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A. College Employment Equity Accountability Program: General
Information and Applicable Laws for Reporting The Florida
Community College Employment Equity Accountability Program:

§1012.86 Florida Statutes (F.S.), requires that each college include in its annual equity update a
plan for increasing the representation of women and minorities in senior-level positions and in
full-time faculty positions, and for increasing the representation of women and minorities who
have attained continuing contract status. The plan must include specific measurable goals and
objectives, specific strategies and timelines for accomplishing these goals and objectives, and
comparable national standards as provided by the Department of Education. The statute also
requires that the college describe its process for granting continuing contract status for
instructional staff, its process for addressing diversity in its employment practices, its evaluations
of the college president and other executive staff in their efforts to promote diversity, and salary
and new hire information on its employees. This part constitutes the college’s progress report

related to its Employment Equity Accountability Program required in Section 1012.86 F.S.

B. Data and analysis of employment practices by race and gender and

the college’s achievement of goals:

Employment Analysis

For this reporting year, the data used to evaluate employment trends for females and
minorities in Executive/Administrative/Managerial (EAM), Faculty, and Continuing Contract
positions will be from the Annual Personnel Report (APR) and includes the collection years

0f 2006-07 through 2010-11.

The separate data reports reflect annual employment numbers and percentages by race and by
gender. The data reports also provide numerical and percentage differences in employment
demographics, comparing 2009-10 with 2010-11. Colleges can see those arcas where goals
were met and where they may wish to modify goals by completing the table following each

data report. Completion of the table serves as the analysis.
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Benchmarks

Colleges are provided with two sets of data reflecting the college’s service region from the
U.S. Census Bureau as benchmarks for measuring success in the employment of |
underrepresented females and minorities in the three categories being evaluated. Colleges
may choose cither data reflecting percentages of persons by race and gender over age 25 who
have achieved a master’s degree and above or data of persons over age 25 who have
achieved a bachelor’s degree and above. The choice should reflect the educational credentials
required for the majority of employment positions in this study. Colleges are also provided
student data by race and gender reflecting the overall student enrollment population of the
college. The student enrollment ratios or other comparisons may also be used as additional

benchmarks to evaluate success of its employment strategies for females and minorities.

The College will utilize the stated census numbers provided for the Grad+
category of each population group as the benchmark with exceptions as
noted. The College will strive to meef these goals by strategic posting of
job openings and increased commitment to equity within out hiring

manager representatives

2|Brevard Community College 2010-2011 Equity Plan
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Executive/Administrative/Managerial Staff: Evaluation of Planned Goals (Chart)

Actual Data
(%}
2009-10

Actual Data
(%)
201011

U.8 Census
Data (select
Benchmark)

Stated
Goals
(2010-11)

Met Goal
(yes/no)

Goals for
201112

-female

12.5%

13%

1.6%

1.6%

Yes

1.6%

-male

0%

4.3%

9%

9%

Yes

9%

~male

0%

0%

2.2%

2.2%

No

2.2%

-female

31.3%

30.4%

34.8%

34.8%

No

34.8%

-male

56.3%

52.2%

54.2%

54.2%

Yes

54.2%

-female

0%

0%

1.6%

1.6%

No

1.6%

-male

0%

0%

3.5%

3.5%

No

3.5%

Female

43.8% 43.5% 39.2% 39.2% Yes 39.2%
(totaf)
Male (total} 56.3% 56.5% 60.8% 60.8% No 60.8%
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Percentage

S -] o T
Female Male Female Male Female E- Maile Female Male

Black Hispanic Qthar White
EGrad+ 1.6 0.9 1.2 2.2 1.6 . 84.8 54.2

2006-07 0 0 333 66.7

22007-08 6.3 6.3 37.5 50
=2008-09 0 ar.e 50
& 200910 0 1.3
uz2010-11 4.3 0.4

Note: Grad+ is the benchmark for this population.

Based on your analysis, list methods and strategies, new or continuous, that the college will
implement in its efforts to increase the employment of underrepresented females and/or
minorities:

Colleges may choose either data reflecting percentages of persons by race and gender
over age 25 who have achieved a master’s degree and above or data of persons over age

25 who have achieved a bachelor’s degree and above. The choice should reflect the

educational credentials required for the majority of employment positions in this study.

Colleges are also provided student data by race and gender reflecting the overall student
enrollment population of the college. The student enrollment ratios or other comparisons
may also be used as additional benchmarks to evaluate success of its employment

strategies for females and minorities.
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Brevard Community College will use the Grad+ numbers as our

benchmark for this category.

Census numbers corresponding to the Grad+ category indicate that we
may have some gaps in the EAM category with respect to Hispanics
and Other.

Available pool of Hispanic females is 1.2 and Hispanic males is 2.2.
The College’s EAM does not currently reflect any Hispanics in their

numbers.

Available pool of Other females is 1.6 and Other males is 3.5. The
College’s EAM does not currently reflect any Others in their numbers

The College meets and exceeds the census number for available
candidates for Black females (13% versus the 1.6% census

availability).

The College meets and exceeds the census number for available

candidates for Black males (4.3% versus the .9% census availability).

Total College is close to meeting the census number for available
candidates for White females (30.4% versus the 34.8% census
availability). The College will accept the current level of White females

as its goal for the next year.

Total College has 52.2% representation of White males in this

category. This is not an underrepresented minority.

Significant economic constraints currently affect the College. It is
difficutt if not impossible to add positions at this level when the College

is in such a cost containment mode.

The College has made the decision to direct some of the limited funds

available to post openings in minority media.

6|Brevard Community College 2010-2011 Equity Plan
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Instructional Staff: Evaluation of Planned Goals (Chart)

Actual Data
(%)

2009-10

Actual Data
(%)

2010-11

U.S Census

Data

Stated Goals
{2010-11)

Met Goal
(yesino)

Goals for
201112

1.4%

2.5%

9%

9%

Yes

9%

-female

0.9%

1.2%

1.2%

Yes

1.2%

-male

0.9%

1.2%

2.2%

2.2%

No

2.2%

35.2%

34.6%

54.2%

54.2%

No

54.2%

-female

1.4%

3.3%

1.6%

1.6%

Yes

1.6%

-maie

2.3%

2.5%

3.5%

3.5%

No

3.5%

Femal
emale 60.3% 59.3% 39.2% 39.2% Yes 39.2%

(total)

Male (total) 39.7% 40.7% 60.8% 60.8% No 60.8%

Based on your analysis, list methods and strategies, new or continuous, that the college will
implement in its efforts to increase the employment of underrepresented females and/or

minorities:
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Instructional Staff

o
]

E

€

@

o

=

[

n

el el coas Bao e -8-u. B BOR

Female | Male Female Male Female Male |Female | Male Female Male :

Biack Hispanic Neon:-Res Cither White
& Grad+ 1.60 0.90 1.20 2.20 0.00 0.00 1.60 3.50 34.80 | 54.20

- 2006-07] 4.60 2.60 1.00 0.50 0.00 0.00 1.00 2.60 50.00 37.60
u2007-08| 4.30 1.90 1.00 0.50 0.50 0.00 0.50 2.40 52.90 36.10
m2008-09| 4.20 1.40 0.90 0.50 0.50 0.00 1.40 2.30 §2.60 36.30
z2009-10| 4.60 1.40 0.90 0.90 0.50 0.00 1.40 2.30 53.00 35.20
=2010-11| 3.70 2.50 1.20 1.20 0.00 0.00 330 2.50 51.00 34.60

Note: Gracd+is the benchmark for this population.

Brevard Community Colflege will use the Grad+ numbers as our

benchmark for this category.

¢ Census numbers corresponding to the Grad+ category indicate that we
may have some small gaps in the Instructional Staff category with
respect to Hispanic males and Other males. The College has made the
decision to direct some of the limited funds available to post openings
in minority media to attract more underrepresented members of

different populations as noted in this report.

e Available pool of Hispanic males is 2.2. The College’s Instructional
Staff reflects a difference of 1% at 1.2%.

9|Brevard Community College 2010-2011 Equity Plan



¢ Available pool of Other males is 3.5. The College’s Instructional Staff
reflects a difference of 1% at 2.5%.

e The College meets and exceeds the census number for available
candidates for Black females (3.70% versus the 1.6% census

availabifity).

e The College meets and exceeds the census number for available

candidates for Black males (2.50% versus the .9% census availability).

» The College meets the census number for available candidates for

Hispanic females (1.20% versus the 1.20% census availability).

e The College meets and exceeds the census number for available
candidates for Other females (3.30% versus the 1.60% census
availability).

s The College meets and exceeds the census number for available
candidates for White females (51% versus the 34.8% census

availability).

e The College has made the decision to direct some of the limited funds
available to post openings in minority media. The College makes every
aftempt to encourage equity within all ranks; selection of individuals in
this category is regulated by the union contract negotiation with the

faculty. (See Section D).

10|Brevard Community College 2010-2011 Equity Plaup
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Full-time Continuing Contract Instructional Staff: Evaluation of Planned Goals

(Chart)

Actual Data
(%)
2009-10

Actual Data
(%)
2010-11

U.S Census

Data

Stated
Goals

(2010-11)

Met
Goal
{yes/no)

Goals for

2011-12

1.9%

1.7%

9%

9%

Yes

9%

1.2%

17%

1.2%

1.2%

Yes

1.2%

6%

6%

2.2%

2.2%

No

2.2%

49.4%

50.6%

34.8%

34.8%

Yes

34.8%

39.5%

35.8%

54.2%

54.2%

No

54.2%

-female

6%

3.4%

1.6%

1.6%

Yes

-male 3.1% 3.4% 3.5% 3.5% Yes 3.5%
by Gender
Female
54.9% 58.5% 39.2% 39.2% Yes 39.2%
(total)
Male (total) 45.1% 41.5% 60.8% 60.8% No 60.8%

List methods and strategies, new or continuous, that the college will implement in its efforts

to increase the employment of underrepresented females and/or minorities:

12[Brevard Community College 2010-2011
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Full Time Continuing Contract Instructional Staff

]
L+
[
e
=
@
[+]
™
(7]
o

P W R 1 | |

0 R
Female | Male |Female| Male Female! Male |[Female i Male |Female | Male

Black Hispanic Non:-Res Qther. White
BGrad+ 1.6 0.9 1.2 2.2 1.6 35 348 54.2

- 2006-07 2 2.6 1.3 0.7 1.3 3.3 50.3 38.6
u2007-08) 2.6 2 1.3 0.7 0.7 3.3 51.6 a7r.e
u2008-09, 26 1.9 1.3 0.6 1.3 3.2 50 39

=2009-10; 3.7 1.9 1.2 0.6 0.6 3.1 49.4 9.5
»2010-11; 2.8 1.7 1.7 0.6 34 3.4 50.6 35.8

Note: Grad+is the benchmark for this population.

Brevard Community College will use the Grad+ numbers as our

benchmark for this category.

s Census numbers corresponding to the Grad+ category indicate that we
may have a gap in the Full Time Continuing Contract Instructional Staff
category with respect to Hispanic males and a very minute discrepancy
in the Other males category (.1%). The College has made the decision
to direct some of the limited funds available fo post openings in
minority media to attract more underrepresented members of different

populations as noted in this report.

e Available pool of Hispanic males is 2.2. The College’s Full Time
Continuing Contract Instructional Staff reflects that we only have .6%

of Hispanic males employed in this category.

13|Brevard C.omm-unity College 2010—2011'Equity Plan



* The College meets and exceeds the census number for available
candidates for Black females (2.8% versus the 1.6% census

availabiity).

o The College meets and exceeds the census number for available

candidates for Black males (1.7% versus the .9% census availability).

o The College meets and exceeds the census number for available
candidates for Hispanic females {1.7% versus the 1.20% census

availability).

» The College meets and exceeds the census number for available
candidates for Other females (3.4% versus the 1.60% census

avaifability).

» The College is very close to meeting the census number for available

candidates for Other males (3.4% versus the 3.5% census availability).

e The College meets and exceeds the census number for available
candidates for White females (50.6% versus the 34.8% census

availability).

* The College has made the decision to direct some of the limited funds
available to post openings in minority media. Although the College
make every atternpt to encourage equity within all ranks, selection of
individuals in this category is regulated by the union contract

negolfation with the faculty. (See Section D).
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Are there new barriers affecting the successful recruitment and/or retention of females
and/or minorities? If so, list them below along with recommendations for each area. Have

any barriers listed in the 2009/10 Equity Update Report changed or resolved?

The primary barrier for recruitment and selection today is the economy.
The College is devising ways to do more with the resources we have. The

makeup of Brevard County’s population has changed somewhat:
e Blacks have grown from 8.4% to 10.1%,
e Hispanics have grown from 4.6% to 6.1%,
e The population of Other has increased to 3.2%,
o The White population has decreased from 86.8% to 80.6 %.

The county has been greatly affected by layoffs at the Kennedy Space
Center and by the Kennedy Space Center contractor companies as wefl
as the overall state of the economy. Even though we may have more
talent in the available pool of employees, we are seriously limited with the

availability of funds.
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C. College Evaluations of Key Personnel and Presidents

1. The college should provide a summary of results as requested in Section
1012.86(3)(a), Florida Statutes, which provides that:

The college should provide a summary of the results of the evaluation of department
chairpersons, deans, provosts, and vice presidents in achieving employment
accountability goals. The summary should also briefly describe the remedial steps to
be taken when staff evaluations yield unsatisfactory progress toward meeting intended

goals. Please provide the summary below:

Department chairs, Deans, Provosts and Vice Presidents have been
evaluated. Each year, managers conduct the evaluation process,
including the critical dimension of “valuing diversity.” The College

continues its commitment to equity and diversity.

Each Provost is responsible for evaluating the faculty members through
use of the PEP (Performance Enhancement Plan). Parts A and B of the
PEP are forwarded to Human Resources for placement in the facuity
member’s personnel file or “permanent file.” Individual employees who
are not in keeping with the initiatives of the College are placed on
probation and remedial/development pian during which performance is
closely scrutinized and mentored. Members of the President’s
Executive Council have been evaluated to include the Provosts and
Associate Provosts and to emphasize the College’s commitment to

Equity and Diversity.

The College understands that equity and diversity is not only a legal
mandate but also an economic reality that benefits employee, employer
and community alike.

2. The college should provide a summary of results as requested in Section
1012.86(3)(b), Florida Statutes, which provides that:

“Community college district boards of trustees shall annually evaluate the performance of the
community college presidents in achieving the annual and long-term goals and objectives. A

summary of the results of such evaluations shall be reported to the Commissioner of
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Education and the State Board of Education as part of the community college’s annual
employment accountability plan, and to the Legislature as part of the annual equity progress

report submitted by the State Board of Education.”

The college should provide below a response to this section of law, including the most

recent month, date, year and summary of the president’s performance evaluation.

Dr. James Drake was evaluated by the Brevard Community College
District Board of Trustees May 10, 2010. This evaluation included
some of the following topics: Equity, Accountability, Decision Making,
Integrity and Leadership. Dr. Drake met and exceeded the
expectations as set forth by the Board.

D. Additional Processes Required:

The college should complete the following related to additional processes required by
Section 1012.86, F.S. The Signature Page of this report will suffice as certification of

each:

1) The college maintains diversity and balance in the gender and ethnic composition of
the selection committee for each vacancy. Include below a brief description of
guidelines used for ensuring balanced and diverse membership on selection and
review committees

Introduction Guidance for Screening and Selection

Brevard Community College is an equal access/equal opportunity
institution. The College has developed all actions, policies and
procedures to support the achievement of equal employment
opportunities. The College has also developed systematic efforts to
prevent discrimination from occurring and to deter and eliminate

discrimination when it develops.

The handbook is designed to provide every screening and selection
committee member with current information on the College’s hiring
process, formal training on hiring techniques and methods of selection,

and to provide a forum fto discuss hiring issues and concerns.
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Additionally, the committee members will receive current information on

the College’s Equity Goals.

Performance Objectives

Readers will have information and be able to discuss and implement

the College’s hiring procedures and goals.

Screening committee members under the chair’s leadership will use the
program’s methodology and criteria in their selection and interviewing
process to ensure they select the best possible candidates in a fair and

consistent manner.,

Each committee will receive specific Equity Goals and completion time

frames.

We will judge the program by the evaluations the committee members
complete, the reduction in time and processing errors and the

achievement of the College’s goals.

Federal and State Laws Governing the Screening and Selection

Process

College Policy on Discrimination

Brevard Community College is committed to provide equal access and
equal opportunity in student admissions, services and programs and in
faculty and staff employment and advancement. It is the policy of the
College to assure compliance with federal and state regulations
prohibiting unlawful discrimination on any basis including, but not
limited fo, age, color, genetics, sex/sexual orientation, religion, national
origin, race, political affiliation, marital status, veteran status, physical or

mental disability.

Major Federal Laws Addressing Recruitment and Employment

Civil Rights Act of 1964
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In 1964, Congress passed the Civil Rights Act, which was amended in
1972. Several titles were included that essentially forbade
discrimination in such areas as education, federally assisted programs

and the right to vote.

Unlawful discrimination is defined as unfairness based on one or more

of the following factors race, color, sex (including pregnancy, childbirth
or abortion), national origin, religion, age, and physical disabilities. Title
Vil of the Civil Rights Act deals specifically with employment practices

and discrimination, making it iflegal for an organization to:

Fail, refuse to hire, discharge an individual or otherwise discriminate
against any individual with respect to compensation, terms, conditions,
or privileges of employment because of the individual’s race, color,
religion, sex, or national origin, or limit, segregate or classify employees
or applicants for employment in any way that would deprive, or tend to
deprive an individual of erﬁp[oyment opportunities or otherwise
adversely affect any employee’s stature because of the individual’s

race, color, refigion, sex, or national origin.

Title VI covers all employers with more than 15 employees, labor
unions engaged in an industry affecting commerce, and employment
agencies that serve such industries. In 1972, coverage was extended
{o include state and governmental agencies and educational

institutions.

Age Discrimination in Employment Act

In 1967, Congress passed the Age Discrimination in Employment Act
(ADEA) which parallels Title VIl and prohibited job discrimination
against workers between the ages of 40 and 65. The Act was amended
in 1978; they raised the upper limit to 70 years of age and eliminated

mandatory retirements of federal workers.

ADEA considers unlawful any indication of age preference that would

discriminate against the 40-70 age group. The law bans “HELP
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WANTED?” ads with any age specifications such as 25-35, young and
recent college graduate. An employer can specify a minimum age
under 40 if it is job related. Examples include over 18 or must be 21

years of age.

The Rehabilitation Act of 1973, Section 504: The Americans with
Disabilities Act (ADA) 1990

The Rehabilitation Act of 1973, Section 504 governs programs and
activities that receive federal assistance and requires that the covered
employer make a reasonable accommodation for a worker’s disability.
The Americans with Disabilities Act (ADA) of 1990, amended in 1992
protects disabled individuals from discrimination in employment and

other major aspects of everyday life.

Title I of the ADA specifically addresses discrimination in employment.
The act requires reasonable accommodation, which is modification or
adjustment to the job, application process and modification to the work
environment in order that a person with a disability can perform the
essential duties of a position. The employer is required to take an
objective look at the person’s qualifications and how these qualifications
match up with the job’s essential requirements. No person can be

denied employment if they can perform the duties of the job in question.

The only legal exception to these standards under federal laws (and
generally state laws) is when the exception is a bona fide occupational
qualification (BFOQ). For example, an employer does not have to hire

an individual who cannot stand if standing is an essential part of the job.

Genetic Information Act (GINA) of 2008. Under Title Il of GINA, it is

illegal to discriminate against employees or applicants, including

student employees, based on genetic information. Title Il of GINA
prohibits the use of genetic information in making employment
decisions, restricts employers and other entities covered by Title I

(employment agencies, labor organizations and joint fabor-management
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training and apprenticeship programs - referred to as "covered entities"}
from requesting, requiring or purchasing genetic information, and strictly

{imits the disclosure of genetic information.

Presidential Executive Orders (EQ)

Presidential Executive Orders are directives generally dealing with
contractors who do business with the government. Executive Orders
have the force and effect of laws enacted by the Congress of the United
States.

Executive Order 11246

Executive Order 11246 was issues by President Lyndon B. Johnson in
1965 and has been amended or superseded several times. It imposes
obligation on governmental confractors to ensure nondiscrimination

along the lines of the provision for Title VII:

The contractor will not discriminate against any employee or applicant
for employment because of race, color, religion, sex or national origin.
The contractor will take affirmative action to ensure that applicants are
employed and that applicants are treated during employment, without

regard to race, color, religion, sex or national origin.

This EO covers all federal coniractors who supply a service to a
governmental agency and receive payments in excess of $10,000 per
year. It is the foundation of most affirmative action programs in the

public and private sectors of the economy.
Florida State Statufes

The Florida Education Equity Act, Section 228.2001

The Florida Education Equity Act, Section 228.2001 of the Florida
Statutes became law in June 1984. This law prohibits discrimination on
the basis of race, national origin, gender, disability, or marital status

against a student or employee in the system of public education.
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Each public educational institution is required to conduct a self-analysis
and adopt a plan fo ensure compliance with the Equity Act. Since
1985, Brevard Community College has published an annual report
updating its plan. Brevard Community College has set goals for facuity,
staff and students fo correct any under-representation that may exist as

required by the Act.

Florida Open Records and Public Meeting Laws, Section 286.11

All meetings, notes and records of screening and selection committees
are subject to the open records and meeting laws, also known as the

sunshine laws. Specifically:

All meetings are open and any interested party may attend. This can
include other applicants. However, meetings do not have to be

announced publicly and in advance of the meeting.

All notes, records and scoring sheets are public records. Records
include paper records and files, electronic documents and videotapes of

interviews.

Each member is responsible for ensuring that any official notes, records

and scoring sheets are given to the Chairperson.

The Chair is responsible for presenting and forwarding all records to the
Office of Human Resources (HR). HR will place the records in the
recruiting file for that position and maintain the entire record for two

years as required by state statute.

All recruiting records including applications, resumes, reference checks,
records of meetings, scoring sheets, official notes and videotapes may
be reviewed by any interested party. Copies may be made at a nominal

cost.

The timing of the request to review records must be reasonable and will

be done with supervision.
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Requests to review records should be directed to HR. Records for
searches currently underway are in the possession of the Chair of the

commiflee.

The Florida Immunity from Liability and Employer Presumplion against
Negligent Hiring, Sections 768.095 and 768.096

Florida Statutes provide for employers who disclose information about a
former or current employee to a prospective employer upon request of
the prospective employer or of the former or current employer.
Employers are immune from civil liability for such disclosure or its
consequences. This immunily does not exist if it is shown by clear and
convincing evidence that the information disclosed by the former or
current employer was knowingly false or violated any civil right of the

former employee protected under chapter 760.

in a civil action, under certain circumstances, an employer is presumed
not to have been negligent in hiring if the employer conducted a
background investigation that did not reveal any information that
reasonably demonstrated unsuitability of the prospective employee.
The background investigation must include:

e Criminal background investigation from FDLE,

e Reasonable effort to contact references and former employers,

e Completion of a job application that includes specific information,

e Written authorization and a check of the driver’s license records

if relevant,

s [Interview of the prospective employee

Affirmative Action, Equity and Diversity Initiatives

Annually, the President provides the Executive Director, Florida State
Board of Community College a comprehensive update detailing the
College’s diversity initiatives. This report is called the Equity Plan which

is approved by the Board of Trustees annually.
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The College’s goal is to recruit and have a diversified workforce and
student body. It is imperative that each selection and Screening
Committee member understand his/her role in the College’s
commitment to Equity Goals. Each Committee Chair should request a
copy of the Equity Plan. As an important part of the hiring process,
committee members have the same accountability and duty as do
College Administrators. The laws, regulations and procedures govern
committee deliberations in the same manner as acts of members of the

Administration.

Guidance for Screening and Selection Committees — Screening and

Interviewing Applicants

The ideal way to begin the screening and selection process is for the
committee to meet before the applicant pool is ready. This will allow
the committee to address the first of its four fundamental tasks. Those

fasks are:
e Organize
s Screen applicants
s [Interview applicants
o Recommend finalists
» Responsibilities of the Chair

It is the chairperson’s responsibility to keep the committee on task,
provide organizational skills, leadership and to ensure that proper

documentation is done at each stage of the process.

The chairperson should survey the screening and selection committee
members to determine date and time of the first meeting. Prior to the
first meeting, the chair should meet with the Campus Provost or
appropriate Administrative Member to receive information regarding the

profile of the successful candidate. The chair should afso request an
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interview informational packet from the Office of Human Resources.

This packet will include:

A copy of the Handbook for Screening and Selection Committee

members
Goals from the College’s Equity Plan information
A copy of the job description for the position

A copy of the advertisements, postings and other materials on

the open position

First Meeting

Tasks to achieve include:

Welcome: The chair will introduce and welcome each member.

Candidate profile. The chair and the committee will review the

profile of the successful candidate.

Schedule. Gain agreement on schedule location and time for

committee meetings.

Packet Review. Review the Handbook for Screening and
Selection Committees including pertinent laws, Colflege policies,
Equity Goals, and time frames. A member of Human Resources
may be invited to conduct training and facilifate an open

discussion on the process.

Conduct. Committee members should be advised of their duty to
respect each applicant and not to casually discuss information
from committee deliberations. The integrity and fairness of the
process must not be compromised. Florida’s public meeting

laws govern all meetings of screening and selection committees.

If these activities are not conducted in the first meeting, they must be

done in the second meeting.
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Second Meeting

Schedule the meeling after the recruitment deadline has closed. Tasks

to achieve include:
» Applicant screening. Discuss the size of the applicant pool and
determine the method in which the applicants will be screened.

s Ground rules: determine by consensus, if possible, the ground

rules for the committee.

The committee will conduct a review of the requirements of the job to
be filled and collectively agree on any criteria that will be used to review
each application. This will narrow the total applicant pool in order to
have a reasonable number of applicants to interview. Criteria must be

Jjob-related and non-discriminatory.

Minimum standards for facufty are a Master’s degree from a regionally
accredited institution and 18 graduate level hours in the discipline to be

taught.
Examples of more rigorous screening standards include:

» Farned doctorate

» Professional teaching experience

» Experience in a community college

» More experience than the minimum required
s Special skills or expertise

e Academic achievement

s Professional achievement

e Community involvement

In addition to the positive standards, the committee may wish to adopt

standards to eliminate applicants whose information contains:
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o Unexplained time gaps between employment and incomplete

information

e Applicants whose education, experience or training is not

relevant to the position
e Pattern of job-hopping or reasons for leaving positions
e Degree(s) from substandard institutions or programs

e Transcripts that reflect marginal or inappropriate academic

standards

Incorporate the minimum qualifications and standards adopted by the
committee and compile them for inclusion in the final packet that is
returned fto Human Resources. Take care in accepting experience
substitutions to ensure that those exceptions are consistent with
accreditation standards. Questions regarding standards should be
directed to the College’s credentialing staff member in the HR

department. Their defermination is final.

Screening Meeting(s)

Committee members may review the applications as a committee or

individually.

Ensuring Consideration of Minotities by Screening and Selection

Committees

It is everyone’s mission who is associated with the recruitment of faculty
and staff to improve the representation of minority groups within the
College and bring minority representation of faculty and staff to a level
that meets or exceeds that group’s level of representation in Brevard
County. To ensure that minority applicants receive appropriate
consideration at the final selection stage of the recruiting process, there
are special processing steps that must occur during the screening and

interviewing sfages.
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In disciplines district-wide where a specific minority group is under-
represented, the screening committee will schedule interviews with a
minimum of three (3) eligible under-represented minorities. If there are
less than three (3) eligible under-represented minority applicants, the
committee will interview all under-represented minorities in the

applicant pool.

Final Screening Meeting

Finalize the applicants to be interviewed.

Determine the specific steps in the interviewing process including how
you will conduct the interviews; who will contact the potential
interviewees, what questions you will ask and in what order; and the
format of the interview. Note: see sections on interviewing and asking

specific questions in this manual.

If you plan to ask the applicant to conduct a teaching demonstration,
determine and communicate the rules of that exercise to each

applicant.

Final Meeting

The committee’s last meeting should be to determine the finalists that
will be recommended. The chair will review the candidate’s
qualifications with the Office of Human Resources and all the
qualifications of under-represented minority candidates who were
interviewed but not selected as finalists. The chair will recommend a
minimum of three (3} finalists in alphabetical order. All meeting
documentation must be forwarded to the Office of Human Resources at
this time, using the Personnel and Employment Administration form on

line (see page 48).

1) The college sets forth the requirements for receiving continuing contracts for instructional

staff. The process used to grant continuing contracts is described below:
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2009-2012

Brevard Community College - UFF Collective Bargaining
Agreement

Article 11: Tenure, Promotion, and Rank

A. The following unit members shall be eligible for consideration for
continuing contracts: Full-time faculty members who have
completed three (3) or four (4) years of satisfactory service and
professional development at Brevard Community College during a
period not in excess of five (5) successive years with such service
being continuous except for leave duly authorized and granted.
Time shall be counted starting from the beginning of their first Fall

Term.
B. All continuing contracts issued shall be based upon

1. Satisfactory service performed in a full-time faculty position and
shall be subject to all other requirements and provisions imposed

by applicable Florida law or regulation.

2. Supervising Administrator or Provost verification of continuing
need as indicated on the application for Tenure. Upon
application for tenure, the supervising administrator shall make
available to the candidate and the tenure committees the student

opinion survey summary statement.

3. Satisfactory completion of a tenure portfolio which shall include,

at a minimum, the following.
a. Regular professional self-assessment information.

b. Inclusion of student opinion surveys for each section taught in
the first five (5) semesters as part of their full time faculty load

(if applicable} pursuant fo Article 9, Section 9.2B*.

¢. Documented evidence of significant and ongoing contribution

and/or participation in Professional Development aclivities as
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fisted below in Section 11.2 following the three (3) year cycle

guidelines.

d. Documented evidence of contributions to the faculty
member’s academic unit (program, department/unit,

campus/unit).

4. A super majority recommendation (minimum 66%) by a faculty

Campus Tenure Committee.

a. When more than one faculty member is eligible for tenure on
a campus, each tenure candidate shall have a committee
comprised of their Department Chair and/or Program
Manager (neither of whom shall be the chairperson of the
committee), and at least three (3) and not more than five (5)
facully members. Faculty members shall be from the
discipline of the tenure candidates or a closely related
discipline when adequate numbers of faculty are not
avaifable. If necessary, faculty members from the discipline,
but from another campus, may be included to fulfill the
discipline representation needs. The committee shall select

their chairperson.

b. A Librarian candidate’s campus committee will be comprised
of the other Librarians on the candidate’s campus plus 3

other Librarians.

c. Campus Tenure Committee may review copies of the
administrative evaluations, student opinion surveys, and

tenure portfolios.

d. If the committee recommends tenure, then the chairperson of
the Campus Tenure Committee will prepare a letter to the
College-wide Tenure and Professional Development

Committee recommending the candidate for tenure.
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e. A quorum (at least fifty-percent plus one) must be present for

committees to take action.
f. Committees shall be as described in Article 6.16D*.

5. Recommendation by the faculty College-side Tenure and

Professional Development Committee (TPD Committee).

a. The College-wide TPD Committee will review all tenure

applicants recommended by all Campus Tenure Committees.

b. The committee will be composed of tenured faculty members
with a maximum of nine (9) and minimum of five (5)

members.

c. TPD Committee Members shall serve three-year terms with
one-third of the members appointed each year. However, to
facilitate development of the committee, one-third of the
members initially shall be appointed to a one-year term, one-
third initially shall be appointed for a two-year term, and one-
third initially shall be appointed for a three-year term. No
campus shall have the terms of both their members ending at

the same time.

d. A quorum (at least fifty-percent plus one) must be present for

committees to take action.
e. Committee shall be as described in Aricle 6.16D.

6. The candidate must be recommended for tenure by the Campus
Tenure Committee, and the College-wide Tenure and
Professional Development Committee, before the candidate’s

name can be sent to the College President for approval.
C. Tenure Timeline

1. By May 1 of the candidate’s second year, the candidate
must notify the College of his/her intent to apply for
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tenure during the Fall Term of the third yeas or the Fall
Term of the fourth year.

2. The candidate will be considered for tenure during the
Spting Term of the third or fourth year of service to the
College as determined by the candidate in his second

year.

3. By October 1 of the Fall Term of the candidate’s third or
fourth year, the candidate must submit an application for
tenure and an authorization for tenure committees to
review limited access files to the immediate supervising

administrator.

4. By January 10, of the Spring Term of the year of tenure
consideration, the candidate must submit the tenure

pottfolio to his/her immediate supervising administrator.

5. By January 20, the Supervising Administrator will
present the portfolio, the student opinion surveys, and
the three administrative annual evaluations to the

candidate’s Campus Tenure Committee.

6. By February 1, the Campus Tenure Committees must
have met and made recommendations fo the College-
wide Tenure and Professional Development Committee

and copied to the Provost.

7. By February 1, the College-wide Tenure and
Professional Development Committee must have met

and made recommendations to the College President

8. All recommendations must be submitted to the Board in

time for the March Board of Trustees meeting.

D. Candidates not approved for Tenure must be notified by the

Administration by April 1 of non-renewal of their contract.
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E. The non-renewal of an annual contract or denial of tenure shall not
entitle the person to reasons for such actions or to follow the
grievance procedures, or to a hearing (ie., DOAH or arbitration).
However, this shall not preclude the use of the grievance procedure

to determine whether the process and procedures were foflowed.

F. All continuing contracts issued shall be based on satisfactory
service performed in a full time faculty position and shall be subject
to all other requirements and provisions imposed by law or

regulation.

G. The parties recognize and subscribe to the appropriate policy of the
Board of Trustees Policy Governance Manual and to the suppotrting
section of the College Operational Procedures Manual as the basic
policy and procedure for administration of maintenance of continuing
contract as it pertains to unit members. However, in the event a

conflict occurs, this agreement shall be the controlling document.

* Article 9, Section 9.2B

B. Student Opinion Surveys: Students shall bompiete a stuc}ént opinion
survey questionnaire for instructional faculty members each falf and
spring term on the Student opinion Survey of Full-time Faculty
(Appendix M), or on any mutually agreed upon replacement
questionnaire, at approximately the midpoint of two of the courses

faught during the semester.

1. Student surveys shall be completed in at least two sections per
term. The instructor may choose one of the sections to conduct
the survey. If the faculty member is teaching lecture, laboratory,
clinical, or distance learning courses, one of the evaluated
courses should be didactic and the other should be either

laboratory, clinical, or distance learning.

2. Student surveys should be scheduled for approximately two-

thirds fo three-fourths of the way through the term.
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3. Where feasible, a faculty member other than the course
instructor will administer the student surveys of instruction, and
the course instructor will not be present during this process. This
will be considered a normal faculty duty. The faculty member
administering the surveys will remain in the classroom during the
process, designate a student to collect the completed surveys,
seal them in an envelope, and deliver them to the immediate

supervisor’s office.

4. The supervising administrator and the faculty member may
mutually agree fo forego the student surveys in any given
semester. The decision will be made not later than the mid-point

of the ferm.

5. This questionnaire is to be utilized by the faculty member for
improvements in his performance and in the course. The
supervising administrator may elect to review and discuss recent
student surveys with the faculty member. The Student Opinion
Surveys will be returned to the faculty member after grades are
submitted, and no copies will be filed in the faculty member’s
personnel file, except that copies of the student surveys will be
retained for non-tenured faculty members for use in the tenure
process. Upon completion of the tenure process, the surveys will

be removed and returned to the faculty member.

6. Results of the student surveys may be used by the facuity
member’s supervising administrator in conducting and preparing
the Instructional Faculty Evaluation Performance Review
(Appendix B}. Items 1 through 16, or any mutually agreed upon
revisions of these items will be considered on the Student
Opinion Survey Form currently in use. If a trend in response
suggests a less than “Satisfactory” performance, the supervising

administrator conducting the faculty member's evaluation may
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use such responses under “Other supervising administrator
comments” in the evaluation. The supervising administrator may
also write positive comments on the Faculty Evaluation
Performance Review in the “Other supervising administrator

comments” section based on student evaluations.

7. Instructional faculty teaching distance learning courses will be
surveyed by students through and online survey instrument. The
process used to administer the online survey, gather date, and
retain evaluation feedback will follow the same guidelines as set
forth in the preceding paragraph. Students will be provided a
secure Web-based interface in which to complete surveys and
anonymously and without replication. This interface will be
accessible only to students enrolled in the course at the time of
the survey. Faculty will be provided with a report summarizing
student responses and feedback for the selected course

section(s).

*Article 6.16D

D. Each April the President of UFF-Brevard or designee shall
recommend to and consult with the President or designee over the
appointment of faculty members to the commitiees listed in

paragraph A above, excluding Academic Affairs Committee.

1. The initial TPD Committee shall be comprised of nine volunteer

members.

2. The President of UFF-Brevard, or designee, shall recommend
one member per campus plus one member from the College at-

large.

3. The BCC President, or designee, shall recommend one per

campus.
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4. The initial TPD Committee shall propose procedures for the TPD
and sub-committees which shall be presented to the College and

UFF-Brevard for mutual agreement pursuant to 6.16 3 above.

The following describes the process used to annually apprise
each eligible faculty member of progress toward attainment of

continuing contract status:
2009-2012

Brevard Community College - UFF Collective Bargaining

Agreement

Article 10: Professional Development

Section 10.1: intent

The parties recognize the desirability of faculty continuing professional
development throughout their employment at the College. Minimum
professional standards for the maintenance of continuing contract shall
be negotiated through the collective bargaining process. The
responsibility for meeting these standards rests solely with the

individual faculty member.
Section 10.4: Non-Tenured Faculty Development

A. Upon hire, a new faculty member must attend a College Pre-
Employment orientation not fo exceed two (2) days. When
possible, this will be offered prior to the first in-service day of the
academic term. Participation in this orientation is not counted
fowards the faculty development requirement below. If the new
faculty member is unable to attend the scheduled orientation, the
supervising administrator must work with the faculty member to
provide the academic information covered at the orientation, and
the faculty member must reschedule the human resource portion

of the orientation.
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B. Beginning in 2010, faculty members on an annual contract must
complete the faculty development program prior to award of

tenure in the following manner:

1. The Tenure-Promotion Committee shall develop a new
faculty member professional development program for use

beginning in Fall, 2070.

2. The professional development program shall incorporate the

following:
a. New Faculty Mentoring Program
b. Teaching in a higher education institution.

4) The college has developed a budgetary incentive plan to support and ensure attainment of
the goals developed pursuant to Section 1012.86, F.S. Summarized below is a description
of the incentive plan, including how resources shall be allocated to suppoit the

implementation of strategies and the achievement of goals in a timely manner:

Brevard Community College supports and ensures the attainment of the
goals developed pursuant to Section 1012.86, F.S. Resources are
allocated to support the implementation of strategies and the

achievement of goals in a timely manner:

The College’s employment goals aim to ensure racial, ethnic and
gender diversity in the identified categories; all employees are rated on
a diversity or “valuing differences” dimension with which they must

comply in order to work at the College.

5) The following describes how funds are used to increase the number of females and

minorities receiving continuing contracts:

Tempered by today’s economic constraints, the College has redirected
resources to develop supervisors and managers fo improve their hiring
practices and will begin posting job notices in minority-specific

community publications such as Al Dia and El Playero.
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6) Salary Information: Include the salary ranges in which new hires were employed
compared to the salary ranges for employees with comparable experience and

qualifications. (section 1012.86 (2}(b)(5), F.S.*

*This is a new requirement for the Employment Accountability Plan that is required in
statute as cited. Each college should submit the required information based on variables it
chooses to compare salary ranges of new hires with salary ranges of employees with

comparable experience and qualifications.

Salary Information

EQUITY DATA 4/13/2011

 ADMINISTRATORS

SNAPSHOT OF EMPLOYEE BASE 12/2010 (new hires
included)

© $120,000-$129,999

< Bachelors

1
01 $120,000-5129,999 Doctoral 2 1
01 $120,000-$129,999 Masters 1 1
01 $130,000-$139,999 Rachelors 1 1
02 $120,000-$129,999 Doctoral 4 1
02 $120,000-5129,999 Masters 3
02 $150,000-5159,999 Doctoral 2 2
02 $150,000-5159,999 Masters 1 i
02 $160,000-5169,999 < Bachelors 1 1
02 $220,000-5229,999 Doctoral 1 1
02 $70,000-5§79,999 < Bachelors 1
03 $290,000-5299,999 Doctoral 1 1

TOTAL 19 10
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Contract

Continuing
FAC/9MO  Contract Fac New CC 19 16 3
Fac New
FAC/9MO  Temporary Hire 10 5 5
Annual
Library Contract 1 1
Centinuing
Library Contract 8 7 1
TOTAL 243 145 98
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165 $40,000-$44,999 < Bachelors 4 4

165 $40,000-544,999  Bachelors 4 4
165 $40,000-$44,999 Doctoral 3 1 i 1
165 $40,000-$44,999 Masters 15 2 7 b
165 $45,000-$49,999 Masters 3 1 2

TOTAL 29 1 2 1 14 11

NEW CONTINUING CONTRACTS AWARDED IN CALENDAR YEAR 2010

165 $40,000-544,999  Bachelors 1 1

165 $40,000-$44,999  Doctoral 5 1 2 2

165 $40,000-544,999 Masters 8 8

165 $45,000-549,999  Masters 3 1 2

175 $50,000-$59,999  Bachelors 1 1

195 $R80,000-$89,999  Doctoral 1 1
TOTAL 19 1 1 14 3
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E. Certification/Signature Page

The college actively implements and monitors the Employment Equity Accountability Plan

and certifies compliance with all statutory requirements of Section 1012.86, F.S.

Darla J. Ferguson (Equity Officer) Date
James A. Drake (College President) Date
Stephen G. Charpentier (Chair, College Board of Trustees) Date

This concludes the Annual Equity Update Report for 2009/2010.
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