
The district has established an Equal Employment Opportunity Advisory Committee 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 Equal 
Employment Opportunity Advisory Committee assists in the development and implementation of the 
EEO Plan in compliance with state and federal regulations and guidelines, monitors equal 
employment opportunity progress, and provides suggestions for plan revisions as appropriate. 

Join Zoom Meeting:  https://miracosta-edu.zoom.us/j/97707224268?pwd=YTVzRlgwNVQ1Qk5mbnlrYmlIcHRxQT09 
Meeting ID: 977 0722 4268 
Passcode: 502056 
One tap mobile:  +16699006833, 97707224268#, *502056# US (San Jose), 12532158782, 97707224268#, *502056# 
US (Tacoma) 

Dial by your location:  +1 669 900 6833 US (San Jose), +1 253 215 8782 US (Tacoma), +1 346 248 7799 US 
(Houston), +1 301 715 8592 US (Washington DC), +1 312 626 6799 US (Chicago), +1 929 205 6099 US (New York) 
Find your local number: https://miracosta-edu.zoom.us/u/abjp7Ofafm 
Join by Skype for Business:  https://miracosta-edu.zoom.us/skype/97707224268 

AGENDA 

1. Review March 1, 2021 Draft Meeting Minutes (Attachment)

2. Review Draft EEO Plan

3. Review 2020/2021 Multiple Method Allocation Certification Report (Attachment)

4. Open Discussion

5. Next Meeting

 If you wish to attend the meeting and you have another disability requiring special 
accommodations, please notify Eva Brown at 760.795.6829. The California Relay 
Service (CRS) is available by dialing 711, or 1-800-735-2929 or 1-800-735-2922. 

Regular Meeting – March 29, 2021 
10 a.m.-11 a.m. 

Meeting via Zoom:  Information Below 

https://miracosta-edu.zoom.us/j/97707224268?pwd=YTVzRlgwNVQ1Qk5mbnlrYmlIcHRxQT09
https://miracosta-edu.zoom.us/u/abjp7Ofafm
https://miracosta-edu.zoom.us/skype/97707224268
https://www.miracosta.edu/hr/eeoac/_docs/eeo-plan.pdf


Members Present: Leslie Doig, Maria Figueroa, Melissa Johnson, Kristina Londy, 
Nick Mortaloni, Charlie Ng, Al Nyman, Bea Palmer 

Members Absent: Leticia Chavarria 

1. Introductions
The meeting began and committee introductions made.

2. Review the Charge of the EEOAC
Ng reviewed the charge of the EEOAC with the committee and requested that
members become familiar with it:

The district has established an Equal Employment Opportunity Advisory Committee 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 Equal
Employment Opportunity Advisory Committee assists in the development and implementation of
the EEO Plan in compliance with state and federal regulations and guidelines, monitors equal
employment opportunity progress, and provides suggestions for plan revisions as appropriate.

3. Vision for Success Diversity Equity and Inclusion Task Force 2020 Report
Ng provided background on the Vision for Success Diversity Equity and Inclusion
Task Force 2020 Report that that three of our college members—Luke Lara, Maria
Figueroa, and Edward Pohlert were cited in the report.

The report is broken down into three parts as follows:

Part I:    Developing a Shared Understanding of the Problem
Part II:   Strategies Intended to Dramatically Improve Diversity
Part III:  Augmenting Existing Funding to Advance Statewide Diversity Efforts

The following three levels are an area of focus to address faculty and staff
diversity efforts—institutional, interactional, and individual.  The strategies are
broken down by tiers - Tier 1 1-2 years, tier 2 3-5 years and requires additional
funding.  There are 29 strategies with 74 activities.

Human Resources will do an assessment of the 29 strategies and 74 activities
listed in Appendix C to determine a baseline on how to move forward.

Draft Minutes – March 1, 2021 
10 a.m.-11 a.m. - Zoom 

https://www.cccco.edu/-/media/CCCCO-Website/Files/Communications/vision-for-success/cccco-dei-report.pdf


4. Equal Employment Opportunity Plan – Approved June 11, 2020
Brief overview of the EEO Plan and purpose.  Approved by the board every year.
One of the taskforce recommendations is to standardize the EEO plan for all of the
colleges.

5. Allocation of the Equal Employment Opportunity Fund
Reviewed the 2019/2020 EEO Fund Multiple Method Allocation Certification form
and the nine multiple methods.  Human Resources will provide a draft of the
preliminary responses for the 2020/2021 report at the next meeting.

6. Open Discussion
Ng will be setting up an EEO training of the plan and will send out meeting invites.

Status of student committee members discussed.  We hope to have a student
assigned by the next meeting.

7. Next Meeting
The committee will meet on Monday’s at 10 a.m. and the next meeting will be in
approximately three weeks.  Meeting invites will be sent out for future meetings.

https://www.miracosta.edu/hr/eeoac/_docs/eeo-plan.pdf


 
  

 

 
 

 
 

 
 

 
 

 
  

 
 
 
 
 
 
 
 

 
 

      
     

 
  

 
    

 
    

 
  

 
    

 
    

 
  

 
    

 
   

 
  

 
     

 
     

 
 

 

Equal Employment Opportunity 
Fund Multiple Method Allocation 

Certification Form 
Fiscal Year 2020-2021  

District Name:  ___________________________________________________________ 

Does the District meet Method #1  (District has  EEO Advisory Committee, EEO Plan, and 
submitted Expenditure/Performance reports for prior year) (All mandatory for funding). 

� Yes  
� No 

The district met at least 6 of the remaining 8 Multiple Methods? (Please mark your answers.) 
� Yes   

� Method 2 (Board policies and adopted resolutions)  
� Method 3 (Incentives for hard-to-hire areas/disciplines)  
� Method 4 (Focused outreach and publications)  
� Method 5 (Procedures  for addressing diversity throughout  hiring steps and levels)  
� Method 6 (Consistent  and ongoing training  for hiring committees)  
� Method 7 (Professional development focused on diversity)  
� Method 8 (Diversity incorporated into criteria for employee evaluation and tenure review)  
� Method 9 (Grow-Your-Own programs)  

� No 

 

    

  

 

  

I CERTIFY THAT THIS REPORT FORM IS COMPLETE AND ACCURATE. Please attach meeting agenda 
showing district EEO Advisory Committee’s certification of this report form. 

Chair, Equal Employment Opportunity Advisory Committee 

Name: Title: 

Signature: ____________________________________Date: ___________________________________________ 

Chief Human Resources Officer 

Name: Title: 

Signature:____________________________________ Date:  ___________________________________________ 

Chief Executive Officer (Chancellor or President/Superintendent) 

Name: Title: 

Signature: ____________________________________ Date: ___________________________________________ 

President/Chair, District Board of Trustees 
Date of governing board’s approval/certification: ___________________________________________

Name: Title: President/Chair, Board of Trustees 

Signature: ____________________________________ Date: ___________________________________________ 
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Equal Employment Opportunity 
Fund Multiple Method Allocation 

Certification Form 
Fiscal Year 2020-2021 

This form  requires  districts to report the various activities that  they are implementing to promote 
Equal  Employment  Opportunity  for each of the 9 Multiple Methods.  

When providing explanation(s)  and evidence  of your district’s success in implementing the Multiple  
Methods,  please keep narrative to no more than one page per Multiple Method.  If you reference an 
attachment, please ensure it is attached to your submittal.  

Nine (9) Multiple Methods 
Mandatory for Funding 

1. District’s EEO Advisory Committee, EEO Plan, and submittal of Expenditure/Performance
reports for prior year.

Pre-Hiring 
2. Board policies & adopted resolutions
3. Incentives for hard-to-hire areas/disciplines
4. Focused outreach and publications

Hiring 
5. Procedures for addressing diversity throughout hiring steps and levels
6. Consistent and ongoing training for hiring committees

Post-Hiring 
7. Professional development focused on diversity
8. Diversity incorporated into criteria for employee evaluation and tenure review
9. Grow-Your-Own programs

Does District meet Multiple  Method #1 (District  has  EEO Advisory Committee, 
EEO Plan, and submitted  Expenditure/Performance reports  for  prior year)?  
� Yes   
� No  

Under the Multiple Method allocation model, districts must minimally have an operational district EEO 
Advisory Committee, and an updated EEO Plan. Additionally, districts are required to annually report 
on the use of EEO funds. 

• In order to qualify for receipt of the EEO Fund, districts are required to submit a board-adopted
EEO plan every three years to the Chancellor’s Office. (Title 5, section 53003).

• EEO Plans are considered active for three years from the date of when the district’s Board of
Trustees approved the plan.

• The districts are required to establish an EEO Advisory Committee to assist in the
development and implementation of the EEO Plan. (Title 5, section 53005).

• The districts are required to annually submit a report on the use of Equal Employment
Opportunity funds. (Title 5, section 53034).
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Equal Employment Opportunity 
Fund Multiple Method Allocation 

Certification Form 

Fiscal Year 2020-2021 

Please provide an explanation and evidence of meeting this Multiple Method, #1. 

Multiple Method #1 
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Equal Employment Opportunity 
Fund Multiple Method Allocation 

Certification Form 

Fiscal Year 2020-2021 

To receive funding for this year’s allocation amount, districts are also required to meet 6 of the remaining 
8 Multiple Methods. 

Does the District meet Method #2 (Board policies and adopted resolutions)? 

  Yes   

 No 

Please provide an explanation and evidence of meeting this Multiple Method, #2. 

Multiple Method #2 
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Equal Employment Opportunity 
Fund Multiple Method Allocation 

Certification Form 

Fiscal Year 2020-2021 

Does the District meet Method #3 (Incentives for hard-to-hire areas/disciplines)? 

  Yes   

 No 

Please provide an explanation and evidence of meeting this Multiple Method, #3. 

Multiple Method #3 
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Equal Employment Opportunity 
Fund Multiple Method Allocation 

Certification Form 

Fiscal Year 2020-2021 

Does the District meet Method #4 (Focused outreach and publications)? 

  Yes   

 No 

Please provide an explanation and evidence of meeting this Multiple Method, #4. 

Multiple Method #4 
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Equal Employment Opportunity 
Fund Multiple Method Allocation 

Certification Form 

Fiscal Year 2020-2021 

Does the District meet Method #5 (Procedures for addressing diversity throughout 
hiring steps and levels)? 

  Yes   

 No 

Please provide an explanation and evidence of meeting this Multiple Method, #5. 

Multiple Method #5 
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Equal Employment Opportunity 
Fund Multiple Method Allocation 

Certification Form 

Fiscal Year 2020-2021 

Does the District meet Method #6 (Consistent and ongoing training for hiring 
committees)? 

  Yes 

 No 

Please provide an explanation and evidence of meeting this Multiple Method, #6. 

Multiple Method #6 
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Equal Employment Opportunity 
Fund Multiple Method Allocation 

Certification Form 

Fiscal Year 2020-2021 

Does the District meet Method #7 (Professional development focused on diversity)? 

  Yes 

 No 

Please provide an explanation and evidence of meeting this Multiple Method, #7. 

Multiple Method #7 
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Equal Employment Opportunity 
Fund Multiple Method Allocation 

Certification Form 

Fiscal Year 2020-2021 

Does the District meet Method #8 (Diversity incorporated into criteria for employee 
evaluation and tenure review)? 

  Yes   

 No 

Please provide an explanation and evidence of meeting this Multiple Method, #8. 

Multiple Method #8 
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Equal Employment Opportunity 
Fund Multiple Method Allocation 

Certification Form 

Fiscal Year 2020-2021 

Does the District meet Method #9 (Grow-Your-Own programs)? 

  Yes  

 No 

Please provide an explanation and evidence of meeting this Multiple Method, #9. 

Multiple Method #9 

If more space is needed for your explanations, you may attach an additional file. ATTACH FILE 
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	03.29.2021 EEOAC Agenda
	03.01.2021 Draft Meeting Minutes
	FY 2020/2021 EEO Fund Multiple Method Allocation Certification Form

	pg1-1: MiraCosta Community College District
	pg1-2: Off
	pg1-4: Off
	pg1-5: Off
	pg1-6: Off
	pg1-7: Off
	pg1-8: Off
	pg1-9: Off
	pg1-10: Off
	pg1-11: Off
	pg1-3: Off
	pg1-12: Charlie Ng
	pg1-13: VP Human Resources
	pg1-14: 
	pg1-15: Charlie Ng
	pg1-16: VP Human Resources
	pg1-17: 
	pg1-18: Dr. Sunita Cooke
	pg1-19: President/Superintendent
	pg1-20: 
	pg1-21: 
	pg1-22: Richard Cassar
	pg1-23: 
	pg2-1: Yes
	pg3-1: The  district has developed and adopted a district-wide written equal employment opportunity (EEO) plan to implement its EEO program and the plan was adopted by the Board of Trustees on (insert date) and submitted to the Chancellor's Office on (insert date). 

[Insert link to EEO Plan]

The district has an EEO Advisory Committee to assist the district in developing and implementing the EEO plan required under Title 5, section 52003. This advisory committee includes a diverse membership.  This is demonstrated by the information published (EEO Plan, agendas, minutes, membership, and other information) on the EEOAC web page. [Insert link to EEOAC]

The district has submitted Expenditure/Performance reports for 2019-20 on the use of EEO funds to the Chancellor's Office on (insert date).
	pg3-2: Yes
	pg3-3: The Board of Trustees have adopted the following policies and resolutions connected with EEO :
BP 3400: Diversity, Equity, and Inclusion
BP/AP 3410: Nondiscrimination (4/7/2009)
BP/AP 3420 Equal Employment Opportunity (10/6/2009);
BP/AP 3430 Prohibition of Harassment

(Insert link to these BPs/APs)

	pg3-4: No
	pg4-1: 
	pg4-2: Yes
	pg4-3: The Human Resources Department has a standard practice of posting permanent positions (administrator, faculty, and classified) in multiple publications and websites, including focused advertising with media and publications that serve underrepresented and marginalized populations such as Asian, African American/Black, Hispanic, Latino/Latinx, Native American, Pacific Islander, women, military veterans, disabled, and the LGBTQIA+ populations. Human Resources collaborates with departments, utilizing their expertise within their field/discipline to tailor campaigns to the specific vacant position. This includes outreach to attract male applicants to nursing positions or female applicants to STEM (science, technology, engineering, and mathematics) disciplines, for example. The Human Resources Department and/or the hiring department sometimes advertise positions on social media outlets, such as LinkedIn and Twitter. This enables the District to reach "passive" job seekers or those who may not review traditional sources for job advertisements. In some cases, Human Resources engages in direct, targeted outreach, by researching relevant graduate programs in California and directly contacting deans, department chairs, and faculty within the program to promote faculty positions. Additionally, hiring departments have independently promoted positions through direct outreach to colleagues at other institutions. Hiring departments sometimes attend conferences where they have promoted open faculty positions through word-of-mouth and handouts with a QR code. Human Resources tracks how applicants found out about positions through the applicant tracking system to determine outreach effectiveness. The diversity of applicants who disclose their race, ethnicity, and/or gender is monitored and evaluated to ensure recruitment efforts are reaching a diverse pool of applicants. If a pool appears to lack diversity, Human Resources, the department, and administration determine whether to extend with additional advertising, or repost the position entirely in search of a diverse applicant pool. MiraCosta College includes an EEO/Diversity Statement with every job posting which describes the District’s commitment to diversity, equity and inclusion. Each applicant is required to describe their own commitment to diversity, equity, and inclusion. Applicant responses are evaluated and rated according to an established rubric and factored into their application rating.
Further, the EEO Advisory Committee recommends that employees of the District participate in conferences, seminars, courses and training sessions that teach techniques to effectively reach diverse populations. 
Evidence: Full-time faculty and classified standard advertising sources; Facebook, Twitter and LinkedIn pages.

	pg4-4: Yes
	pg5-1: Hiring procedures start with advertising campaigns (see Multiple Method #4) designed to strategically attract a broad and diverse applicant pool. Applicant pools are evaluated to ensure sufficient number and diversity. The applicant pool of full-time faculty searches are reviewed and approved by the Superintendent/President. The Human Resources Technician and/or Human Resources Supervisor review the applicant pools for permanent classified recruitments. The District continues this review as a best practice to evaluate any potential adverse impacts in the screening and selection process. Should concerns arise with the diversity or number of applicants in a pool, Human Resources will stop the recruitment and work with the hiring department to evaluate steps forward. Human Resources may ask the committee to reconsider the job-related desirable qualifications, the number of additional application materials being requested, and/or the advertising and outreach efforts, make adjustments, and then repost the position. 
Applicants are not automatically eliminated for failing to submit all requested attachments with their electronic application. Human Resources staff screen applicants for minimum qualifications and the hiring committee is responsible for taking into account the completeness and quality of the application and application materials received and rating applications accordingly. This process is part of an ongoing discussion on how to create more inclusive hiring practices. All applicants respond to a question as part of their application related to their efforts in support of diversity, equity, and inclusion that was designed based on feedback from faculty, staff and administrators. The diversity, equity, and inclusion questions are intended to gauge cues of cultural competence in applicant responses. The wording and format of our faculty job postings are reevaluated and updated periodically, including current student demographic statistics and DEI language and website links. Within the job postings, departments are encouraged to critically evaluate the job relatedness of desirable qualifications and to highlight their department, including specific efforts to support diversity, equity, and inclusion and student success. 
The next stage of the recruitment process is review of applications by hiring committees (except in the case of associate faculty where the interviews are conducted by the department chair and other department faculty and/or discipline experts). The college requires that each committee be diverse in terms of gender, ethnicity, and experience. Ensuring that diverse perspectives are considered in the hiring process. Each committee also includes an EEO representative who is responsible for monitoring the EEO rules and hiring procedures. To ensure a degree of independence, the EEO representative cannot report to the same department/school that is recruiting for a vacancy and/or any supervisor/administrator who will participate in the initial or final interviews. Every member of the hiring committee is required to participate in EEO training within 12 months of committee participation. EEO representatives participate in specialized training specific to their role on the committee. In light of the pandemic, Human Resources created a mandatory training video for all members of this year’s faculty screening and interview committees. The training focused on equity in hiring – why it is important and how we can ensure that our job postings, application screening criteria, and interview questions and skills assessment(s) support it. 
Once trained, committees create interview questions and skill assessment(s).  Human Resources collaborates with the committee in the creation of the interview materials and also reviews and approves them.  Faculty screening and interview committees also develop application screening criteria that is also reviewed/approved by Human Resources.  The application screening criteria for all permanent administrator and classified recruitments has been standardized and is completed within the applicant tracking system.  Each application is then given a score out of 100 that is the average of the entire committee’s ratings for the application.  In standardizing the criteria, we ensure that all applications are being evaluated based on the same criteria and that those criteria are weighted consistently for all applications, thus further guaranteeing an equitable screening of applications and having the ability to review for potential adverse impacts if necessary.  All screening and interview materials must be submitted to Human Resources for review and approval prior to the committee obtaining access to the pool of applicants. Human Resources ensures that the interview questions, skills assessment(s), and application screening criteria (for faculty recruitments) are in line with the knowledge, skills, and abilities of the position as stated in the job posting, do not give an advantage to internal versus external candidates, and that interview questions include at least one question related to diversity, equity, and inclusion.
The committee then reviews and rates the applications based on the established criteria. Candidates selected through the screening process will participate in skills assessment(s), if applicable, and an initial interview. Next, finalists are selected based on knowledge, skills, and abilities as demonstrated during the interview and/or skills assessment(s). For full-time faculty recruitments, final interviews are conducted by the Superintendent/President, vice president, dean and committee chair. This provides for a variety of perspectives in making the decision to hire. For the majority of classified searches, the final interviews are conducted by the division head or designee. The hiring manager is often invited to participate as well. A final analysis is conducted at the conclusion of each fiscal year to review trends in the diversity of applicants and that of individuals hired. This data is contained in the longitudinal analysis found in component XI of the EEO plan. 
Evidence: “A Guide to MiraCosta College Full Time Faculty Employment Policy and Hiring Procedures”; screening criteria; diversity questions for interviews; diversity question and rubric for the application.

	pg5-2: Yes
	pg5-3: Component IX of the District’s EEO plan requires that every person involved in the screening/interview process must undergo training within 12 months prior to service on a hiring committee. Human Resources tracks training completion dates and ensures current training is provided when necessary. Hiring Committee/EEO training includes a review of laws related to best practices in hiring, nondiscrimination, elimination of bias in hiring and employment, and the value of a diverse workforce. Participants are encouraged to complete the Harvard Implicit Bias tests online to become aware of potential biases. Training also includes suggestions and tools for mitigating the effects on unconscious biases. Committee EEO representatives receive additional training on pertinent laws, legally protected characteristics, and how to intervene should committee members act in a manner inconsistent with EEO regulations and/or the District’s hiring procedures. EEO representatives are full voting members of each screening & interview committee. The EEO representative cannot report to the same department/school that is recruiting for a vacancy and/or any supervisor/administrator who will participate in the initial or final interviews.
Evidence: EEO Plan Component IX; “A Guide to MiraCosta College Full Time Faculty Employment Policy and Hiring Procedures”; PowerPoint of hiring committee training; link to Harvard Implicit Bias test.

	pg5-4: Yes
	pg6-1: The Professional Development Committee includes a legend indicating the workshops which are “designed to enhance our understanding of human and cultural diversity.” These workshops are primarily designed for faculty in order for them to meet with contractual professional development obligations, but are also open to administrators and classified staff. During the Fall 2020 and Spring 2021 Flex Weeks, a total of 34 workshops specifically supported the college’s efforts in diversity, equity and inclusion. In addition to the Flex week calendar of workshops each semester, faculty, staff, and administrators may complete professional development activities of their own choosing and many complete hours on topics related to diversity in order to satisfy criteria for faculty performance evaluation (see Multiple Method #8).  
The Academic Senate has a subcommittee called Diversity, Equity and Cultural Competency (DEqCC) whose mission is to provide faculty with resources to increase cultural competency and attain cultural proficiency. The committee has helped to sustain an effective training program and serves an important role in advising individual faculty members on matters of diversity, equity and cultural competency. A full day of Flex week was devoted to the Diversity, Equity and Cultural Competency Committee’s Cultural Competency Conference. 
In Fall 2020, MiraCosta College adopted an institutional commitment to the creation of a racially just campus.  The college embarked on a campus wide book reading discussion.  All employees were given the opportunity to receive and engage in reading the two selected campus reads—So You Want to Talk About Race by Ijeoma Oluo and How To Be An Antiracist by Dr. Ibram X. Kendi.  The college also welcomed Dr. Kendi as a speaker on All College Day, and facilitated conversations on the two books as led by Dr. Veronica Keiffer-Lewis.   
Through our training partner, Academic Impressions, faculty, staff, and administrators have access to many articles, trainings, and virtual conferences designed specifically for colleges and related to diversity, equity, and inclusion all year.  

Evidence: Professional Development Program/FLEX website; DEqCC Conference Program; Academic Impressions website.

	pg6-2: Yes
	pg6-3: Criteria for the evaluation of full-time faculty include statements making it clear that diversity, equity, and inclusion are an important aspect in four of the criteria for evaluation: 
1. Demonstrated skill in classroom teaching, non-classroom roles, and other responsibilities specifically listed in the employment job announcement. These include commitment to cultural competence and equity-minded pedagogies. 
2. Respect for students’ rights and needs by demonstrating sensitivity to human and cultural diversity. 
3. Respect for colleagues and the educational professions by demonstrating sensitivity to human and cultural diversity among colleagues. 
4. Continued professional growth, which may be demonstrated by involvement in personal and professional development related to cultural competence. 
Criteria for the evaluation of associate faculty include statements making it clear that diversity, equity, and inclusion are an important aspect in three of the criteria for evaluation: 
1. Demonstrated skill in classroom teaching, counseling or library work, which may include a commitment to cultural competency.
2. Respect for students’ rights and needs by demonstrating sensitivity to human and cultural diversity. 
3. Respect for colleagues and the educational professions by demonstrating sensitivity to human and cultural diversity among colleagues. 
When new faculty are hired, part of their orientation details the tenure evaluation process. It is emphasized to all new faculty that they are required to demonstrate sensitivity to and awareness of issues related to diversity, equity, and inclusion beyond what was included and demonstrated as part of their application and interview. It will remain an important issue and will be reflected in the evaluation criteria throughout their teaching career at the college.
The evaluation instrument for academic and classified administrators includes a rating on the statement, “Demonstrates a commitment to the diversity of faculty, staff and students.” 
Evidence: Faculty Assembly Agreement, Article H, Section H.1.4; Associate Faculty CBA, Article 9; Academic Administrator Working Conditions Manual, Appendix B; Classified Administrator Self-Evaluation Form.

	pg7-1: Yes
	pg7-2: MiraCosta Community College continues to participate in the San Diego and Imperial Counties Community College Association (SDICCCA) Faculty Internship Program. The program was originally designed to provide hands-on teaching experience to underrepresented minorities, but is open to all interested parties. The typical cohort size has been approximately 5 to 10 interns per year. Participants are assigned a full-time faculty mentor and at MiraCosta whom they “shadow” for one semester. In the second semester, typically the interns are assigned a class to teach (or counseling/librarian hours to work) and are paid for this work. In addition to compensation, participants in the internship program gain valuable experience to add to their resume/curriculum vitae. The program has resulted in the hiring of many participants into full-time faculty positions, either at MiraCosta or other community colleges. In the past several years, a number of new full-time faculty hires have previously worked in classified positions at the college, and many received their associate degree from MiraCosta Community College. This “pipeline” of individuals has ensured MiraCosta has faculty who understand its student population and serve as effective role models for our diverse student body. 
Evidence: SDICCCA website.

	Attach File: 


