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PART ONHNTRODUCTIOAND BACKGROUND

This report is the annual update of th&ffirmative Action Plan (AAP)or federal contractors as
required by federal regulationeelated to:

Presidential Executive Order 11246y fwomen and federallyprotected racial/ethnic groups

+ A S[i)/l- Y 9 NJ +S3{SNY yaQ wS I Iv?adzéf]YSy,iifor prétécfediﬁl- yc“)s
Veterans

Section 503 of the Rehaltition Act of 1973, as amended, for Individuals with Disabilities

TheUS5 S LJ NI YSyYy (i 2 &of Federa? Ghtgact Bompliarize Programs (OFCCP) oversees
Affirmative Action Plan requirement®r federal contractorsSome aspects of this plan are also
informed by New York State and New York City regulations and guidelines for public agencies.

TheCollege poduces aseparateAffirmative Action Plan for Italian Americans. The Chancellor of
CUNY designated Italian Americans as a protected group at CUNY in 1976.

Part One(this section)describes tle College andhose ndividuals and groupwith resporsibility
for Affirmative Action and Diversity programs.

TheCensus Date for employeesdane 1, 209. The PlarReporting Yar (basis forhistoricaldata)
is line 1, 2018May 31, 203. The Program Year Beptemberl, 2019¢August31, 2020

This Plan is\ailable for public revievas described on the title page.

COLLEGBVERVIEW
Location, Degrees, Accreditation

Founded in 1963 and part of The City University of New York (CUNY) system, Kingsborough
/| 2YYdzy A& [/ 2ft & S-ActeQuateriyodtl cdmiphs® tz€ated in Manhattan Beach, on the
southern tip of Brooklyn, New York. Kingsborough Community College (Kingsborough) is located at
2001 Oriental Boulevard, Brooklyn, NY 1122308,

Selectedfrom a pool of more than 1,000 community colleges nationevidy the Aspen
Institute, Kingsborough Community College offers a wide range of credit anecraxit courses in
the liberal arts and career education to all students with a high school diploma or GED. Most classes
have fewer than 30 students, allowing gessors to teach through hanesn learning and group
discussions, using the latest technology, such as smart classrooms andoddézrencing rooms.

Kingsboroughconducts classes on an innovatiazademic calendardasses are held
during a 12week Fal session which starts in September, and ends late in December. This is followed
by a 6week Winter module which ends in February. Ad8ek Spring session starts at the beginning
of March, and ends in themiddle of June.This is followed by a-@&reek Summe module which
continues until the end of July.
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Kingsborough launched KCC Flex, to offer evening, weekend, and online classes to attract adult and
non-traditional students, with some college and no degree.

Kingsborough serves approximated®,081 students taking credit courseand another
21,858students taking nofrcredit and continuing education courses.

Degrees offered

Associaten Arts (A.A.)

w
w

Liberal Arts
A.A. Criminal Justice

Associaten SciencgA.S)

Eegeegeegegee="egeceeeeeeecece

Accounting

Biology

Biotechnology

Business Administration

Chemical Dpendency CounselinBrogram

Chemistry

Community Health

Computer Science

Early Childhood Education/Child Care
Earth and Planetary Science
Education Studies
EngineeringScience

Exercise Sciené¢Rersonal Training
Fine Arts

Journalism and Print Media
Mathematics

Media Arts

Mental Health and Human Services
Physics

Science for Forensics

Speech Communications

Theatre Arts

Associaten Applied Science (A.A.S.)

€

€ € ¢

Computer Information Systems
Culinary Arts

Emergency Medical Servic€aramedic
Fashion Design
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Graphic @sign and lllustration

Maritime Technology

Nursing

Office Administration and Technology
Physical Education, Recreation and Recreation Therapy
Physical Therapist Assistant
Polysomnographic Technology

Retail Merchandising

Surgical Technology

Tourism & Hospality

Website Development and Administration

g eeeeeeeeeec

Certificates are offered in
w Substance Abugéddiction Counseling
w Culinary Arts

Departmental/discipline accreditation and accrediting organization (s):

KCC is fully accredited and approved by the CommisgfoHigher Education of the Middle
States Association of Colleges and Schools. The Commission on Accreditation in Physical Therapy
Education accredits the Physical Therapist Assistant Program. All academic programs are registered
by the New York State Edation Department. The College is a member of the American Association
of Community Colleges (AACC), the American Council on Education (ACE), the League for Innovation
in the Community College, the Association of Colleges and Universities in the Statevofdyk, the
Council of Higher Education Institutions in New York City, Junior College Council of the Middle Atlantic
States, Middle States Association of Colleges and Schools, New York State Association of Junior
Colleges, and the Association of Collegedds-International.

History

1 October 30, 1962, Gustave G. Rosenberg, Chairman of the Board of Higher Education, appoints
a committee, chaired by Ms. Gladys M. Dorman, to investigate the needs for another community
college in Brooklyn. New York City ComriturCollege was already in existence in Brooklyn. The
committee recommends the establishment of the community college. The Board of Higher
Education accepts the recommendation and presents the recommendation to the Trustees of the
State University of Nework.

1 September 12, 1963¢ The State University of New York approves the establishment of
Kingsborough Community College.

1 January 17, 1964 The City Planning Commission suggests 4 alternate sites as the possible
location for Kingsborough Community Collegebbets Field area, the Fulton Park area, the
Atlantic Terminal renewal area, and the Stillwell AveriRelt Parkway area.

1 April 20, 1964¢ The City Planning Commission approves the establishment of Kingsborough

Community College at Manhattan Beach agaitist wishes of its Chair, William F. R. Ballard.

Jacob |. Hartstein, President, 1964969

Fall of 1964c The College admits its first class of 468 students served by 39 faculty members. In

the absence of a college campus, the college opens at two locatiarformer Public School 98

on Avenue Z in the Sheepshead Bay area and a Masonic Temple located at the corner of Clermont

and Lafayette Avenues in Milrooklyn.
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The former maritime station at Manhattan Beach, whigeltas made available by the federal
govemment, becomes the site for the permanent campus of Kingsborough Community College
and replaces the two temporary locations.

Spring of 196% A 60-acre tract of land is formally deeded to the Board of Higher Education. Two
military classroom buildings amehabilitated for classes.

Fall of 1966 Classes begin on the Manhattan Beach campus of Kingsborough Community College.
Enrollments increase so rapidly that additional classroom facilities are needed, prompting the
rental of space at the Manhattan Beacdwish Center on West End Avenue.

Joseph Shenker, Acting President 1968970

Theodore Powell, President 19701971

January 1968, The Board of Higher Education approves the Master Plan for the Kingsborough
Community College campus and architectural dmagd are completed for the permanent campus.
Construction of a series of eight temporary buildings is initiated to house classrooms,
laboratories, a library, a cafeteria, offices, and a gymnasium. The temporary buildings are located
in the northeast quadranof the campus so as not to interfere with permanent construction.

Fall of 1973Completion of construction of the eight temporary buildings and groundbreaking
occurs for Phase | of the New Campus Construction. US Senator Jacob Javits attends Land Grant
ceremony at Kingsborough deeding six more acres of land to the college from the federal
government.

Leon M. Goldstein, President 19711999

1980¢ Groundbreaking occurs for the Marine and Academic Center Building.

1998¢ The College is deeded the former Quin Street Federal land and begins planning for the
new Academic Village.

1990¢ The Kingsborough Light atop the Marine and Academic Center is activate&. 1995

Coast Guard Light List #3168.

Byron McClenney, President 20Q®003

2001 ¢ 2002 A newdgo is developed for the college, depicting the navigational light atop the
Marine and Academic Center as a welcoming beacon.

2002¢ The Leon M. Goldstein High School for the Sciences opens on campus.

2002¢ Groundbreaking occurs for the Academic Villageld@ng.

2002¢ NYC Mayor Rudolph Giuliani opens new Kingsborough High School for the Sciences now:
The Leon M. Goldstein High School

2003¢ 2004 ¢ The college celebrates its 40th Anniversary.

2004¢ The Academic Village Building is completed and opens.

2004 ¢ The Kingsborough Community College Way, a pathway to honor graduates, faculty, staff,
friends and business partners, is created by the Kingsborough Community College Foundation Inc.
and the Kingsborough Community College Alumni Association, Inc.

Dr. Regina S. Peruggi, first female President 2@02013

In 2013, the Aspen Institute College Excellence Program named Kingsborough Community College
as a finalistwith-distinction for the 2013 Aspen Prize for Community College Excellence. Selected
fromthendi A2y Qa Y2NX GKFyYy wMInannn Lzt AO O2YYdzyAde O2
prize to support its programs.

In September 2014, Kingsborough appointed a new Presidé&atrley Herzek

In January 2016, Kingsborough hired its first female Vice Presidemicademic Affairs and
Provost, Dr. Joanne Russell.

Ly ! LINRAf HAMT Z YAy 3a

Deans Dr. Sharon WarreiCook,ad (G KS O2f f S3S Q4&, abdDIr. Katide®n LeakadBRA O dzt
0 KS O2 befarSal Fatulty.

Peter M. Cohen, Interim President 20£72018.
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October 2017, The Aspen Institute College Excellence Program today named Kingsborough
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November 2017, New York State Senator Roxanne Persaud, KCC Foundation Board members, and
other dignitaries, joined Kingsborough at the ribbon cutting ceremony for the Student Union &
Intercultural Center (SU&IC).

November 2017, Students from seven CUNY campuses won honors for presentations of their
original research at the American Society for MicrobiolsgyAnnual Biological Research
Conference for Minority Students, including one from Kingsborough

November 2017, Kingsboroughen's and women's Wave cross country teams emerged champions

at the 2017 CUNY/Army ROTC Community Colleges Cross Country Chanmgionsh

December 2017Kingsborough exceeds Spark Performance Targets, Wins Heckscher Funding for
third year in a row.

January 2018, Kingsborough faculty awarded CUNY Research Idea Grants.

Kingsborough Wave Sprints to 2018 CUNYAC Men's and Women's IndokrafichEield Titles.
Kingsborough women's outdoor track and field team achieved the 2018 NJCAA Division Ill National
Championship.

hy 1 dz3dzad mMoX HAamMy3X YAYIao02NRdzIK dzy @SAf SR dalLy-
Holocaust.

In September 2018, Kingshmugh appointed its first black female President, Dr. Claudia V.
Schrader.

5508SY0SN) HamMyX YAYy3Ia062NRdzZIK A& NXO23ayAT SR Fa |
on use of technology to improve services, engagement, and collaboration.

December 208, Kingsborough exceled at NYSMATYC Mathematics League Competition:

A Finishing in second place, KCC was one of the top four colleges with the top scoring teams

A KCC student, Zhi Ying Liang finish&dp¥ace in the individual scoring analysis

Tyesha James biology major at Kingsborough Community College who is focused on becoming

an OB/GYN Specialjss a twotime 2018 National Athlete of the week, CYNYAC Cross Country

/| KFYLA2YS blraGA2ylFt [/ NRraa /2dzyiNB LYRAQGARGd: & / KI
the year.

January 2019The Jack Kent Cooke Foundation announced the semifinalists for its prestigious
Cooke Undergraduate Transfer Scholarsfiprough this commuity college transfer scholarship,

the Foundation supports highchieving community college students as they transfer to some of

the top four@ S NI AyadAaddziazya Ay (GKS O2dzy i NE 02 C
Congratulations to fourthonor students: Aliah Howard, Maria Gonzalez, Nicholas James, and

Alvin Wu.

February 2019, Kingsborough Community College earne®@ KA S @Ay 3  (reBest 5 NS I
recognition for achieving higher student outcosmand narrowing equity gaps. KCC was one of 11
community colleges aththe only one in New York State to edreader College of Distinction

April 2019, CUNY Kingsborough Community College was recognized in an award ceremony in
Washington, D.C. as one of the top community colleges nationally in the 2019 Aspen Prize for
Comnunity College Excellence. T4 million Aspen Prizerecognizesoutstanding institutions

selected from an original pool of more than 1,000 community colleges nationwide.

Kingsborough Honors Studens&stended CATALYST 2Q1f8 Orlando, FL. The Xi Kappa Qtea

was the winner of International Hallmarks for the New York Region.


https://www.jkcf.org/our-scholarships/undergraduate-transfer-scholarship/

1 May 2019, Three students won the David B. Silver Poetry Competition: Maria Victoria Gonzalez,
TiauraNala Townsley, and Ana Khutsianidze.

1 June 2019, Kingsborough launched KCC Rtexffer evening, weekend, and online classes to
attract adult and nortraditional students, with some college and no degree.

1 June 2019, Kingsborough celebrates-yiéar partnership with AHRC New York City. AHRC NYC
partnered with KCC and the NYS OfficePebple with Developmental Disabilities to develop an
inclusive program for students with IDD.

f ¢KNBS YAy3ao2z2NRdzAK & (i dazfEGrymi Bducatibn/ Awardsm Mbina 2A8s¥r&age O
Donnamarie Recco, and Mariia Kaftanovithe WFEducation Fund Awards are giwenhigh
potential women, age 35 and over, whose educati@md lives have been disrupted by extreme
adversity.

1 Class of 2019 Honor Student, Emmerline Ragooiix@Mattos, awarded Finch Scholarshiphis
scholarship is awarded annually to four community egB females in the New York, New Jersey,
and Connecticut area who are transferring to an accredited fpear college.

1 Kingsborough Faculty Spotlight to congratulate Professors Maureen Fadem, Lea Fridman and
Cheryl Smith on receiving the William P. Kelgs&rch Fellowship for the 2012020 academic
year. The awardf | dzy OKSR o6& LYGSNRY [/ KFEyOStf2NI 2AttAlY
ddzLJLI2 NI FyR 3INRg FI Odzf G NXaASFNOK yR aOKz2f |l NX &

f Kingsborough Community CBIHS NX OSAGYSR Pm YAftfA2Yy 3IATFAH G2
{GNRYy3 {OK2f I NBAKAL)I CdzyR¢ FTNRY .IFINySa g9 b2ofSaxz
support for two years to 100 Kingsbhorough students.

N>

Mission

Kingsborough shares and extdnthe proud tradition of the City University of New York, which
historically has served the educational, social and vocational needs of the City of New York and
continues to do so. The College maintains an open admissions policy serving a culturaibe dive
community reflective of one of the most international cities of the world. Despite their differences,
all of our students share in a collegaipported value system that includes choosing a vocation that
will provide for themselves and their families, search for seHulfillment, participation in and
contributions to their communities, curiosity in their world, and a search for greater empowerment
in their own lives.

Kingsborough serves a geographic area that is defined largely by the realitiemafudation
(distance, time and cost). Every attempt has been made not to duplicate programs and services that
are offered at its sister schools within the CUNY system. Although it offers what amounts to a core
curriculum of liberal arts courses that habeen articulated with the senior colleges within the CUNY
system, it still maintains a focus on specialized courses, curricula, and programs that meet the
cultural and educational needs of the surrounding community. Consequently, KCC has developed
concentrations in such areas as business, early childhood education, human and public services,
health and related services, and marine science and technology.



Kingsborough offers students the opportunity to accelerate their programs of study through
the structure of its academic calendar. Theall-winter semester consists of two units, one 12 week
required module, and one siweek optional module. The sprimgummer semester follows the same
structure. A major benefit of this calendar is that it permits stats to progress through their chosen
programs of study and earn an associate's degree at an individual pace. This calendar also makes
possible completing remedial courses, where necessary, during eitherlthaveek or six week
modules.

Kingsborough hagnitiated and continues to support several major collaborative programs
that have drawn the college closer to the secondary schools with college now, diploma now, and the
Kingsborough high school for the sciences. It offers a bilingual program, a cdikgge/ery program
and a liberty partnership program.

ORGANIZATION CHART
Appendix Adisplays an organization chart.
RELEVANT POLICIES

As aunit of The City University of New Yof®UNY,)a public university systenthe Collegdollows

federal, state, ad city laws and regulationsn non-discrimination and affirmative actiarnrhese

include Executive Order 11246, as amended, Titles VI and VII of the Civil Rights Act of 1964, Title

IX of the Education Amendments of 1972, Sections 503 and 504 of the RéduadmliAct of 1973

YR GKS 1 YSNAOlIya o6AGK 5AaloAfAdASa ''O0G 2F wmdbon
Readjustment Assistance Act of 1974, as amended, the Equal Pay Act of 1963, the Age
Discrimination in Employment Act of 1967, as amended and the Bigcrimination Act of 1975,

the New York State Human Rights Law and the Nevk ity Human Rights Law.

The protected classeslelineated in Executive Order 1124féd updates areAmerican Indian or
Alaska Native, Asian, Black or African American, Hiigpar Latino, Native Hawaiian or Other
Pacific IslandefTwo or More Racesnd Women Additionally, the Chancellor of CUNY designated
Italian Americanss a protected group in 1976 and CUNY prepares a separate Italian American
Affirmative Action Plan.

CWNY poststs policieson non-discrimination, sexual misconduct, aradfirmative actionon its
website.

I £ A017 F2NJ /! b, h@gs://wwiv.2uhyAe@ukaBaitddministration/offices/legak
affairs/policiesprocedures/

Equal Opportunity and NofDiscriminationPolicy

¢CKS /AGe ! YADGSNERAGE 2F bSgs 2N O04) yADSNBRAGER
diverse municipality, is committed to a policy of equal emplegtrand equal access

in its educational programs and activities. Diversity, inclusion, and an environment

free from discriminatiorare central to the mission ofhE University.

It is the policy of fie University applicable to all colleges and unitsto recruit,
employ, retain, promote, and provide benefits to employees (including paid and

10


https://www.cuny.edu/about/administration/offices/legal-affairs/policies-procedures/
https://www.cuny.edu/about/administration/offices/legal-affairs/policies-procedures/

unpaid interns) and to admit and provide services for students without regard to
race, color, creed, national origin, ethnicity, ancestry, religion, age, sex (including
pregnancy, childbirth and related conditions), sexual orientation, gender, gender
identity, marital status, partnership status, disability, genetic information,
alienage, citizenship, military or veteran status, status as a victim of domestic
violence/stdking/sex offenses, unemployment status, or any other legally
prohibited basis in accordance witaderal, state and city laws.

It is also KS | yYABSNEAGE QA LJ2fAO& mmdationiNB®IA RS NS
applicants, employees and other persons on the badisdisability, religious

practices pregnancy or childbirtirelated medical conditions, @tatus asvictims of

domestic violence/stalking/sex offenses.

This Policy also prohibits retaliation for reporting or opposing discrimination, or
cooperating with a investigation of aiscrimination complaint.

Affirmative Action Policy

¢ KS ! vy A @r®ME Afirndafvé@ ActionPolicyof May 28, 19854 & LJF NIi 2 F lbfl b, Q&
General Policy.

ARTICLE V FACULTY, STAFF AND ADMINISTRATION
Policy 5.04 Affirmative Action:

RESOLVERBhat the Board of Trustees of The City University of New York reaffirms
its commitment to affirmative action and directs the Chancellery and the colleges
to reemphasize the taking of the positive steps that will lead to recruitingndpir
retaining, tenuring, andpromoting increased numbers of qualified minorities and
women.(Board of Trustees Minute4985-05-28, Section6-C)

Sexual MisconducPolicy

/''b, Qa t2fAaA0e 2 yaddr&sedaetual hdrasdnent, atrBesed harassent and
sexual violencelt outlines proceduresapplicable to students and employees for addressing
complaints.The policy stats:

9OSNEB YSYOSNI 2F ¢KS /Ade 'yAGSNmAGEe 2F DbSs
students, employees and visitors, deserves dpeortunity to live, learn and work

free from Sexual Misconduct (sexual harassment, get@dsed harassment and

sexual violence). Accordingly, CUNY is committed to:

Defining conduct that constitutes prohibited Sexual Misconduct;

Providing clear guidéaies for students, employees and visitors on how to report
incidents of Sexual Misconduct and a commitment that any complaints will be
handled respectfully;

11



Promptly responding to and investigating allegations of Sexual Misconduct,
pursuing disciplinary amn when appropriate, referring the incident to local law
enforcement when appropriate, and taking action to investigate and address any
allegations of retaliation;

Providing ongoing assistance and support to students and employees who make
allegationsof Sexual Misconduct;

Providing awareness and prevention information on Sexual Misconduct, including
GARSE @ RAAASYAYIFGAYy3a GKAaA LJ32f A0ezx & oSt f
implementing training and educational programs on Sexual Misconduct tegmll
constituencies; and

Gathering and analyzing information and data that will be reviewed in order to

improve safety, reporting, responsiveness and the resolution of incidents.

This is the sole policy at CUNY addressing Sexual Misconduct and is dpptcallb

college and units at the University. It will be interpreted in accordance with the
LINAYOALIX S& 2F FOFIRSYAO FTNXSR2Y R2LIWGSR o0& /! ¢k

Further information is available using the links below (accurate as of May, 2019).

The CUNY Policy on Equal Opportunity and Nondiscrimingtiohibits discrimination on the
basis ofa number ofprotected characteristicsas per federal, state and local lawand
addresses sex discrimination other thaaxual méconduct

The CUNY Campus and Workplace Violence Patidyesses workplace violence.

The CWINY Domestic Violence and the Workplace Pohdgresses domestic violence in or
affecting employees in the workplace.

The CUNY Procedures for Implementing Reasonable Accommodations and Academic
Adjustments addresses the procedures CUNY will follow when there is a request for a
reasonable accommodation or academic adjustment

In addition, CUNY campusereport crime statistics,including statistics relating to sexual
violence,under the federal danne Clery Actinformation isavailable from theOffice of Public
Safety

Other Policies

It is the policy ofthe College to recruit, employ, retain, promote, amgtovide benefits to
employees and to admit and provide services for students without regard to race, color, national
or ethnic origin, religion, age, sex, sexual orientation, gender identity, marital status, disability,
genetic predisposition or carrier atus, alienage, citizenship, military or veteran status,
unemployment statuor status as victim of @mestic violence.

The Collegenon-discrimination policy and Affirmative Action commitment areeaffirmed by
PresidentClaudiaV. Schraderannually Appendx B containsa copy of theannual Reaffirmation
Letter which was issue&eptember 20, 2018.

12
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RESPONSIBILITY FOR IMPLEMENTATION

While the entire College community participatesgromotingdiversity and inclusionthe College
hasassignedcertainresponsbilities as noted below.

The President

The President Dr. ClaudiaV. Schradey overseesimplementation of Affirmative Action and
diversity programsto assurecompliance withfederal, state, and city laws, rules and regulations
as well adJniversitypolicies. Additionally,the President:

1

Designates personnel responsibléor managingAffirmative Action, diversity, and compliance
efforts, including aChief Dversity Officer (CDO), 504/Americans with Disabilities ACADA
Coordinator andTitle IXCoordinator

Ensures responsiblepersonnelhave the authority, staff, and other resource$o successfully
fulfill their assigned responsibilities

Communicate a commitment to equal employment opportuty programs and issuean
Annual ReAffirmation supportingaffirmative action, dversity andequal opportunity (se

copyof ReAffirmation Letterin AppendixB.)

Approves andeleasesrequired reports, including this Affirmative Action Plan.

Chief Diversity Officer

The President hadesignatedMichael J. Valente, fsas the Chief Diversity OfficerGDO) and
primary designee who:

9 Providesconfidential consultatiorfor, investigages, and resovesdiscrimination/harassment

complaints

Distributes relevant policies notices and revisionsand assures integration intdraining
programs, search committee orientations, websites, and other media

Evaluates the impact of Affirmative Action programs and initiatives

Prepaesand communicags Affirmative Action Plan reports

Consults with hiring teams andmanagers on recruit@mnt and selection, overseeing
recruitment gans and effective recruitment/selection strategies to promote a diverse

workforce

laadzNsa GKS /2t S3S QawiddlinNidtikeSpkobdbtingd@efsitylayid imzlisiod.S NA
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College Officials

Colle@ executives, departmentchairpersons managers, and supervisoare citical partners in
the equal employmentéaffirmative action programThey helpensure compliance withegulations
and policies foster an inclusive environmentand help develop, and imlgment the Affirmative
Action Plan.

University Management

CKS ! YAGSNRBRAGEQA hTTAOJORDEstabliSHeNblz/giopSandiothenfedpors A S NA&
parameters and prepares summary statistics. ORD also reports on overall progress to senior
managenent and sponsors several diversity programs to besatéed later in this document.

Details of University reports and diversity programs are provitiede:

Click br University Diversity Resources
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http://www2.cuny.edu/about/administration/offices/hr/recruitment-diversity/

PART TWO: DATA ANINALY SIS

The College analyzeworkforce data to reflect regulatiors and best practice. No one method
provides a complete picture, and none should be used exclusikdyhods include:

1 Workforce Analysis of employees within organizational units

1 Establishment of Job Groupsd relevantacademicDisciplines

1 Development of Labor MarkeAvailabilitymeasures

9 Utilization Analysigor Job Groups and Disciplines

1 Review of Brsonnel Actions (e.g., Hiring, Separation, Promotion)
1 Review of Recruitment Activity

1 Review of Hiring from Civil Service applicant pools

1 Review of Compensation

Detailson these prescribedmethods are provided in byhe US 5 SLJF NXi YSy G4 2 ® of[ I 02 N.
Contract Compliance Programs (OFCCPXtk for U.S. Department of Labor Website

DATA SOURCES FOR THIS REPORT

Employee Data

The main data sourcdor current employeesis anexd NI O FNRBY /! b, Qa &aeais
CUNYFirst, of fulime active employeesas of June 1, 2019downloaded in early July)The

population includes individuals on selected paid leaves, such as medical leave or
fellowship/sabbatical leavelVe do notincludeindividuals on retiremeniterminal leavesstudent

workers or individuals employed € / | sepai@Qt@Research Foundation.

/' b, Q& SYLIX 2@&SSa -idetidp asimemdrdid® rotactdd géoSpl. fployees may
update their selectionat any time viaan Employee Selervice portal,and the College last
conducted aself-identification canvas in May018. It contacted employees via email, providing
instructionsand a Question and Answer document explaining the reasons behind collecting self
identification data, and stressing that providing this information was voluntafjhhe next
comprehensive canvas is scheduled for 2020.

The same choices are available to job applicants, whoimavéed to selfidentify using thejob
application portal in CUNYFirst.
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https://www.dol.gov/ofccp/regs/compliance/ofcpcomp.htm

Seltldentification Categories

To evaluate representation by race/ethnicity, we use federatigndated categories
Total Minority¢ total of all groups other than White, reported as a single category
Asian ¢ consolidates choices of Asian, Hawaiian, @tther Pacific Islander
Black/African American
Hispanid¢Latino
White

American Indian/Alaska Native and Two or More Races are included under Total Minority but not

separately reported Hispanic/Latino is a choice thdtas priority, so, if for examplea peson

identifies as both Hispanic/Latino and Asian, they are recorded as Hispanic/Latino, and not as Two

or More Races.

We also askdr identification of Italian American ethnicitgonsistent with Universitylegal
settlementsR I G A y 3 (i 2 nibmh&tionvod atia®@ Arderidans is analyzed in a separate Italian
American Affirmative Action Plan.oTretain overall comparisons tandividuals in federal
categoriesand to prevent doublecounting Italian Americans are not included in the Total
Minority categowy in either plan.If an individual identifiesn a federallyprotected race/ethnicity
and as Italian American, we default to the federapisotected race/ethnicity, again to prevent
double counting.

To evaluate representation by gender, we use federafigndated categories of Male anBemale.
Our systemcapturesneda A Y I NB ISy SNI f ARSYGATFTAOLFGAZ2Y 0 dzi
are included in the protected gender category.

Of a total 0f928 employees, they selidentified as follows:
1 Gender
o 504 Female,
o0 423 Male,
0o 1 Other/Unknown gender.
1 Race/Ethnicity
0 439 Total Minority, 64 Asian, 228 Black/African American, 134 Hisfiaino,
0 488 White
1 Individuals with Disabilitieg 10 employees.
1 Veteransc 13 employees.

Anyone who did not specify gender and/or ethnicity is included in the Workforce Analysis but not

assigned to a protected group for further analyses.

16

2 V¢



Labor Market Source Data

One of the required reviews is a comparison of the employee population with the Labor Market
from which the college would reasonably recruit, train, or promote. The Universiyateulated

F @At oAt AGeE FT2N) GKAA @SINQRa NBLIR2NI® DAGSY (KI G
some availability estimates are materially different from thaseprior plans. The following is a

ISYSNYf adzyYlFINB 27

RIFEGlI a2 dzNOSa

FT2N) 6KAAa &SI NQa

over 20162017 and 20172018 to
determine weighting and feeder jobs

Used for This Report Used for2017 and 2018 Impact
Reports
For internal candidatesCUNYwide Based onvariousreviews Advancedlata
review of employee appointments performed between 2011 by between

and 2015.

three and gven
years, depending

(ACS), Hea estimate, 20132017
(final).

on group.
Employeepopulationbased onJune 1, Last updated in 2015.

2018 censusgtart of last plan year).

For external candidatesthe American American Community Advancedata
Community Survey of the US Census Survey data, ear by six years.

estimate,2007-2011
(final).

Faculty disciplineestimatesbased on
the USDep2 F 9 RdzOF GA2YQ
/| SYG4SNI F2NJ 9RdzOF G A 2
Integrated PostSecondary Eduden

Data System (IPED&mpletion data

for 20152016 (final).Disciplines
evaluatedby Classification of
Instructional Programs (CIP), most
often at the two-digit level (major
category).

IPEDSlegree completion
data for 20132014.

Advances dta
by two years.

WORKFORCE ANALYSIS

The Workforce Analysis areviewof overall representation of femalesnd minorities bydivision,
department and title/rank. It is presented by job itle in a hierarchical orderso that higher
paid/ higher ranked jobs are listed firstlt is used to evaluate diversity by organizational unit

rather than job group

Due tolength, Workfore Analysicharts arenot includedhere.
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JOB GROUPS, DISCIPLINES, AND MARKET DATA
This section summarizes design issues underljtieganalyses.

Job Groups

With the exception of the Workforce Analygieviewed by department we analyze data bjob
group (jobs with similar duties, qualifications, and other conditions of employment).e Th
University establishes the job groups and reviews them annudliese are detailed iAppendix

C with a summary at the end of this section.

Each employer definesstown job groups, but all groups can be summarized into larger, standard
categories which are referred to as EA@ategories.

This year, the University made the following updates:

1 The Peace Officer groupgere adjusted ® that there is a Campus Securifsssistant job group
and a Campus Peace Officer job groBpeviously,CampusPeace Officefl was comprised of
Campus Securitgssistantand Campus Peace Officer Level 1, and Campus Peace Officer Level
2 was in a separate groupt was determined by constilA y 3 A GK GKS | yAJBSNE&
Unit thatthe adjusted groupingmore closely reflecteduties and qualification requirements

 The title ofSupervisorg Maintenance and Labas & Y2 @SR FNRY a{]1AfftSR ¢
G2 a-Budirhdiand G dzy Recdgnizing that thigitle does not supervise titles in the
Skilled Trades and has different qualification requirements.

1 The University introduced three new titles to the Broadcast/Media Job Greigted to Media
and Production.

1 The Universityintroduced other titles, most irthe executive ranksassignedo job groups as
appropriate.

Disciplines

We conductan additional level of review for Faculty and College Laboratory Technicians with
groupings based ondiscipline. With few exceptions, fagty departments are assigned to
disciplines within the Classification of Instructional Programs (CIP), previously described.
Discipline for College Laboratory Technicians was determined by assigning departments to either
a Scientific/Engineering/Technicgfoup or a General group.

TKA&d @SINE GKS RAAOALIAYS 2F datdzofAO ! RYAYAAGNI GA
parts at the request of units with large departments in these disciplines.

Appendix Dpresents a listing of faculty disciplinesttvthe underlying academic departments at the
College, noting any necessary exceptions.
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Exhibit Job Groups and Staffing 6/1/19

Exhibit: Workforce Summary

Kingsborough CC

Total Employees:

Executive/Administrative/Managerial

Job Group

Administration 1 {Executive)
Administration 2 {Manager)
Facility Manager

IT Computer Manager
Security Manager

Professional Faculty

Job Group
Faculty-Professorial
Faculty Librarians
Faculty-Instructor
Faculty-Lecturer
Faculty-Developmental

Professional Non-Faculty

Job Group
Accountant
Administration 3 {Professional)
Administration 5 (Engineer-Architect
IT Computer Professional
Nurse

Administrative Support Workers
Job Group

Accountant Assistant

Administrative Assistant

Office Assistant

Mail Services Worker

Craft Workers

Job Group

Basic Crafts-Buildings and Grounds
Laborers and Helpers

Skilled Trades-Supervisor

Skilled Trades

Technicians
Job Group
Administration 4 {College Lab Tech)
Broadcast/Media
Engineering Technician
IT Support Technician
Print Shop

Service Workers and Others
Job Group
Campus Public Safety Sergeant
Campus Peace Officer
Campus Security Assistant
Custodial Supervisor
Custodial

Staff Female # Female %
18 9 50.0%
102 74 72.5%

3

5
4 1 25.0%
Staff Female # Female %
229 122 53.3%
12 8 66.7%
3 2 66.7%
89 49 55.1%
12 5 41.7%
Staff Female # Female %
5 5 100.0%
138 104 75.4%

2
25 7 28.0%
1 1 100.0%
Staff Female # Female %
3 3 100.0%
16 16 100.0%
49 44 89.8%
4 1 25.0%
Staff Female # Female %

9

16

1
24 1 4.2%
Staff Female # Female %
34 16 47.1%

2
2 2 100.0%
9 4 44.4%

5
Staff Female # Female %
11 4 36.4%
20 4 20.0%
11 2 18.2%
7 3 42.9%
57 17 29.8%

19

Minority #
10
59

[FURENIN

Minority #
65
4
i
27
3

Minority #
1
81
1
18

Minority #
i
4
14
1

Minority #
4
14

9

Minority #
15

w1

Minority #
10
18
11
7
46

928

Minority %
55.6%
57.8%
33.3%
20.0%
75.0%

Minority %
28.4%
33.3%
33.3%
30.3%
25.0%

Minority %
20.0%
58.7%
50.0%
72.0%

Minority %
33.3%
25.0%
28.6%
25.0%

Minority %
44.4%
87.5%

37.5%

Minority %
44.1%

100.0%
55.6%
60.0%

Minority %
90.9%
90.0%

100.0%
100.0%
80.7%

Workforce Summary: Pagel



Labor Market AvailabilityCalculations

Labor Market Availability isn estimateusedto benchmarkutilization of protectal groups.It
represents he proportion of eaclprotected groupavailable for employment in the labor market
from which we recruit (internal or external) CUNYtypically reviews Labor Market Availability
every other yearandrevised the estimates for thiglan.

Appendix Cand Appendix Dreferenced above provide details about the basis of availability
calculations for each job group and discipline.

Internal Labor Market

The internal labor market is considered to be Universitige and currently reflectste full-time
employee populationEstimateswere based on a review of 2018017 and 20172018 job moves
of CUNYemployees.The result is an estimated weighting of interniiring by job groupand
identification of feeder jobs and conditions(such as permanecy status).We identified feeder
jobs regardless of thefficial promotional pathOutlierswere excluded

The aailability calculations are based on the Census Date of the last plan year, June 1, 2018, a
reasonable estimate of the available internal rkat between Jue 1, 2018 and June 1, 2019. This
June 1, 201&ensusconsisted of 20,504 fulime employees.

External Labor Market
Estimates for the external markets vary by job grolipe following factors are used

Internal/External Weighting
The extenal weighting is based on the review of interrtdafting as describedbove.

Geography
Geographyvaries by job group ant based on CUNY policy as wellaaview of CUNY experience.

One of the following geographic labor markets is used:

o0 A national lalor market is applied to the following groups: Administration¢lExecutive,
Facultyc Professorialand Faculty Instructor RankThis is consistent with CUNY policibat
it should recruitas broadly as possible in these grouypgS8UNY also canffer relocation
assistance for hires in these groups.

o For Faculty in the Lecturer group, a tvetate region of New York and New Jersey is utilized
because IPEDS completiontdds only available by State and recruiting is regional rather than
national.

0 A New YorlState-only labor market is applied to the following groups, as due to statute, New
York State residesyis required for appointments to titles in these groups:

A College Security Assistant

Campus Peace Officer

Campus Public Safety Sergeant

Security Manager

> > > >
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o The New York/New Jersey Metropolitan Statistical Area (MSA) will be utilized as the labor
market for all remaining norfaculty job groupsA review of hires in the past year indicates
that 98.6% of new hires in theggroups reside within this MSAhis ara represents a laye
and highly diverse populatian

Qualificationsg Other thanCollegiate Faculty
0 Occupational Groug, CUNY compared the Standard Occupational Classification assigned to
every job title with the available Census Occupational Cadabddermined those codes that
would bestrepresent the labor market.

o Degree Requirementg Degree requirements were applied based on the minimum degree
requirement for the lowesranked job in the job groupThese range from No Educational
Requirement througha I 8 1 SN a [ SPStfacRB.INSSE FT2N y2vy

0 Experience Leve]in a few cases where there is a requirement for a specific number of years
of experience following a degree, we used age as a proxiizing standards created for
Census data; for example,BOK St 2 NQa RSIANBS I &dadzySa . CK3ISH y2RNZ
degree plus four years of experience would aapond to a minimum age of 25.

Qualifications- Collegiate Facultg Federal Plan

Collegiate Faculty are assigned to the Professorial, Instructokecturer job groups. Availability for
these groupsin the federal planis based on a combination of degree requirents and academic
discipline.

o Degree Requirementsthese are applied as follows:
A Professoriak Doctoral Degree
A Instructor¢a | & (0 Segi@es 5
A Lecturer¢.  OKStf 2NRa 5S3INSS 2N aladiSNRa 5SaINSSo

o Discipline-- Within each Faculty job group, we analyze utilization by academic program or
discipline. The University c&dd A G0&4 RA&AOALI AySa dzaaAy3d GKS ! {
a/ £ aarTt Aa@NGAOAYA 2/ f L iWRS3ibId ax dcademi¢ distigline to each
academic department using the CIP coding, usually at tfiggi level (major category).

On an exception basis, we either calculate a blended labor market availability for
interdisciplimary programs, or create an exception assignment of individual faculty to
specific disciplines. Where multiple departments are assigned to the same discipline we
may also review a brea&ut by department within discipline.

Qualificationsg Collegiate Facty - Italian American Plan

Disciplinespecific data is not available for Italishmerican ancestry and instead we utilize
American Community Survey data for Professorial Faculty, Instructor Faculty, and Lecturer Faculty
in consolidated groupings.
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UTILZATION ANALYSIS

We evaluateutilization of females and total minoritieby job groupas compared withthe
estimated labor market. While requirednly for the Total Minority category, CUNY has
traditionally included a review bprotected ethnicity The resulting groups are:
1 Female
Total Minority
Asian/Hawaiian/Other Pacific Islander
Black/African American
Hispanic/Latino

= =4 -4 -9

There must beat least fve incumbents irorder to evaluate a job grouplob groups with 30 o
fewer employeegproduce results that aréess reliable, and more variable, than jobogps with
larger populations.

We report underutilization where the utilizationof individuals in a protected grougs imore than
20% belowlabor marketand where the difference can be expressed as at least dao#-time

equivalent employee.

Job groups and idciplines for which there isinderutilization are considered priories for
placenment goalsand entanced outreach when there are hiring opportunities.

Appendix Edetails the utilization/underutilization ofeach individual Job Group/Affirmative
Action Unit and Academic Program/Category (Faculty and College Laboratory Technicians).

Changes in utilizatiofrom year to yeamay arise from multiple factorsObviously, updates to
availability calculations and pgroups will have significant impact, but @hfactorsinclude
actual hires, promotions, and separationdt is usuallynot possible topinpoint a single, direct
cause In job groups with small numbers of employees, utilization mhgnge substantiallyven
if only single employee is replaced.

The following factors in updating Labor Market Availability may have an impact on
underutilization results:

1 Change in timing of external datamoving our basis for comparison to more recent years

1 Change in intemal/external hiring patterns; including the ratio of internal to external hires
and the types of jobs from which we recruit internally

1 Change in composition of job groupsid the mapping of occupational codes to job groups.
1 Change in designated geograph

Thefollowing Exhibitsummarizes staffing and underutilization for each job gratpthe College
with a comparison to therevious year
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Exhibit: Summaryf Underutilization and Goals

Exhibit: Summary of Historical Changes in Underutilization -Staff and College Lab Techs

Kingsborough CC

This is a summary of underutilization of protected groups by Job Group, organized by EEO Category. Only those Job Groups with five or
more staff are reported.

This summary provides three measurements:

-2018: Underutilization reported in the previous plan (i.e., last year, calculated with last year's staffing and last year's Labor Market
Availability estimates).

-2019: Underutilization reported in the current year (i.e., this plan, calculated with this year's staffing and updated Labor Market
Availability estimates).

-A hypothetical underutilization were CUNY still using last year's Labor Market Availability estimates with this year's staffing. This
measurement provides insight into the impact of changes in Labor Market Availability estimates on underutilization calculations (i.e.,
changes which are not due to outreach, employee turnover, or other college-specific factors).

Also, in 2019 the arrangement of job groups for security staff has changed. The 2018 figures reflect the prior organization {job groups
named CPO-1 and CPO-2) and the 2019 figures reflect the new organization (Campus Security Assistant and Campus Peace Officer). The
prior CPO-1 group contained Campus Security Assistant and Campus Peace Officer Level 1 only and CPO-2 contained Campus Peace
Officer Level 2 only). The new groups are Campus Security Assistant and CPO {both CPO-1 and CPO-2 titles).

Category: Executive/Administrative/Managerial

UNDERUTILIZATION
Total Female Total Asian/NatH Black/ Hispanic/
Staff Minority aw./Other | |African Am. Latino
Pac. Isl.

Administration 1 (Executive)

2018} 16 i %
2019 i 18 i
2019 Hypothetical using 2018 Labor Mkt  } 18 i

Administration 2 (Manager)

2018 ;98 &%
2019 i 102 i %
2019 Hypothetical using 2018 Labor Mkt 102 1§ }
IT Computer Manager
2018 i 5 i 1
2019 5 i 1
2019 Hypothetical using 2018 Labor Mkt  } 5 HE 1
Category: Professional Non-Faculty
| UNDERUTILIZATION \
Total Female Total Asian/NatH Black/ Hispanic/
Staff Minority aw./Other African Am. Latino
Pac. Isl.
Accountant
2008 | 6. 1 T A
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Exhibit: Summary of Historical Changes in Underutilization -Staff and College Lab Techs

Category: Professional Non-Faculty

UNDERUTILIZATION
Total Female Total Asian/NatH Black/ Hispanic/
Staff Minority aw./Other African Am. Latino
Pac. Isl.

Accountant

2019 5 H
2019 Hypothetical using 2018 Labor Mkt & 5 i

Administration 3 (Professional)

2018 i 130 i %
2019 i 138 i
2019 Hypothetical using 2018 Labor Mkt § 138 & &

IT Computer Professional

2018 i 24 i
2019 ¢ 25 H 4
2019 Hypothetical using 2018 Labor Mkt & 25 i i

Category: Administrative Support Workers

UNDERUTILIZATION
Total Female Total Asian/NatH Black/ Hispanic/
Staff Minority aw./Other African Am. Latino
Pac. Isl.

Administrative Assistant

2018 § 15 i
2019 i 16 i i
2019 Hypothetical using 2018 Labor Mkt } 16

Office Assistant

2018 i 50 i i
2019 i 49 i
2019 Hypothetical using 2018 Labor Mkt & 49  } i

Category: Craft Workers

UNDERUTILIZATION
Total Female Total Asian/NatH Black/ Hispanic/
Staff Minority aw./Other African Am. Latino
Pac. Isl.

Basic Crafts-Buildings and Grounds

2018 9 it 2
2009 § 9 i 1
2019 Hypothetical using 2018 Labor Mkt } 9 i 2
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Exhibit: Summary of Historical Changes in Underutilization -Staff and College Lab Techs

Category: Craft Workers

Laborers and Helpers

2018
2019
2019 Hypothetical using 2018 Labor Mkt

Skilled Trades
2018

2019
2019 Hypothetical using 2018 Labor Mkt

Category: Technicians

Administration 4 (College Lab
Tech) - Other

2018

2019

2019 Hypothetical using 2018 Labor Mkt
Administration 4 (College Lab
Tech) - Sci/Tech/Eng

2018

2019

2019 Hypothetical using 2018 Labor Mkt

IT Support Technician

2018
2019
2019 Hypothetical using 2018 Labor Mkt

Print Shop

2018
2019
2019 Hypothetical using 2018 Labor Mkt

UNDERUTILIZATION
Total Female Total Asian/NatH Black/ Hispanic/
Staff Minority aw./Other African Am. Latino
Pac. Isl.
iooq5 i
P16 i
P16 i
i3 i 1
o4 i
P24 b
UNDERUTILIZATION
Total Female Total Asian/NatH Black/ Hispanic/
Staff Minority aw./Other African Am. Latino
Pac. Isl.
P16 it
R
P16 i
P17 i
ioo18 i
o188 i
P9
; 9 B
; P 2
; i i 1
i i 1
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Exhibit: Summary of Historical Changes in Underutilization -Staff and College Lab Techs

Category: Service Workers and Others

UNDERUTILIZATION
Total Female Total Asian/NatH Black/ Hispanic/
Staff Minority aw./Other African Am. Latino
Pac. Isl.

Campus Peace Officer

2019 20 i
2019 Hypothetical using 2018 Labor Mkt  } 20 i

Campus Peace Officer (2018-CPO
Level 1)

2018 i 29 i 3

Campus Public Safety Sergeant

2018 & 12 i
2019 3 11 &%
2019 Hypothetical using 2018 Labor Mkt # 11 P

Campus Security Assistant

2019 i 11 &}
2019 Hypothetical using 2018 Labor Mkt  } 11 H 1

Custodial

2018 56 i
2019 i 57 i
2019 Hypothetical using 2018 Labor Mkt 3 57 & &

Custodial Supervisor

2018 i 6 H
2019 ¢ 7 H
2019 Hypothetical using 2018 Labor Mkt 7 i
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Exhibit: Summary of Historical Changes in Underutilization - Faculty
Kingsborough CC

This is a summary of underutilization, of protected groups by faculty Job Group and Discipline. Only those combinations of Job Group
and Discipline with five or more faculty are reported.

This summary provides three measurements:

-2018: Underutilization reported in the previous plan (i.e., last year, calculated with last year's staffing and last year's Labor Market
Availability estimates).

-2019: Underutilization reported in the current year (i.e., this plan, calculated with this year's staffing and updated Labor Market
Availability estimates).

-A hypothetical underutilization were CUNY still using last year's Labor Market Availability estimates with this year's staffing. This
measurement provides insight into the impact of changes in Labor Market Availability estimates on underutilization calculations (i.e.,
changes which are not due to outreach, employee turnover, or other college-specific factors).

Other Changes for 2019:

-Librarians are reported in a separate Job Group. In 2018 they were reported with Professorial faculty.

-The former discipline of Public Administration and Social Service Professions was separated into two disciplines: Public Administration
and Social Service Professions. 2018 numbers are reported under the combined discipline, and 2019 numbers are reported separately.

Faculty-Developmental UNDERUTILIZATION |
Total Female Total Asian/NatH Black/ Hispanic/
Staff Minority aw./Other African Latino
Pac. Isl. Am.

Education - Developmental

2018 ! 13 i i : i i
2019 & 12 i i 3 1 1 i i
2019 Hypothetical using 2018 Labor Mkt 3 12 & i 2 1
Faculty-Lecturer UNDERUTILIZATION
Total Female Total Asian/NatH Black/ Hispanic/
Staff Minority aw./Other African Latino
Pac. Isl. Am.
Biological and Biomedical Sciences
2019 i 5 & i . i i
2019 Hypothetical using 2018 Labor Mkt 5 HE B i i
Business, Management, Marketing, Support Services
2018 § 18 i i I i
2019 i 18 & i . §o i
2019 Hypothetical using 2018 Labor Mkt & 18 i & Pt ;
English Language and Literature/Letters
2018 ¢ 16 i i ; P ;
2019 ;16 i i : P 1
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Exhibit: Summary of Historical Changes in Underutilization - Faculty

Faculty-Lecturer | UNDERUTILIZATION
Total Female Total Asian/NatH Black/ Hispanic/
Staff Minority aw./Other African Latino
Pac. Isl. Am.

2019 Hypothetical using 2018 Labor Mkt } 6 & HE HE 1 H 5- .

Liberal Arts and Sciences, General Studies & Humanitie

2009 i 5 & i 2 1
2019 Hypothetical using 2018 Labor Mkt  § 5 H H 2 H
Mathematics and Computer Science
2018 i 15 :
2019 ¢ 16 i i H 1
2019 Hypothetical using 2018 Labor Mkt i 6 i i
Parks, Recreation, Leisure and Fitness Studies
2018 : 6
2019
2019 Hypothetical using 2018 Labor Mkt i 7 I
Social Sciences
2018 ;6. % i 1
2019 ¢ 8 oo 1
2019 Hypothetical using 2018 Labor Mkt § 8 P il
Facu|ty-|_ibra rian UNDERUTILIZATION
Total Female Total Asian/NatH Black/ Hispanic/
Staff Minority aw./Other African Latino
Pac. Isl. Am.
Faculty Librarians (prior to 2019 were in Professoriate)
2018 ¢ 11 i i ; 1
2019 i 12 & i i 1
2019 Hypothetical using 2018 Labor Mkt } 12 H H H 1
Faculty-Professorial UNDERUTILIZATION
Total Female Total Asian/NatH Black/ Hispanic/
Staff Minority aw./Other African Latino
Pac. Isl. Am.
Biological and Biomedical Sciences
2018 : 24
2019 ;21 & i :
2019 Hypothetical using 2018 Labor Mkt & 21 & 1} H
Business, Management, Marketing, Support Services
2018 15 2 1
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Exhibit: Summary of Historical Changes in Underutilization - Faculty

Faculty-Professorial | UNDERUTILIZATION
Total Female Total Asian/NatH Black/ Hispanic/
Staff Minority aw./Other African Latino
Pac. Isl. Am.

200 {15 4 i i PRI
2019 Hypothetical using 2018 Labor Mkt : 15 : i : 2 HE 1
Communications, Journalism, etc. AND Visual and Perf
2018 i 14 & 4 H H
2009 & 13 & i 3 i Pl
2019 Hypothetical using 2018 Labor Mkt } 13 H H 4 H HE
English Language and Literature/Letters
2018 i 44 i % P 1
2019 i 42 1
2019 Hypothetical using 2018 Labor Mkt : 41 1
Health Professions and Related Programs
2018 &+ 30 & i P
2019 i 28 i i i
2019 Hypothetical using 2018 Labor Mkt  : 28 : : N
Liberal Arts and Sciences, General Studies & Humanitie
2018 3 23 &+ i 3 i
2019 & 22 % i i 1
2019 Hypothetical using 2018 Labor Mkt &+ 22 i i 3 P
Mathematics and Computer Science
2018 i 22 & i 1 r
2019 i 20 i i 1 i
2019 Hypothetical using 2018 Labor Mkt : 20 i % 1 i
Parks, Recreation, Leisure and Fitness Studies
2018 i 6 & i 1 1 i
2019 i 5 P 1 i Pt
2019 Hypothetical using 2018 Labor Mkt i 5 I 2 : :
Physical Sciences
2018 15 & i 2 P 1
2019 i 14 & 4 H P 1.
2019 Hypothetical using 2018 Labor Mkt § 14 H i 4 H HE gt
Social Sciences
2018 30 H H I
2019 & 31 i i i i
2019 Hypothetical using 2018 Labor Mkt § 31 H i P
Visual and Performing Arts
2018 i 13 & i ; ¥
2019 13 H H 1i H
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Exhibit: Summary of Historical Changes in Underutilization - Faculty

Faculty-Professorial | UNDERUTILIZATION
Total Female Total Asian/NatH Black/ Hispanic/
Staff Minority aw./Other African Latino
Pac. Isl. Am.
2019 Hypothetical using 2018 Labor Mkt i 13 & H : I
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Utilization, Underutilization, aad Placement Goals

A number of concurrent factors may influence changes in underutilization and it is not always
possible to pinpoint an exact cause.

The fact that the University updated job groupings and Labor Market Availability for this plan
year migh influence findings for some groups, although typically these changes are not major.
Employee turnover and opportunities to hire may also influence findings, especially with smaller
groups. Alsopther possible factorsindividuals joined either from loer or higher groups, hired from
other colleges or the result of an outside hire.

1 ForAdministration 1 we saw an increase in total staff by 2. There were no changes reflected for
gender and/or in any of the minority groups.

1 For Administration 2 we sawan increasein total staff by 4. The underutilization of Asians
increased by 2 since 2018.

1 ForIT Computer Managerthere were no changes reflected in the total number of staff. The
underutilization of Hispanics increased by 1.

1 ForAccountant we saw no kanges in the total minority.

1 ForAdministration 3 there was an increase in underutilization of Asians6(0

1 ForlT Computer Professionahere was an increase in underutilization of Asians4(2

1 ForAdministrative Assistantwe saw a decrease in darutilization of Hispanic/Latino (8).

1 For Office Assistant there was an increasein the underutilization of Asian (X3) and
Hispanic/Latino Z-5).

1 ForBasic CraftBuildings and Groundshere wasan increase irunderutilization from1-2 for
Hispanié¢Latino.

1 For Laborers and Helperswe saw a1 increasein the underutilization ofAsian (61) and
Hispanid¢Latino (0-2).

1 ForSkilled Traderswe saw a decrease in the underutilization of female0j1

1 ForAdministration 4 (College Lab TechQther, there was an increase in the underutilization of
Total Minority from 0 to 3

1 For Administration 4 (College Lab Tech) Sci/Tech/Eng there was an increase in the
underutilization of Asian from 0 to 1.

1 ForlIT Support Technicianhere were no changes refleade
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ForPrint Shoptherewasa decrease in the underutilization of Female from 2 to 1.

ForCampus Peace Officethere wasa decreasein the underutilization ofAsian(2¢l).

ForCampus Peace Officer (20030 Level 1jhere wereno changes reflected.

For Campus Public Safety Sergeatitere was a decrease inlfotal Staff by 1

ForCampus Security Assistantherewasan increase in in the underutilization of Hispanic/Latine2(1
ForCustodia) therewasan increase in the underutilization of Hispaftiatino (0-11).

ForCustodial Supervisptherewasan increase in the Total Staff by 1.

For Education- Developmentthere was an increase in the underutilization of Femal&)tnd
Black/African American (Q).

ForBiological and Biomedical Sciencésere were no changes reflected.

For Business, Management, Marketing, Support Seryicélsere was an increase in the
underutilization of Total Minority ().

ForEnglish Language and Literature/Lettetbere was an increase the underutilization ofT otal
Minority (0-1) and Hispanic/Latino Q).

For Liberal Arts and Sciences, General Studies & Humapitreye was a decreasén the
underutilization ofHispanic/Latino 1-0).

For Faculty LecturerMathematics and Computer Sciencéhere was an in@ase in the
underutilization of Hispanic/Latino Q).

ForParks, Recreation, Leisure and Fitness Studie=se was a decrease in Total Staff from 6 to 7.
ForSocial Scienceshere was a decrease in the underutilization of Total Minority2fjland Asia (0-1).
ForFaculty Librariansthere wasa decrease in the Total Staff by 1.

ForBiological and Biomedical Sciencélsere was a decrease ihotal Staff by 3.

For Business, Management, Marketing, Support Seryicdwere was adecrease in the
underutilization of Total Minority by 1.

For Communications, Journalism, etc. AND Visual and,Pddre was a decrease in the
underutilization of Female by 1.

ForEnglish Language and Literature/Lettethere was a decrease in Total Staff by 2.
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1 ForHealth Proéssions and Related Progranthere was an increase in the underutilization of
Asian (13).

9 For Liberal Arts and Sciences, General Studies & Humanithese was an increase in the
underutilization of Female by 1.

1 For FacultyProfessionalMathematics and Computer Sciencehere was a decrease in Total Staff by
2.

1 For FacultyProfessionalParks, Recreation, Leisure and Fithess Studiese was a decrease in
Total Staff by 1.

1 ForPhysical Sciencethere was an increase in the underutilization of Fdenby 2.
1 For FacultyProfessionalSocialSciencesthere was adecreasein the underutilization ofAsian (20).
1 ForVisual and Performing Artgshere was an increase in the underutilization of Total Minority (O

1) and Black/African American-@.

OTHER ANALYSES

Personnel Activity

We review personnel actions foradverse impact(personnel decisions made at substantially
different rates for different groups We report activity for those groups which have a material
number of actions and/or applicantsver the previous plan year.

Appendix Fprovides detail on personnelcéivity by Job Group rolling up to larger EEQ
categories:

1 Job Actiondy Gender and Ethnicity

9 Faculty Tenure Actions bgender and Ethnicity (by department and by job group).
We comparal employee title changebetween refererce dates ie., June 1, 2018 and June 1,
2019. The reports track hires, moves to a higher or lower Job Group, moves within a Job Group,
and Separations.
Personnel actions invoimg employees who leave onel&roup totake a position in anotheare
reported as two actiongseparated fromone group and joined another grodipPersonnel actions

taking place across CUNY colleges are likewise treated as a separation from one college and a hire
in the other.
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Tenureis apermanent status granted to Professorialdudty and College Laboratory Technicians.
Lecturers are eligible for similar status Certificate d Continuous Employment (CCH)dividuals
are eligible after meeting service requirement¥here is an addtional review process for
Professorial &culty, involving departmenand Collegenvide Personnel and Budget Committees
making recommendations to the Presidert is also possible for gaculty memberto be hired
with Tenure.Faculty reported hereeceivedtenure/CCE status effectiv@eptemberl, 2018

The tenure report tracks the following statuses:
1 Awarded Tenure

i Hired with Tenure

1 Denied Tenurgnot common).

Observation on appointment data and tenure actions:

1 Total of8 minority individuals obtained teare

1 8 Female Associate Professors obtained tenure

1 6 Female Assistant Professors, including 1 Black/AfricaroBtained tenure
1 3 Female Lecturers, includirfigHispanic/Latincobtained tenure

Reason:

Tenure is obtained after a minimum amount of time dedieé to teaching, service and scholarship,
which are subjected to academic revieM! candidates for tenure should exhibit satisfactory qualities
of personality and character, and a willingness to cooperate with others for the good of the
institution. Longvity and seniority alone shall not be sufficient.

Recruiting Activity
Recruiting and selectioghould promote diversity as well as operational effectiveness.

Prior to postinga job vacancythe Chief Diversity Officer reviews posting language from the
standpoint oflanguage orequirements thatcouldimpose bias. In most cases, the Chief Diversity
Officer also reviews RecruitingPlanfor intended outreach.

Many hiring efforts are conducted by a diverse Search Committee, particularly searches for
faculty, administrators, and executives. The Chief Diversity Officer provides an orientadion

a O K I NEc®mniittee members on effective selection practices, including practices aimed at
reducing the potential for bias. The CDO reviews the applicant pmosdfficient representation

and certifies the pool prior to a review by the committeEhe CDO reviews the list of individuals
selected for interviews, and at the end of the recruiting process, approves the entire search.

The standard in evaluating reciting data isreferred to asimpact AnalysisFederal guidelineare

GKFG a! ROSNARS LYLI OGée YILe 200dzNJ g KSy 80yafthey S I NP

selection rateof the most-selectedgroup.
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Appendix Gsummarizes recruitingand selectionby job group based onavailabledata about
searches that were concluded withjob offer between June 1, 2018 and May 31, 200/ report

all searches resulting in an offer regardless of whether the search was cancelled at some point
after an offer was made.

For some job groups, notably faculty, there issaynificant gap between offeand start dates
(sometimes six months or moreyVe trackthe conclusion of a search based on accepted job offer,
not start date, in order to avoid a lag in reporting searcluks. The impact, however, is thdhe
number of offers reportednaynot match the number of hires in the personnel exhibitdso,for

the FacultyProfessorial Job Group, searches were cancelled before interviews, offers, or hire
decisions were made.

Applicant categories follow théederal guidelines for Internet Applicants:

1 Applicant(Qualified individual submitting an application for a specific position
1 Interview(Selected for an interview, and interviewed)

1 Offer/Hire (Selected for the position)

TheChief Diversity Officereviews applicant selidentification dataand determinesf there is a
needto adjustrecruiting and outreach plant attract diverse, qualified applicant pools.

As with many higher education institutions, there may be a gapinre between offer and hire

for faculty members, as they are generally selected in the spring to teach the following fall. This
time period can span two academic years. We report recruiting data based upon the date the
search closes, and we report persddifi | OG A GAGe RIFIGF olF&aSR 2y (GKS
number of hires in recruiting exhibits may not match the number of hires in the personnel
exhibits.

Hiring from Civil Service Applicant Pools

The College participated i Universitywide hiring pools for Classified Civil Service hirest a
hiring pool, applicants whora pre-qualified based on a Civil Service examination scodécate
their interest in working at one or moredlleges, and colleges make selections as@eil Service
regulations. Thesehires are included in the countsfoemployees hired iPAppendix Fand the
counts of applicants il\ppendix G

The Hiring Pool includes:
1. CUNY Office Assista(itOA)
2. Campus Peace OfficéCPO)

Compensation

The University manages pay plans acdogdto title and/or bargaining unit. These include an
Executive Compensation Plan (ECP), Faculty andTéaching Instruttonal Staff Pay Schedules,
Classified Civil Serviddans for Managerial Personnahd Non-Managerial Staff, andPrevailing
Wage schedles forSkilled Trades.
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Pay plan flexibility can be limited thargairing unit contract Civil Service regulationBrevailing
Wage cterminations, and/or University policy.

We reviewoverall practicesuch as:

Setting of Starting Salaries

PerformanceBased Pay

Pay Increases Upon Promotion

Tracking of Compensation Decisions

Document Retention

Assignment of Overtime/Additional Assignments.

= =4 =4 -4 -4 =4

We also review salaries by job group and title and evaluate areas where there is a discrepancy of
5% of more baed on average salary as well as a material number of employees.

On October 11, 2019, the CDO and the Human Resources Director met to discuss compensation data
and informed President Schrader accordingly: There were no identified major concerns regarding
compensation equity for which legitimate explanations could not be provided, e.g., collective
bargaining agreements pay schedules, longevity, market/labor forces, candidate skill sets and
experiences, starting salaries, and classified civil service pHowever, in accordance with law and

to help ensure fairness and equity in compensation decisions, hiring managers are instructed to not
inquire intoanapp A OF yi Qa O2YLISyal A2y KAAIG2NRO
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PART THREE: ACTIORIENTED PROGRAMS

This sectionprovides a qualitative assessment, evaluaenow the llege has, or has not,

achievedits goals anddetails actvities aimed at achievingi K S

Part Three contains:

=

Implementation of PriofYear Programs

=

Implementation of 2018019 Prgrams
1 Ongoing Activities in Support of Affirmative Action

1 Internal Audit and Reporting
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IMPLEMENTATION OF PRNEHAR PROGRAMS

Over the prior plan year, the College undertook the following programsupport Affirmative
Action and create aclimate of inclusion.

Summary of Campus Programs, 282019

1

=A =4 =4 =4 =4

= =4 =4 =4 =4 =4 =4
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Kingsborough Community College organized its first Eastern European Conference for students
and thetheme focused on Polish History.

Kingsborough observes Holocaust Remembrance @aJanuary 27,2019.

The committee on Globalization & Social Change hosted a roundtable discusslateomational
Solidarity in History, Theory and Practi€ebruary 2019.

Kingsborough participated in a Career Fair at Borough of Manhattan Communitgg€oain
February 2017, to recruia diverseand excellentaculty.

KCC held UndocuAlly training sessidaspromote civic engagement, global awareness, civility
and respect for diversity, and to respond to educational, social culture and economic needs of
the communities we serve.

A Call for Safe Zone Allies a training workshop to discuss what being an LGBTQ ally means.
Intercultural Encounters series to engage in dialogue and discussipardeng global and local issues
22YSyQa | yR DS ¥ RBinrséary adrRItdéwallBPAnniversary Celebrations
aSyQa wSaz2dz2NOS / Sy i S NihegBlasAEYp@rieaca md 2 2 NJ & K 2 LJ
22YSyQa | Aail2 NEsiorm® Wanken: ICmampion of Peace and Noolence

o Gender in the House

The Value of Teaching and Learnatgput the Psychology of Immigration

22YSyQa DSYRSNI YR {&BN¥l f AGe {GdzRASa ! ONR & &
aG. tFO01 t 20 SINNRAYYA Ra 2RI Av2dyT N €

al CAYS [AYySékaz2@AS {ONBSyAy3

G2 KFGSOSNI I FLIWISYSR G2 118t {O02iGKE

LYy GKS ¢AYS 2F . dziGSNFtASacE

Keynote Event

22YSyQa | 9 w/{olilRmiiate wbmeéisdnd their careers, March 2019

A Memorial Gathering to remember the 50 Lives Lost in Christchurch in New Zealand
Kingsborough Community College Holocaust Remembrance Events, May 2019

Kingsborough host STEM Fair for high school students

VOSNYFGA2YIE 22YSyQa 5@ ! LIIINBOAFGAZ2Y S al NOK HJ
{FFS w2y Ss OSft So NI GA ytRoughZpyedyaddidanca, MaréhB19 a 2 y (i K
Kingsborough Center for Teaching and Learning Events: Culturally Responsive Teaching and
Contemplative Practices, March 209

Faculty ForumPro-White Implicit Bias Declined during the Black Lives Matter Movement
Understanding Islam Workshop

O O OO0 o o o
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Impact on Faculty/Staff/Students:

)l
)l
)l

T
T
T

Gained tools to grow/increase competencies

Enriched individuals androught awareness to the campus rmmonunity

Conneced and engagd peersto be able to discuss race, culture and gender issues in higher
education

Learned skills needed in a multicultural environment

Helped to prepare individuals to value cultural differences and treat people with dignity

Lifted morale and enhanced productivity

IMPLEMENTATION OF 202 0PROGRAMS

In thissection,we affirm the/ 2 f f $lacBnikeat goals anéey initiatives for the coming year.

Planned Campus Programs, 282020

)l
)l
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1

LGBTQ+ History Month, October 2019

HURFS Resoce Center, a new entity on campus to sustain mentorship, leadership opportunities,
and campus climate analysis

KCTL presents:

o Bodies and Sexualities in the Classroom

o Does Reading Matter?

o Game Based Learning

o Faculty Reading Group

0 STEM Education: Strategiéor Success

Safe Zone Training and Call for Allies
International Peace Day!

UndocuAlly Trainings

Student Union and Intercultural Center presents:
0 This MuslimAmerican Life

0 The Path to a Life in Politics

0 Visit to the Museum of Jewish Heritage
College Raai Day 2019

There are additional programs in development to mirror the offerings in 2RQ89.

Impact on Faculty/Staff/Students:

=A =8 =4 =4 =4 -8 4

Cultivate an environment of inclusivity

Increase opportunities for open and constructive dialogue

Continue to connect and eyage peers

Expand networks for students, staff and organizations

Develop skills needed in a multicultural environment

Help to prepare individuals to value cultural differences and treat people with dignity
Lift morale and enhancproductivity
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ONGOINGCTIVITIES IN SUPPORT OF AFFIRMATIVE ACTION

= =4 =4 =4 =4 =8 -f - o o8 oa o o of

Title IX Training for Faculty and Staff

Title IX Training for Student Ambassadors, Athletics, ESL Students, and VA Students
EEO/Title IX Training

Gender Beach Day Training for Public Safety

Department SpecifiEaculty Recruitment Plan

Faculty Development Workshop to Support Students

HR Recruiting Network Meetings

CDO/HR/Labor Designee Meetings

Annual CDO/HR/Legal/Public Safety Salaluation and Remediation Meeting
ACT Meeting

Senior Cabinet Compensation Anab/#eeting

CFDI Meeting

Faculty Diversity Dialogue

CDO/UACD Meeting

The/ 2 f f SEG &S benefit from additional Universitywide recruitment, diversity, and
compliance programsTheUniversity:

f Sends job postings to State Workforce Agencies and Vete@an OF NS SNJ OSy (i S N&

1 Maintains consolidated advertising programs, including job boards serving Veterans,
Individuals with Disabilities, woem, and protected minority groups

1 Maintainssocial media accounts farecruitment and employment branding

1 Advertisesand administers @il Service examinains

1 Publishegyuides and training materials on effectivecruiting and selection

1 Publishes an annual notice of na@hscrimination in the New York Timegwspaper

1 Provides training and ongoing updates to Chief sty Officers.
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In 20182019, the University implemented a Universityide online training program for faculty
and staff on sexual harassment prevention. The College is in the process of assuring that all
employees benefit from this training.

Recruitment policies support developing diverse applicant pools through:

1 Required posting of open positions and of Civil Service Notices of ;Etyamcal faculty
vacancies are posted fo30-60 days and administrative vacancies are paxfor 14-30
days

1 Collection of all applications into a singbutomated system where preestablished
screening practices relevant to the specific function may be applied

1 A job application process where candidates aaetomatically invited to selfidentify
race/ethnicity,gender, veteran statusgnddisability statusdatais kept confidentially and

used to analyze the composition of applicant pools

1 For many positions, @ommittee recruiting process by which a diverse team evaluates
candidates according to consistent cnite and jobrelated interview questions

1 An annual survey ofiewly appointedemployees to identify potential areas of concern in
how the College communicates with its candidates

INTERNAL AUDIT AND REPORTING

The Chief Diversity Officer posts and disttibsl notices of policies, changes in regulations, and
similar compliance information, and makes the Affirmative Action Plan availableptdtic
inspection. He/she also integrates compliance information into training programs for faculty,
students, and stéft

The Chief Diversity Officas responsible foaudits and revievs of the effectiveness of College
programs.This includes:

1 Monitoring records of personnel activities, including new hires, transfggromotions, and
terminations

1 Monitoring the statusof employee selidentification programs

1 Reviewing the effectiveness of recruitimgitreach and advertising

1 Monitoring complaints or incident reports which may indicate underlying trends

1 Reviewngpersonnel activities and thefArmative Action Plarwith senior level officers

1 Advisng management of program effectiveness and provide recommendatioios
improvement.
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The College maintainsmgployment recordsn the central CUNYFirssystemused toprovide the
data undetying Affirmative Action Plan3he Chief Diversity Officer works witHuman Resources
staff to assureCollege records are complete, accurate, aidely.

The University reportstatistics and diversity metrics to th@niversity ommunity andthe CUNY
Board of Trustees.
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PART FOURNDIVIDUALS WITH IABILITIES AND PROTEOD
VETERANS

Federal regulations mandatéffirmative Action plansaddress hiring and advancement of
Individuals with Disabilities and Veterans.

The sections of Part Four, asandaed by regulation are:
1 Equal Opportunity and NeDiscrimination Policy
1 Review of Personnel Processes
1 Review of Physical and Mental Qualifications
1 Reasonable Accommodations
9 Harassment Prevention Procedures
1 External Dissemination of Policy
9 Outreach ad Positive Recruiting
1 Internal Dissemination of Policy
1 Responsibility for Implementation
1 Training
1 Audit and Reporting System

1 Benchmark Comparisons
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EQUAL OPPORTUNITY AND-BGCRIMINATION POLICY

~ A roa X

CKS /AlGe ! yAOSNBEAGRORSE BRWaG/e2bJjcéon) Yy2O0SHNBER A
diverse municipality, is committed to a policy of equal employment and equal access

in its educational programs and activities. Diversity, inclusion, and an environment

free from discrimination are central to thmaission of The University.

It is the policy of The Universityapplicable to all colleges and unitsto recruit,
employ, retain, promote, and provide benefits to employees (including paid and
unpaid interns) and to admit and provide services for studentbout regard to
race, color, creed, national origin, ethnicity, ancestry, religion, age, sex (including
pregnancy, childbirth and related conditions), sexual orientation, gender, gender
identity, marital status, partnership status, disability, genetic oimiation,
alienage, citizenship, military or veteran status, status as a victim of domestic
violence/stalking/sex offenses, unemployment status, or any other legally
prohibited basis in accordance with federal, state and city laws.

It is also The UniversitQa L2t A0& (2 LINRDOARS NXlFLaz2ylots
applicants, employees and other persons on the basis of disability, religious

practices, pregnancy or childbirfelated medical conditions, or status as victims of

domestic violence/stalking/sex offenses.

This Policy also prohibits retaliation for reporting or opposing discrimination, or
cooperating with an investigation of a discrimination complaint.

The City University of New York, located in a higtally diverse municipality, isommitted to a
policy of equal employment and equal access in its educational programs and activities. Diversity,
inclusion, and an environment free from discrimination are central to the mission of The
University. Further details on biversity policies are available atilick for CUNY's Policies

REVIEW OF PERSONNEL PROCESSES

Our goal is toensure personnel activitiesare consistent with providingequal employment
opportunity foremployees and applicantsho are Individuals with Disabilds and/or Protected
Veterans.We periodically reviewour personnel processetr potential barriers to employment,
training, and promotion

The Colleg& @ersonnel processes do not steregy Individuals withDisabilities orProtected
Veteransor otherwise Imits their access to jobs for which they are qualifiédrther, the College
strivesto include hdividuals with Disabilities and Veterairsmedia such asollege publications
and webstes.

We invite enployees to seHdentify through a online self-servicesystem We invite applicants
to selfidentify upon each applicationi K NB dz3 K /linebappfcant ®agking system.he
University maintains this data in its system of record withpeopriate security measures for
confidentiality of individual information.The Collegelast conducted a selidentification
campaign in 2018 and plans to have the next comprehensive campaign in 2020.
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https://www.cuny.edu/about/administration/offices/legal-affairs/policies-procedures/

REVIEW OF PHYSICAL AND MENTAL QUALIFICATIONS

We wishto ensure that physical and mental qualifications and requirements arergated and
consistent with business necessignd safdy. We periodically reviewphysical and mental
qgualifications as they relate to employment, training, and promotion.

We willreviewthe requirements ofa given position whemhere isa change in workingonditions
or requirements.As new job qualifications are establishetie Collegereviews them to ensure
that they would not screen outqualified Individuals with Disailities or Protected Veterans
(unless they reflect essential functions of these particular jobs).

CKS | YAGSNBRAGEQA [/ AQBGAf { SNIAOS dzyiew orkBisedCivid a 220
Service specificationghe University also providesahecklistfor planning a recruiting effort that
includes a sigioff on a review ofiob qualifications.

REASONABLE ACCOMMODASION

The College providereasonable accommodation® Individuals with Disabilities and Disabled
Veterans in order to apply for a positioor perform the duties of their jobsAs per CUNY
Procedures for Implementing Reasonable Accommodation and Academic Adjusttherittiman
Resources Director is responsible f@sponding to request$or accommodation (by applicants,
employees, contractorsyisitors, and others).

The College contadbr accommodation requestss:
Name: Office of Equal Opportunity & Diversity Management
Phone (718) 3686896
Email: AskOEO@kbcc.cuny.edu

CUNY Procedures for ImplementiRgasonable Accommodation and Academic Adjustmeésnts
FgrAtlrotS 2y /1 b, Qa 6So60aArdasSy

5

Information for applicants for employment igrovided on the Employment Page of the CUNY
Website andnttps://www.kbcc.cuny.edu/humanresources/kccjoblistings.html

The text of thestatement isas follows:

Any applicant who requires ancaommodation for a disability in order to apply for a
position or proceed with the job search process should contact the Human Resources
office at the College posting the position (list at www.cuny.edu/employment/campus
hr.html) or contact the Office of Reuitment and Diversity ajobs@cuny.edwr at 395
Hudson St., New York, NY 10014.

As per University policy, the College also provides reasonable accommodations to indi\odeats
on a disability; pregnancy, childlifr, or a medical condition related to pregnancy or childbirth;
religious practices and status as a victim of domestic violence, sex offense or stalking.
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In the lastyear:

1 While recognizing that many requests are resolvdntough an informal processthe
College responded td 7 official requests foremployeeaccommodations, for which the
process was successfully concludbditimes and appealederotimes. At this time there
are nooutstanding appeals

1 The College asponded to zero requests br reasonable acommodation from job
applicants

1 The College upgraded campus facilities to improve acceflssinareas)

(0]
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Major facelift, including wall, ceiling, floor, lighting, painting and bathrooms
upgrades in buildings-7T, T-5, T4 and T2

Painting of hallwaysglassrooms, and bathroom upgradeshuaildingsA and S
Improved stairwells and stairwell lighting

GYM Fitness Centerwalls, painting, lighting & water filling station

CampusWide - painting of common aremand classrooms

New fire alarm system, with regait inspection and testing

Improved parking areas

1 Note any other improvements (acquired equipment, upgraded technology)

(0]

(0]
(0)

AccessAbility Servicesacquired 10 €Pen Readers, which is major technological
breakthrough for anyone learning English, SpanishFoench and for anyone who
suffers from learning difficulties, such as dyslexia

tftlyySR ySig2N] YFAYGSYylyOS 02 SYyKIFyoOS
protecting our applications, services, systems, and data from malicious attacks
Added Transit moduled KCC ARRvhichprovides Bus and Train schedule specific to
travel back and forth from Kingsborough, and AccedRide information

Upgraded to the new voicemail version

Overhaul of KCC website, which is also mobile friendly

HARASSMENT PREVENTION PROEEBDUR

The University has devephed procedures to ensure that Individuals withsBbilities orProtected
Veterans are not harassed. (Sabove,Policy Statements on Equal Employment Opportyniliye
504/ADA CoordinatgrMichael J. Valente, Es@dministersefforts to ensure acess and non
discrimination for Individuals with iBabilities

EXTERNAL DISSEMINATION OF POLICY

Each job vacancy announcement has a summary bfb  péliay.

The Universityalsopostsits Non-Discrimination Policgn its employment website andnnounces
the policy annually in the New York Times newspaper.
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The University Officef Labor Relations providean annua notice of our policies to labor unions.

The Collge sends written notice of the Affirmative ActiomlRy to all subcontractors, vendors,
and suppliers requestingompliance with our policy.

OUTREACH AND POSITIVE RECRUITING

Summary 0f2018-2019Outreach Efforts

In the last Plan Year, the College undertook the following targeted efforts for outreach to
Veterans and Individuals with Disabilities:

Agency for Persons with Disabilities (APD)

Allsup Employment Services

Bosma Enterprises

Deaf to Work

EasterSeals

Enable America

Land A Job

Maryland Works, Inc.

Options Unlimited, Inc.

Our Ability

Quest

Think Beyond the Label

United Spinal Association

US.jobs Disability

VetCentralg Disabled Veteran Outreach Program Representatives (DVOPS)
Workforce RecruitmenProgram

Work in lowa Disability (lowa State Workforce)

=8 =8 =4 =4 =4 -8 -8 A -8 -f of o oaoa s o e

Impact/Discussion
To enable veterans and individuals with disability to transition to civilian society and gain
employmentopportunities.

Planned Outreach fo2019-2020

The College Plans fmursuethe followingactivities over the next Plan Year:

Program / Effort Goals/Expected Impact

Postings on job boards and organizations | Achieving a broader reach for Veterans
specifically geared towards Veterarsnd and Individuals with Disabilities
Individuals with Disabilities seeking employment opportunities.
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In addition, ongoing Horts include

1 Disseminating information concerning employment apfunities to media that reach
Disabled ¥terans, otherProtected Veterans, andrdividualswith Disabilities

1 Advertising job openings with a variety of external resourdesludingrequired reporting to
the New York State Lab®&epartment and related agencies

9 Filing thefederal VET$4212 reportannually
1 As defined by New York State statute, assistietevanswith a passing score on a competitive
Civil Service examinatiaw apply for additional pointdased on Veteran or Babled Veteran

Status

1 As defined by New York State statute, assisguo@lified Individuals with Disabilities to apply
for, and be apointed to classifiedcompetitive Civil Service titles withduan examination

INTERNAL DISSEMINATION OF POLICY

To foster positive support for the Affirmative Actionrégram for Protected Veterans and
Individuals with Dsabilities, the Collegbas

% Included policies in manuaand other irhouse publications

1 Met with senior staff and superviserto explain the intent of the paty and individual
responsibilities

1 Scheduédtraining for employees involved in recruitment, selecti@nd promotion decisio-
making

9 Discussd policies in employee orientationral management training programs

1 Includedarticles on accomplishments of Disabled Veterans, othete¥ans, andindividuals
with Disabilitiesin College publications

1 Posed CUNY Procedures for Implentiengy Reasonable Accommodation and Academic
Adjustmentson College bulletin boards, along withe CUNYPolicy on NofDiscrimination
(which also covergrotection from harassment on the basis of disabi)ity

1 Featuredpersons vhho are Individuals with Disalgiles in handbooks or similar publications

1 Other Colleggrograms and activities
U Title IX Training for Faculty and Staff
U Title IX Training for Student Ambassadors, Athletics, ESL Students, and VA Students
U EEO/Title IX Training
U Gender Beach Day TrainingrfPublic Safety
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Faculty Development Workshop to Support Students
ACT Meeting

Senior Cabinet Compensation Analysis Meeting
Faculty Diversity Dialogue

[ I i

RESPONSIBILITY FOR IMPLEMENTATION

As part of its efforts to ensure gual employment opportunity to Disdéd Veterans, other
Veterans, and Individuals withi€abilities, the College has designhated specific responsibilities.

The President

PresidentClaudiaV.Schrademoversees Affirmative é&tion and compliance program$he appoints
the 504/ADA Coordinatoto oversee Collegeompliance activitiesand provides management
support and resources to manage the implementation Affirmative Action and compliance
programs. $sues uncovered in se#fudits or reviews are ultimately reported to the President who
overses implementation of appropriate responses.

504/ADA Coordinator

ThePresident assigned the duties of tHg04/ADACoordinatorto Michael J. Valente, Esq., Chief
Diversity OfficerResponsibilities include:

Chairing the 504/ADA Committee
Monitoring the college for 504/ADA compliance

Resolving issues before they become potential grievancessidering appeals and disputed
accommodation decisions

Maintaining information on accommodations requested and provided
Ensuring pertinent records are stored seely and confidentiality is maintained

Providing trainingas needed on issues related todividualswith Disabilities

504/ADACommittee

The 504/ADA Committeeadvisesthe Coordinator.It includes epresentatives from various
divisions, departments, angrograms, includingprograms for Individuals with Dsabilities.
Membersare:

1 Michael J. Valente, EsChief Diversity Officer
1 Stella Woodroffe, Accesabilities Coordinator
1 Cynthia Mendola, HR Coordinator
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College Officials

Collegeofficialsassume cerin responsibilities tassure complianceavith regulations, including
working with the Office of Human Resourcesftnd, identify and implementaccommodations
and other improvements to promote accessibility on campus.

Provide details of any other ColleggNR dzLJd KSNX = F2NJ SEIF YL S O2YYAG
affairs.

The Military and Veteran Affairs Office (MAV#8rves the needs of prospective and
enrolled active military personnel, veterans, their dependents and survivors. MAVA aides in
application and certification for students who are eligible to receive education benefits under
various Department of Veteran Affairs (DVA) programs.

University Management

¢KS | YA DS NEAA Rec@itmenh #FIn8 DOSsityPeforts summary statistics to senior
management including wiversitywide and collegespecific data.

TRAINING

Employees involved with recruitment, selection, promotion, disciplinacgions, traning, and

related processesor Individuals with Disabilities or&i SNJ y& + NS | Oljdzt AYGSR g4
Affirmative Action Program./ | b , Q¥f&ce of Recruitment and Diversity anihe Office of
Professional Development and Learning Managemerovide training opportunities to help

employees maximize their personal and workplace effectiveness, including Diversity Training
courses.

Programs attended by the Chief Diversityff@er, HR personnel, executivestc.:

CUNY Faculty Diversity ancclasion Conference 2019

Faculty Presentation: Reappointment, Tenure and Promotion

Faculty Development Workshop to Support Students

HR Recruiting Network Meetings

CDO/HR/Labor Desighee Meetings

Annual CDO/HR/Legal/Public Safety Sslthluation and Remediath Meeting
CFDI Meeting

Faculty Diversity Dialogue

CDO/UACD Meeting

Ongoing legal education for CDO

=4 =8 =4 4 -4 -8 -4 -4 -8 4
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https://www.cuny.edu/about/administration/offices/hr/recruitment-diversity/diversity-inclusion/

AUDIT AND REPORTING SYSTEM

The 504/ADA CoordinatarverseesCollege audit and reporting systesin support of Individuals
with Disabilities,evaluatinghow the College is meeting itsbjectives identifying barriers to
accessand identifyingthe need for remedial action.

The @ief Diversity Officeaudits the effectiveness of outreach and Affirmative Action programs
as part of the Affirmative Action Bh processThe CDO alsmonitors recruitment activities and
discriminationclaimsrelated to status as a Veteran émdividual with a Disability, and specifically

YSytAzya GK2asS 3ANRdzLJA +Fa LING 2F (GKS O2ffS3asqa
committees.

Both individuals reporF A Y RAy 3a (2 (GKS t NS&AARSYyild IyRk2N GKS

BENCHMARKEOMPARISGN

Staffing

Appendix H details the utilization of Individuals with Disabilitiéy job goup. The number of
Individuals with Disabilitiesand the percent of total staff, is listed. This should be compared with
the (federal) suggested guideline of 7.0While there is a requirement to report staffing, there

is no requirement to calculate underutilization or set placement goals.

There is noguideine for utilization of Veterans.

Hiring Rate

The Exhibit on the next page illustrates hiring rates for Veteransladividuals with Disabilities
as compared with the previous two plans yeaféis is presented in the format prescribed by the
Depatment of Labor.

In March 2019, the federal benchmark Hiring Rate for Veteramas set at5.9%.

There is no hiring rateenchmark for Individuals with Disabilities.
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Exhibit: Benchmark Comparisons for Veterans and Individuals with Disabilities

Veterans Hiring Benchmark

The benchmark Hiring Rats established annually by the U.S. Department of Labor and wé&$ &s9

of March, 2019.

Factor 20182019 2017-2018 2016-2017
Benchmark 5.9% 6.4% 6.7%
A. Number of applicants who seltlentified
as Veterans bre an offer of 78 85 58
employment is made
B. Total number of job openings 44 57 22
C. Total number of jobs filled 41 57 22
D. Total number of applicants for all jobs 5622 5824 2532
E. Number of Veteran applicants hired 0 1 0
F. Total number of applicants hired 41 62 23
Hiring Rate (E divided by F) 0% 1% 0%
Was Benchmark Met? (Yes/No) No No No
Hiring Rate, Individuals with Disabilities
There is no recommended hiring benchmark for Individuals with Disabilities.
Factor 20182019 2017-2018 | 2016-2017
A. Numbe of applicants who selidentify as
Individuals with Disabilities before an 198 207 114
offer of employment is made
B. Total number of job openings 44 57 22
C. Total number of jobs filled 41 57 22
D. Total number of applicants for all jobs 5622 5824 2532
E. Numbe of Individuals with Disabilities
: 1 1 0
hired
F. Total number of applicants hired 41 62 23
2% 1% 0%

Hiring Rate (E Divided by F)
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APPENDIX A - ORGANIZATION CHART

Kingsborough CC

This Appendix provides a high-level organization chart.

APP A
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KINGSBOROUGH COMMUN ITY €0 LLEGE O RGANIZATIONAL € HART
PRES |IDEN TS O FFELE€E

KINGSBOROUGH

COMMUNITY COLLBGE

* DREAMS BEGIN HERE *

President’s Office

Confidential Executive Associate
Special Projects Manager

Dr. Claudia V. Schrader Karen St. Hilaire

Michael Valente, Esq. Julie Block-Rosen, Esq. Dr. Tasheka Sutton-Young
[— HR Diversity Program Manager/ |— Labor Relations Manager |— CUNY Admnistrative Assistant — CUNY Admnistrative Assistant
Deputy Title [X Coordinator Jennifer James Helen Fabrizio Kathleen Klemm
Vacant

HR Affirmative Action Specialist
Shaune Wallace-Bostic

Vice President for Vice President for Vice President for Interim-Vice President for Workforce Development Vice President for Vice President for Interim-Vice President for

Student Affairs &Strategic Partnershiops Academic Affairs & Provost Institutional Effectiveness Enrollment

Finance & Administration Institutional Advancement

Eduardo Rios Dr. Elizabeth Basile

Peter Cohen Dr. Simone Rodriguez-Dorestant Dr. Joanne Russell Dr. Richard Fox Dr.Johana Rivera

Assistant Vice President of
Communications & Marketing

Cheryl Todmann
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APPENDIX B - REAFFIRMATION LETTER

Kingsborough CC

This Appendix contains information on reaffirmation(s) distributed this past Plan Year.

APP B
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KINGSBOROUGH

OFFICE OF THE PRESIDENT

To: Kingsborough Campus Community

From: President Claudia V.Schrader = /. .

Date: September 20, 2018

Re: Reaffirmation of Commitment to Diversity/Equal Opportunity/Affirmative Action

The City University of New York (CUNY) has adtamgling commitment to diversity and equal opportunity in

all aspects of employment practices. At Kingsborough Community College, | fully support the policies and
practices that we have implemented to foster naliscrimination, affirmative action, and diversity and inclusion

in the workplace. It is my personal belief that CUNY is enriched by the strengths of the people and perspectives
represented here. Accordingly, | amnemitted to oversee Kingsborough's compliance with local, state, federal,

and CUNY Policies and Procedures on Equal OpportunityDSorimination, and Sexual Misconduct.

CUNY's Equal Opportunity and NDiscrimination Policy sets forth the Universityats campuses commitment

to recruit, employ, retain, promote, and provide benefits to employees regardless of race, color, creed, national
origin, ethnicity, ancestry, religion, age, sex, sexual orientation, gender, gender identity, marital status,
partnership status, disability, genetic information, alienage, citizenship, military or veteran status,
unemployment status, credit history, pregnancy, or status as a victim of domestic violence/stalking/sex offenses,
or any other legally prohibited basis in acdance with federal, state and city laws. | remind you that Italian
Americans, and status as a caregiver are included among CUNY's protected groups. Additionally, as a federal
contractor, CUNY engages in affirmative action consistent with federal regentsml invite you to visit our
website, www.kbcc.cuny.edu or www.cuny.edu, to view the Equal Opportunity Policy in its entirety, including

the complaint procedures and prohibition against retaliation.

I have assigned the responsibility for the impleméiamia and monitoring of our compliance program to the

Office of Equal Opportunity & Diversity Management (OEO) currently managed by Interim Title IX Coordinator
Roxanna ThomasThe vice presidents, deans, directors, managers and supervisors share resipprisib
ensuring our compliance with these policies and laws. OEO is located in the E Cluster in Suite E115 and the
telephone number is (718) 368396. You may also email OEO at: AskOEO@kbcc.cunyAettitionally, any
individual who believes that herghe has experienced employment discrimination should immediately contact
OEOI ask for your continued support to ensure equal opportunity, affirmative action, and diversity and inclusion

in all employment practices at Kingsborough.
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APPENDIX C - JOB GROUPS / LABOR MARKET AVAILABILITY FACTORS

Kingsborough CC

This report lists those CUNY job groups for which the college has employees. Labor Market Availability factors (LMA) are
listed for each group. LMA Factor 1 is the external Labor Market measure. LMA Factor 2 is an internal factor for employees
who could be recruited or promoted into the group based on historical data for CUNY overall).

Groups with fewer than five employees are listed here but will not be included in Utilization Analysis worksheets. Individuals
in the Chief Executive role are not included in this report.

Titles added to CUNY's job system in the past year are listed at the end of this Appendix. Not all titles were utilized by the
College.

Further details on Job Groups and Labor Market Availability are provided in the Narrative.

Full Time Employee Count (excludes Chief Executive): 928

APP C-1
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APPENDIX C - JOB GROUPS / LABOR MARKET AVAILABILITY FACTORS

Category: Executive/Administrative/Managerial

Administration 1 (Executive)
Employee Count: 18

Executive Compensation Plan (Other Than Chief Executive)
Executive Compensation Plan; Chief Executives (Presidents, Deans of Major Schools) are excluded

Labor Market Availability Factors
LMA Factor Weight Explanation

1-External 50.00% ACS 2013-2017 Nationwide workforce with Bachelors Degree or Higher and age of 29 or above {proxy for
eight years' of post-Bachelor's experience) and in selected occupations: 0010 {Chief Executives), 0020
(General and Operations Managers), 0060 (Public Relations and Fundraising Managers), 0100
(Administrative Services Managers), 0110 (Computer and Information Systems Managers), 0120 {Financial
Managers), 0136 (Human Resources Managers), and 0230 (Education Administrators).

2-Internal 50.00% Employees in the following titles: HE Officer, Professor, Associate Professor, IT Computer Systems Manager
{Levels 5 and higher), or Chief Administrative Superintendent {Levels 4 and higher) as of 6/1/2018.

Title(s) Employee(s)

Administrator 1
Assc Administrator
Asst Administrator
Asst Vice President
Dean

Vice President

D WA NN

Administration 2 (Manager)
Employee Count: 102

Manager-Level Administrators

Labor Market Availability Factors
LMA Factor Weight Explanation

1-External 50.00% ACS 2013-2017 NY/NJ MSA workforce with Bachelors Degree or Higher and age of 25 or above {proxy for
four years' post-Bachelor's experience) and in selected occupations: 0020 (General and Operations
Managers), 0060 (Public Relations and Fundraising Managers), 0200 (Administrative Services Managers),
0110 (Computer and Information Systems Managers), 0120 (Financial Managers), 0136 {(Human Resources
Managers), 0230 (Education Administrators), 0710 {(Management Analysts), 2000 {Counselors), and 2100

(Lawyers).
2-Internal 50.00% Employees in HE Assistant title as of 6/1/2018.
Title(s) Employee(s)
HE Associate 54
HE Officer 48

APP C-2
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APPENDIX C - JOB GROUPS / LABOR MARKET AVAILABILITY FACTORS

Category: Executive/Administrative/Managerial

Facility Manager
Employee Count: 3

Facility Superintendents {Managerial)
In 2017, Admin Superintendent and Chief Admin Superintendent groups were combined.

Labor Market Availability Factors
LMA Factor  Weight Explanation
1-External 55.00% 2013-2017 ACS, NY/NJ MSA, Bachelor's Degree or higher plus four years of Post-Bachelor's experience

(proxy minimum age of 25) and in the following occupations: 0410 {Real Estate and Property Managers),
1300 (Architects), 1360 (Civil Engineers), and 8620 (Stationary Engineerings and Boiler Operators).

2-Internal 45.00% Employees in the titles of Sr Stationary Engineer, Project Manager, Principal Park Supervisor, Principal
Custodial Supervisor, or Supervisor of Laborers and Maintenance Workers, Civil Service permanency not
required, as of 6/1/2018.

Title(s) Employee(s)
Admin Supt Builds Grds 2
Chief Admin Supt - Competitive 1

IT Computer Manager
Employee Count: 5
Information Technology Managers (Managerial)

Labor Market Availability Factors
LMA Factor  Weight Explanation

1-External 60.00% 2013-2017 ACS, NY/NJ MSA workforce, no degree requirement; six years' work experience {proxy minimum
age of 23) and in the following occupation: 0110 {Computer and Information Systems Managers)

2-Internal 40.00% Employees in the title IT Senior Associate, Civil Service permanency not required, as of 6/1/2018.

Title(s) Employee(s)

IT Computer Operations Mgr 3

IT Computer Systems Mgr 2

Security Manager
Employee Count: 4

Campus Security Managers (Managerial)

Labor Market Availability Factors
LMA Factor  Weight Explanation
1-External 55.00% 2013-2017 ACS, NY/NJ MSA workforce, High School Diploma or higher with seven years' experience {proxy

minimum age of 24) in the following occupations: 0425 (Emergency Management Directors) and 3710 (First-
Line Supervisors of Police and Detectives).

2-Internal 45.00% Employees with Civil Service permanency in the titles Campus Public Safety Sergeant or Campus Security
Specialist as of 6/1/2018.

Title(s) Employee(s)
Campus Security Asst Dir 3
Campus Security Dir 1

APP C-3
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APPENDIX C - JOB GROUPS / LABOR MARKET AVAILABILITY FACTORS

Category: Professional Faculty

Faculty-Developmental
Employee Count: 12

Development Program Faculty; i.e., faculty primarily teaching basic skills and related non-credit bearing programs such as CUNY START.
In 2017, added to accommodate new CUNY START and CUNY CLIP program faculty and related programs.

Labor Market Availability Factors
LMA Factor  Weight Explanation

1-External 100.00% 2013-2017 ACS, NY/NJ MSA workforce, Bachelor's degree or higher and in occupation 2430 {Other Teachers
and Instructors)

2-Internal 0.00% NA

Title(s) Employee(s)

CLIP Instructor 7

CUNY Start Instructor 5

Faculty-Instructor
Employee Count: 3

Instructor Faculty excluding Librarians. Instructors are term-limited faculty whose positions convert to Assistant Professor upon
completion of a doctorate within five years. They are generally in the process of completing a doctorate-level degree.

For utilization analysis in the Federal Plan, reviewed by academic discipline or program within job group.

Labor Market Availability Factors
LMA Factor Weight Explanation

1-External 100.00% 2016 NCES Degree Completions, Masters Level, Nationwide for selected disciplines (first and second
majors), not weighted.

2-Internal 0.00% NA
Title(s) Employee(s)
Instructor 3

Faculty-Lecturer
Employee Count: 89

Lecturer Faculty excluding Librarians. Lecturers are eligible for a certificate of continuous employment but not tenure. The minimum
qualification for Lecturer is a Bachelor's degree in a discipline related to the subject being taught.

For utilization analysis in the Federal Plan, reviewed by academic discipline or program within job group.

Labor Market Availability Factors
LMA Factor  Weight Explanation

1-External 100.00% 2016 NCES Degree Completions, Bachelor's or Masters, NY and NJ, for selected disciplines (first and second
majors), not weighted.

2-Internal 0.00% NA

Title(s) Employee(s)

Lecturer 82

Lecturer Doct Sch 7

APP C-4
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APPENDIX C - JOB GROUPS / LABOR MARKET AVAILABILITY FACTORS

Category: Professional Faculty

Faculty-Librarian

Employee Count: 12

CUNY Librarians with faculty appointments
Prior to 2019, a sub-group of professorial faculty; separated as it encompasses faculty of all ranks.

Labor Market Availability Factors
LMA Factor Weight Explanation

1-External 100.00% 2016 NCAS Degree Completions, Master's level only, Nationwide, for Library Science Discipline.
2-Internal 0.00% NA

Title(s) Employee(s)

Assc Professor 3

Asst Professor 8

Professor 1

Faculty-Professorial
Employee Count: 229

Tenure-eligible faculty {excluding Librarians) for whom a terminal degree such as a Doctorate is a minimum qualification.
For utilization analysis in the Federal Plan, reviewed by academic discipline or program within job group.

Labor Market Availability Factors
LMA Factor  Weight Explanation

1-External 100.00% 2016 NCES Degree Completions, Doctoral, Nationwide for selected disciplines (first and second majors), not
weighted.
2-Internal 100.00% NA
Title(s) Employee(s)
Assc Professor 70
Asst Professor 94
Professor 65
APP C-5
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