-3659 
 
 
TRINITY COUNTY 
 
American Civil Liberties Union of Northern California 
Shasta-Tehama-Trinity Chapter 
777 Cypress Avenue 
Redding, CA 96001 
(530) 225-4055 
 
Chagdud Gonpa 
P.O. Box 279 
Junction City, CA 96048 
(530) 623-6709 
 
Human Response Network 
111 Mountain View St. 
Weaverville, CA 96093 
(530) 623-2024 
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Nor-Rel-Muk (Wintun) 
P.O. Box 673 
Hayfork, CA 96041 
(530) 628-4226 
 
SMART Business Resource Center 
Weaverville 
530 623-5538 
  
Small Business Development Center, Shasta Cascade 
5800 Airport Road 
Redding, CA 96002 
(530) 222-8323 
  
Trinity County Chamber of Commerce 
P.O. Box 517 
Weaverville, CA 96093 
509 Main Street 
(530) 623-6101 
 
 
REGIONAL AGENCIES 
 
A2MEND 
P.O Box 151 
Elk Grove, CA 95759 
+1-888-799-3970 
info@a2mend.org 
 
California Community Colleges Registry 
registery@yosemite.edu 
 
California Rural Legal Fund 
2210 K St #201 
Sacramento, CA 95816 
(916) 446-7904 
 
Cal Vet 
1227 O St 
Sacramento, CA 95814 
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(916) 503-8359 
 
CCEAL and National Consortium of Men of Color 
5500 Campanile Way, EBA Room 210  
San Diego, California, 92182 
cceal@sdsu.edu 
 
E4FC 
Immigrants Rising 
P.O. Box 411512 
San Francisco, CA 94141 
 
National Diversity Council 
2401 Fountainview Dr. Ste. 420 
Houston, TX 77057 
http://www.nationaldiversitycouncil.org/ 
(281) 975-0626 
 
National Community College Hispanic Council (NCCHC) Leadership Fellows  
Program 
1 Capitol Mall #320 
Sacramento, CA 95814 
(916) 231-8970 
 
NCORE 
SW Center for Human Relations Studies 
3200 Marshall Avenue, Suite 290  
Norman, OK 73072 
(405) 325-3694  
ncore@ou.edu 
 
Society of Women Engineers 
 
 
 
 
 
 

http://www.nationaldiversitycouncil.org/
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APPENDIX B. Unlawful Discrimination Complaint Form 

Copy and paste the following link into your web browser to access the Unlawful Discrimination 
Complaint Form: 
 
http://www.shastacollege.edu/Human%20Resources/Assets/Discrim_Complaint%20Form%20R
evised%20412.pdf 
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APPENDIX C. Utilization and Availability Analyses 
 
All Employees: 

 
Administration: 
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Faculty: 
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APPENDIX D. Longitudinal Analyses – Applicant Pool Composition 
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Faculty: 
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Classified Staff: 
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APPENDIX E. Longitudinal Analyses – Hiring Process Phases 
All Employees – Race and Sex 
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Administration – Race and Sex 
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Faculty – Full-time – Race and Sex 
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Faculty – Part-time – Race and Sex 
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Clerical Staff – Race and Sex 
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Professional Staff – Race and Sex 
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Service/Maintenance Staff – Race and Sex 
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Skilled Craft – Race and Sex 
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Technician/Paraprofessional – Race and Sex 

 

 


