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Purpose of the FHDA Equal Opportunity Plan

The Foothill-De Anza Community College District (District) Equal Employment Opportunity
Plan (Plan), in compliance with Education Code section 87106(b) reflects the District’s
commitment to equal employment opportunity. In alignment with our belief that creating a
working and academic environment which welcomes all, by fostering diversity and promoting
excellence, this plan outlines our active and intentional steps to ensure equal employment
opportunity. The Districts initial plan was adopted on May 2, 2016; later updated and renewed

May 2019.

Education code section 87101 (a) indicates equal employment opportunity means “that all
qualified individuals have a full and fair opportunity to compete for hiring and promotion and
fully enjoy the benefits of employment by a community college district. Ensuring equal
employment opportunity is advanced in an inclusive environment that fosters cooperation,
acceptance, democracy, and the free expression of ideas. An inclusive environment is welcoming
to men and women, persons with disabilities, individuals from all ethnic groups, and individuals
from all other groups protected from discrimination by this article.”

The District sees the value in creating an inclusive, equitable and innovative environment that
meets the unique needs of our diverse students and employees.

Our District Equal Employment Opportunity Plan addresses:
e CA Education Code, section 53003, Title 5, legal requirements
e The District’s plan to increase employee diversity; increase and sustain inclusion of
underrepresented employees; and increase employee capacity to sustain such efforts
e Faculty and staff professional development opportunities regarding the contents of this

Plan



Definitions

Title 5, § 53001 (a)-(p)]

1. Adverse Impact: a statistical measure (such as those outlined in the EEO Commission’s
Uniform Guidelines on Employee Selection Procedures) that is applied to the effects of a
selection procedure and demonstrates a disproportionate negative impact on any group protected
from discrimination pursuant to Government Code section 12940. A disparity identified in a
given selection process will not be considered to constitute adverse impact if the numbers
involved are too small to permit a meaningful comparison.

2. Diversity: means a condition of broad inclusion in an employment environment that offers
equal employment opportunity for all persons. It requires both the presence, and the respectful
treatment, of individuals from a wide range of ethnic, racial, age, national origin, religious,
gender, sexual orientation, disability and socioeconomic backgrounds.

3. Equal Employment Opportunity: means that all qualified individuals have a full and fair
opportunity to compete for hiring and promotion and to enjoy the benefits of employment with
the district. Equal employment opportunity should exist at all levels in the seven job categories
which include executive/administrative/managerial, faculty and other instructional staff,
professional non-faculty, secretarial/clerical, technical and paraprofessional, skilled crafts, and
service and maintenance. Equal employment opportunity also involves:

(1) identifying and eliminating barriers to employment that are not job related; and

(2) creating an environment which fosters cooperation, acceptance, democracy, and free
expression of ideas and is welcoming to men and women, persons with disabilities, and
individuals from all ethnic and other groups protected from discrimination pursuant to
Government Code section 12940.

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

5. Equal Employment Opportunity Programs: all the various methods by which equal
employment opportunity is ensured. Such methods include, but are not limited to, using non-
discriminatory employment practices, actively recruiting, monitoring and taking additional steps
consistent with the requirements of section 53006.

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



7. In-house or Promotional Only Hiring: means that only existing district employees are
allowed to apply for a position.

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

9. 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.

10. Reasonable Accommodation: the efforts made on the part of the district in compliance with
Government Code section 12926.

11. Screening or Selection 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.

12. 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.



Policy Statement

Title 5, § 53002

The Board supports the intent set forth by the California Legislature to assure that effort is made
to build a community in which opportunity is equalized, and community colleges foster a climate
of acceptance, with the inclusion of faculty and staff from a wide variety of backgrounds. It
agrees that diversity in the academic environment fosters cultural awareness, mutual
understanding and respect, harmony and respect, and suitable role models for all students. The
Board therefore commits itself to promote the total realization of equal employment through a
continuing equal employment opportunity program.

The Chancellor shall develop, for review and adoption by the Board, a plan for equal
employment opportunity that complies with the Education Code and Title 5 requirements as
from time to time modified or clarified by judicial interpretation.

Delegation of Responsibility, Authority and Compliance
[Plan Requirement - Title 5, §§ 53003(c)(1) and 53020]

It is the goal of the Foothill-De Anza Community College District that all employees promote
and support equal employment opportunity because equal employment opportunity 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.

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

Chancellor and Vice Chancellor of Human Resources/Equal Opportunity: The governing board
delegates to the Chancellor and Vice Chancellor of Human Resources/Equal Opportunity the
responsibility for ongoing implementation of the Plan and for providing leadership in supporting
the district’s equal employment opportunity policies and procedures. The Chancellor and Vice
Chancellor shall advise the governing board concerning statewide policy emanating from the
Board of Governors of the California Community Colleges and direct the publication of an
annual report on Plan implementation. The Chancellor shall evaluate the performance of all
administrative staff who report directly to the Chancellor on their ability to follow and
implement the Plan.

Equal Employment Opportunity Officer: The district has designated the Director of Equity,
Employment and Professional Development as the District’s Equal Employment Opportunity
Officer. The Director is responsible for the day-to-day implementation of the Plan. If the
designation of the equal employment opportunity officer changes before this Plan is next



revised, the district will notify employees and applicants for employment of the new designee.
The equal employment opportunity officer is responsible for administering, implementing and
monitoring the Plan and for assuring compliance with the requirements of Title 5, sections
53000 et seq. The equal employment opportunity officer is also responsible for receiving
complaints described in Plan Component 6 and for ensuring that applicant pools and selection
procedures are properly monitored.

District Diversity and Equity Advisory Committee: The District has established the District
Diversity and Equity Advisory Committee (DDEAC) to act as an advisory body to the equal
employment opportunity officer and the district as a whole to promote understanding and support
of equal employment opportunity policies and procedures. The DDEAC shall assist in the
implementation of the Plan in conformance with state and federal regulations and guidelines,
monitor equal employment opportunity progress, and provide suggestions for Plan revisions as
appropriate.

Agents of the District: Any organization or individual, whether or not an employee of the district,
who acts on behalf of the governing board with regard to the recruitment and screening of
personnel, is an agent of the District and is subject to all the requirements of this Plan.

Good Fuaith Effort: The district shall make a continuous good faith effort to comply with all the
requirements of its Plan.

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 of
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 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.



Advisory Committee

Title 5, Section 53305 - Advisory Committee "Each community college district shall establish
an Equal Employment Opportunity Advisory Committee to assist the district in developing and
implementing the plan required under section 53003. This advisory committee shall include a
diverse membership whenever possible."

In addition to implementing the Equal Employment Opportunity plan for the District, the District
Diversity and Equity Advisory Committee (DDEAC) is responsible for developing,
implementing and coordinating district-wide diversity training, plans and activities that promote
equal employment opportunity, nondiscrimination, retention and diversity. The committee may
also assist in promoting an understanding and support of equal opportunity and
nondiscrimination policies and procedures. The DDEAC receives reports from both the De Anza
Equity Action Committee and the Foothill Equity Action Council. The DDEAC disburses the
Equal Employment Opportunity fund allocation, implements appropriate sections of the State
Chancellor's Equity and Diversity Task Force Report and completes other required reports.

The Equal Employment Opportunity Officer shall train the advisory committee on:

a) the requirements of Section 53003 of article 1, of subchapter 1, of chapter 4, of division 6, of
Title 5, and of state and federal nondiscrimination laws

b) identification and elimination of bias in hiring

¢) the educational benefits of workforce diversity and

d) the role of the advisory committee in carrying out the District’s EEO Plan

The committee shall include a diverse membership whenever possible, including the following
members:
e Director of Equity, Employment and Professional Development, Chair
Central Services (Two members)
Faculty Association (One member)
Association of Classified Employees (One member)
Teamsters (One member)
Classified School Employees Association (One member)
AMA (One member)
Deans of Equity (One from each college)
Students representatives (One from each college)'

' Students from marginalized student groups sought and encouraged to participate as DDEAC member.



Complaints Alleging Violation of the Equal Employment Opportunity Regulations

[Plan Requirement - Title 5, §§ 53003(c)(2), 53026 and 59300 et seq.]

Complaints Alleging Violation of the Equal Employment Opportunity Regulations (Section
53026):

From Board Policy 4100: “The Foothill-De Anza Community College District Board of Trustees
values the contributions that a culturally diverse community of faculty, staff, and administrators
makes to all the students who study at Foothill and De Anza Colleges. The Board of Trustees
desires for students and for all district employees an environment where diverse cultures,
abilities, and needs are respected and where difference offers stimulating opportunities for
learning and personal fulfillment. Therefore, the Board commits itself to develop policies and
procedures and to act in such ways as to encourage a positive, harmonious work and learning

environment.

With the intent to realize its commitments, the Board of Trustees supports equality in
employment and educational opportunity. The Board believes that effective recruitment and
hiring of a diverse faculty and staff and a vigorous outreach effort to recruit a similarly diverse
student population are, along with appropriate support services, important means to cultural
diversification of the college community and to the enrollment, retention, and transfer of all
students.

The Board directs the Chancellor and the college presidents to assume responsibility for
implementing and communicating the Board's policy and commitment. Every department,
division, or organizational unit head shall be responsible for the proper and effective
implementation of the District Cultural Diversity/Equal Opportunity Policy. The Board requires
that the district administrative staff and all agents acting on the Board's behalf make every effort
to ensure that the recruitment, screening, selection, hiring, and promotional processes for all
employment positions are in accordance with the principles of equal opportunity. Additionally,
in keeping with support for student success, the Board directs that the principles and spirit of this
Cultural Diversity/Equal Opportunity Policy be applied to student admissions and enrollment,
financial aid, transfer, curriculum, and faculty and staff development.”

Any person who believes they are the recipient of an equal employment opportunity regulation
violation or who has witnessed a violation against another individual may file a written report.
The report shall include 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, and shall be signed
and dated by the reporting party.

A report regarding a hiring process must be filed no later than sixty (60) days after the date of the
alleged violation or 60 days after the reporting party knew or should have known of the



violation. In any case, a report shall be deemed not timely if it is filed more than twelve months

following the alleged violation.

A request for exception to the timeline may be made to the EO Officer and shall include a
description of the extenuating circumstances that serve as the basis for the request.

Complaints Alleging Unlawful Discrimination or Harassment (Section 59300 et seq.): “It is the
Policy of the Foothill-De Anza Community College District to provide an educational and
employment environment free of unlawful harassment and discrimination. The Board shall not
discriminate against any person in the provision of any program or service based on ethnic group
identification, race, religion, color, national origin, ancestry, physical disability, mental
disability, medical condition, marital status, sex or gender, age, sexual orientation, or any other
legally protected status, or on the basis of these perceived characteristics or based on association
with a person or group with one or more of these actual or perceived characteristics. Anyone
who engages in unlawful harassment or discrimination shall be subject to sanctions up to and
including termination of employment or expulsion in accordance with applicable contractual,
procedural and statutory requirements.”

Reports of Unlawful Discrimination, Harassment or Retaliation Reports not involving criminal
proceedings may be filed as follows: (Please note, the official procedure and complete
information is located at http://hr.fhda.edu/_downloads/BP%204640.pdf )

1. By contacting a Title 5 Coordinator/Officer directly. See Title 5 Coordinators listed
below.
2. By submitting a complaint on an Unlawful Discrimination Complaint Form that specifies

that you wish to file a Formal Complaint. You are encouraged, but not required, to use this form:
http://hr.thda.edu/_downloads/UnlawfulDiscrimForm_Rev_Nov%202018.pdf

Unlawful Discrimination, Harassment or Retaliation complaints that initiate criminal

proceedings may be filed:
1. By notifying the Foothill-De Anza Police Department
2. By notifying law enforcement where the incident occurred

Note: Law enforcement agencies do not automatically notify campus authorities.
Title 5 Coordinator — Campus and Central Services
The Title 5 Coordinator oversees compliance with all aspects of the Unlawful Discrimination,

Harassment and Retaliation Policy. The Title 5 Coordinator has the authority to enact interim
measures to prevent additional allegations and protect both parties.

10



De Anza College: Dean of Student Development and EOPS, 21250 Stevens Creek
Boulevard, Cupertino, CA 95014, (408) 864-8828;

Foothill College: Dean of Student Affairs and Activities, 12345 El Monte Road, Los
Altos Hills, CA 94022, (650) 949-7241;

Central Services: Director of Equity, Employment, and Professional Development, 12345
El Monte Road, Los Altos Hills, CA 94022, (650) 949-6210.

District Title S Officer

The District also has a Title 5 Officer. The District Title 5 Officer is the Vice Chancellor of
Human Resource/Equal Opportunity, District Office of Human Resources, 12345 El Monte
Road, Los Altos Hills, CA 94022, (650) 949-6210. The District Title 5 Officer is responsible for
overseeing Title 5 compliance for the District as a whole.

Resolution Procedures

There are two types of resolution procedures available within the District/Campus procedures:
Informal Resolution Procedure and Formal Resolution Procedure. In addition to these internal
procedures, a reporting party may also file a complaint with the Department of Fair Employment
and Housing (DFEH), the Office of Civil Rights (OCR) or with the Equal Employment
Opportunity Commission (EEOC) for a complaint within their jurisdiction.

Informal Resolution

An Informal Resolution Procedure is a process that a Reporting Party undertakes with the
appropriate campus or central services Title 5 Coordinator in an attempt to reach a resolution that
is acceptable to both the Reporting Party and the Respondent. The Title 5 Coordinator does not
make a determination as to whether a Respondent has violated District policy. Instead, the Title 5
Coordinator attempts to facilitate a mutually acceptable resolution, which may include conflict
resolution techniques, mediation, or investigation.

If the parties agree to a proposed resolution that does not include disciplinary action, the
resolution shall be implemented and the informal process shall be concluded.

Formal Resolution

A Formal Resolution Procedure includes an official determination as to whether a Respondent(s)
has violated the District’s policy on Unlawful Discrimination, Harassment and Retaliation. A
Formal Resolution Procedure typically includes:

1. Filing a written report

2. A meeting with the campus or central services Title 5 Coordinator or the District Title 5
Officer (or their designee)

11



3. An assessment of necessary Interim/Remedial Measures

4. Investigation

5. Administrative Determination

6. Notification of outcome to both Respondent and Reporting Party

7. Appeal rights (if any)
8. Notification of outcome sent to appropriate District, State and/or Federal agencies

To request a Formal Resolution, a reporting party may file a report in one of the following
three ways:

1. Reporting Parties are encouraged but not required to use the Unlawful Discrimination
Complaint Form that is linked here: http://hr.thda.edu/_forms.html

2. Reporting Parties may also provide report in another written form providing the report
specifies that the report is a Formal Complaint of Discrimination, Harassment or Retaliation.

3. An alternate approved complaint form can also be obtained from the State Chancellor’s Web
site, which can be accessed here: http://extranet.cccco.edu/Divisions/Legal/Discrimination.aspx

12



Notification to District Employees

[Title 5, § 53003(c)(3)]

The commitment of the governing board and the Chancellor to equal employment opportunity is
emphasized through the broad dissemination of its Equal Employment Opportunity Policy
Statement and the Plan. The policy statement will be printed in the college catalogs and class
schedules. The Plan and subsequent revisions will be distributed to the district’s governing
board, the Chancellor, Presidents, administrators, the academic senate leadership, union
representatives and members of the District Diversity and Equity Advisory Committee. The Plan
will be available on the district’s website, and when appropriate, may be distributed by email.
Each year, the district office will provide all employees with a copy of the board’s Equal
Employment Opportunity Policy Statement (located in Plan Component 3 of this Plan) and
written notice summarizing the provisions of the district’s Equal Employment Opportunity Plan.
The Human Resources Department will provide all new employees with a copy of the written
notice described above when they commence their employment with the district. The annual
notice will contain the following provisions:

1. The importance of the employee’s participation and responsibility in ensuring the Plan’s
implementation.

2. Information about where the plan is located, including, but not limited to the campus and

district websites, the Office of the Chancellor, the offices of the Title 5 Coordinators for
each of the colleges and Central Services, and the District Office of Human Resources.

13



Training for Search/Selection Committees

[Plan Requirement - Title 5, § 53003(c)(4)]

Any organization or individual, whether or not an employee of the district, who is involved in the
recruitment and screening/selection of personnel shall receive appropriate training on

the requirements of the Title 5 regulations on equal employment opportunity (section
53000 et. seq.);

the requirements of federal and state nondiscrimination laws;

the requirements of the district’s Equal Employment Opportunity Plan;

the district’s policies on nondiscrimination, recruitment, and hiring;

principles of diversity and cultural proficiency;

the educational benefits and value of a diverse workforce;

the elimination of bias in hiring decisions; and

best practices in serving on a selection or screening committee.

Persons serving on a Search or Selection Committee will be required to have completed training
within the 24 months prior to service. This training is mandatory; individuals who have not
received this training may not serve until such training is completed. The Equal Employment
Opportunity Officer is responsible to assure the required training is offered on a regular basis.
Any individual, whether or not an employee of the district, acting on behalf of the district with
regard to recruitment and screening of employees is subject to this requirement, the equal
employment opportunity requirements of Title 5 and the district’s Equal Employment
Opportunity Plan.

14



Annual Written Notice to Community Organizations

[Plan Requirement - Title 5, § 53003(c)(5)]

The Equal Employment Opportunity Officer will provide annual written notice to appropriate
community-based and professional organizations concerning the Plan. The notice will inform
these organizations that they may obtain a copy of the Plan, and shall solicit their assistance in
identifying diverse qualified candidates. The notice will include a summary of the Plan. The
notice will also include the internet address where the district advertises its job openings, the
positions and departments and phone numbers of individuals to call in order to obtain
employment information. The district will actively seek to reach those institutions,

organizations, and agencies that may be recruitment sources. A list of organizations, which will

receive this notice, is attached to this Plan. This list may be revised from time to time as

necessary.
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Analysis of District Workforce and Applicant Pools

[Plan Requirement - Title 5, § 53003(c)(6)]

The District Office of Human Resources will annually review the district’s workforce
composition and shall monitor applicants for employment on an ongoing basis to evaluate the
District’s progress in implementing the Plan, to provide data needed for the reports required by
this Plan, and to determine whether any monitored group is underrepresented. Monitored groups
are women, American Indians/Alaskan Natives, Asians or Pacific Islanders, Blacks/African-
Americans, Hispanics/Latinos.

For reporting purposes, each applicant will be afforded the opportunity to voluntarily identify
gender identity, ethnic group identification and, if applicable, disability. Persons may designate
as many ethnicities as they identify with, but shall be counted in only one ethnic group for
reporting purposes. This information will be kept confidential and will be separated from the
applications that are forwarded to the search/selection committee and hiring administrator(s).
Reporting will be done for each college in the district. The district shall also report to the
Chancellor the results of its annual study of employees. At least every three years the Plan will
be reviewed and, if necessary, revised based on an analysis of the ethnic group identification,
gender, and disability composition? of existing staff and of those who have applied for
employment in each of the following identified job categories:
1. Administrative
a. Executive’
b. Educational
c. Program
2. Faculty
a. 10 months
b. 11-12 months
3. Classified

a. ACE

b. ACE Hourly
c. CSEA

d. Teamsters

e. Police Officers

The district’s 2016-17 and 2017-18 applicant and workforce pools follow.

2 If applicable to data sets.
3 Executive and program included in applicant analysis.
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2016-17 Race

E-Class
Administrator

Classified

Faculty

Grand Total

Requisitions-  American
E-class Indianor..
A1 Administrati..

A? Administrati.. 2

w

A3 Administrati..
C1 Classified-ACE >
(2 Classified-AC..
(3 Classified-CS.. 1
C4 Classified-Te..
CS Classified-Co..
(6 Classified-Po..
F1 Faculty-10 m.. 9
F2 Faculty-11to.. /
F3 Faculty-CDC ..

2016-17 Gender

E-Class
Administrator

Classified

Faculty

Grand Total

Requisitions - E-class

A1 Administrative-Execut..
A2 Administrative-Fducat..
A3 Administrative-Progra..
Total

C1 Classified-ACE

(2 Classified-ACE Hourly
(3 (lassified-CSEA

(4 Classified-Teamsters
C5 Classified-Confidential
C6 Classified-Police Office..
Total

F1 Faculty-10 months

F2 Faculty-11 to 12 months
F3 Faculty-CDC Teachers
Total

Asian  Blackor
(not His.. African..
52 37

67 64

12

) 19

201 50

96 48

1325 530

Choose Not to Disclose
2

o

41

68

354
70
a1

112
534

Candidates - Race (group)

Choose Hispanic
NottoDi..  Filipino orlLatino
2
50 7 30
79 10 52
574 161 711
13
5 11 12
3 +
r 1 14
185 9 79
83 17 64
1
1,064 225 1121

Native
Hawaiia..

6

98

Candidates - Gender (group)

Female

112
179
291

Two or
More Ra..

zV
1,416
439

138

577
2,356

Grand
Total

2
108 291
145 429

White

964 3,585

10 60

4 1,924

Grand Total
2
291
429 |
722
3,585
60 |
346 ¢
126
34
26
4,177 |
961
461 |

1,423 |
6,322

E-Class
W Administrato

M Classified
B Faculty
B Grand Total
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2017-18 Race

Requisitions.  Choose American Asian  Blackor
E-Class - E-class NottoD.. Indiano.. (notHis.. African..
Administrator Al /\dr}]inis:., 1
A2 Adminis.. 79 44 71
A3 Adminis.. 69 2 42 66
Classified C1 Classifie.. 402 521 13¢
C2 C<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>