Chancellor's Advisory Council

rooTHiL-DE ANzA  Meeting Agenda — March 6, 2009

Community College District

Purpose:  Participatory Governance Leaders Meeting
Location:  District Board Room
Time: 1:00 p.m. to 3:00 p.m.
TIME AGENDA TOPIC PURPOSE DISCUSSION OUTCOME
* LEADER
1:00-1:05 p.m. [I.  Check In/Burning Issues I All Information sharing
1:05-2:00 II. Strategic Planning D Barr Strategic planning
* Revised Mission
e Summary of Environmental Scan Material Forces and Implications
2:00-2:01 II.  Draft Summary of Previous Meeting (Handout #1) A Kanter Approve summary
2:01-2:15 IV. 18-Month Budget Plan (Handouts #2 and #3) I Dunn
2:15-2:30 V. Reports from Subcommittees I Kanter Update on recent
* Budget Committee meetings
* Legislative Committee
e ETAC
e HRAC
2:30-2:50 VI. Board Policies
A) BP 4640, Harassment and Discrimination (Handout #4) A Novotny Endorse revision
B) AP 4640 and 4641 (Handouts #5 and #6) I Novotny Update on revisions
C) BP 3115, Reserves (Handout #7) D Dunn Review new policy
2:50-3:00 VII. Wrap Up All Items not on agenda

* A=Approval, D=Discussion, I=Information

Handout #1 — Draft Summary, 2/24/09

Handout #2 — March 2 Board Budget Presentation

Handout #3 — President Obama’s Fiscal 2010 Budget Overview
Handout #4 — BP 4640

Handout #5— AP 4640

Handout #6 — AP 4641

Handout #7 — BP 3115

Next CAC Meeting: Friday, March 13, 2009

Distribution: Steven Anderson/ASFC, Anne Argﬁlriou, Maureen Chenoweth, Leo Contreras, Dolores Davison, Andy Dunn, Al Guevara, Rich Hansen, Martha Kanter, Duane
Kubo, Judy Miner, Jeri Montgomery, Brian Murphy, Leif Nelson, Dorene Novotny, Olivia Patlan, George Robles, Fred Sherman, Terrell Sterling/DASB, Martin Varela, FHDA
Administrators, Governance Leaders, Board of Trustees
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Community College District

2009-10 Budget Update
March 2, 2009

Andy Dunn, Vice Chancellor, Business Services

Bernata Slater, Director, Budget Operations




=% 2009-10 Budget Assumptions
FOOTHILL-DE ANZA | e T
Community College District S ‘

B No Growth—Enrollment plan will focus on stabilizing

FTES after reductions in Job Corps and selected
‘:)osmve attendance courses due to new state advisories

B No State Apportionment Deficit Factor budgeted at this
time

B Loss of interest revenue due to state’s new program to
defer apportionment funds

(estimated $1million total loss)
B No new State revenues (COLA) to offset cost increases



FOOTHILL-DE ANZA

Community College District

-Frojections

January 2009

February 2009

Projections Projections
Revenue 187,109,199 185,049,909
Expenses 198,191,519 191,731,770

Net (Deficit)

(11,082,320)

(6,681,861)
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Community College District

‘projections.

FHDA Internal Operating Deficit (est. January 2009) (11,000,000)
less:

Changes To Revenue Estimates

Reduced Apportionment Revenue Estimate (1,500,000)
Additional Interest Income Loss due to deferrals (500,000)

Changes To Expenses Estimates

Adjusted (Reduced) Contract salaries Estimate 1,640,000
Adjusted (Reduced) PDL/SDL Estimate 850,000
Adjusted (Reduced) Utilities Estimate 160,000
Adjusted (Reduced) Other Operating Expenses Estimate 400,000
Implemented Changes/Solutions

Job Corps Program Reduction for FY 09/10 2,500,000
Negotiated Benefits Changes for FY 09/10 750,000

Adjusted FHDA Internal Operating Deficit (est. February 2009) (6,700,000)
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Bring the budget into structural balance
by July 1, 2009 by reducing ongoing
expenses in B Budget and positions.



structural balance

Community College District

B Ongoing expense reductions will be identified
by June 30, 2009

B Colleges and Central Services will use one-time
carryover funds (restricted for that purpose) to fund
B Budget and positions through June 2010.
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Community College District

B B Budget Reductions $1.1 million

B Colleges and Central Services B Budget Reductions
10% or $620,000

B Districtwide Operating Expense Reductions
$500,000

B Position Reductions
B Faculty--10 vacant positions

B Classified/Administrators--66 positions
(16 vacant as of February 2009)



=) udget Reductions
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Community College District ' '
Total B Reduction in
Budget  Operating
Reduction Expenses
(District-wide
Accounts)
De Anza Foothill Central Services
Total
19% 24% 57% 100% Reductions
B Budget Allocation $1,192,665 $1,561,747 $3,667,225 $6,421,637
Potential B Budget Reductions $115,150 $150,784 $354,065 $620,000 $500,000 $1,120,000
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Reductions-Personnel

. Ongoing
E;:‘r’?:;esd Reductions for
2008-09 Adopted Budget FTE allocation FTE FTE Per FTE savings June 30, 2010
Faculty Reduction (backfill with 1320) 6 4 $30,000 $300,000

Distribution of non-teaching FTEs De Anza Foothill Central Services Total Fund 14
Management 22 21 18 62
Supervisory 11 6 12 30
Confidentials 1 2 8 11
Classified 145 113 86 344
CSEA 31 - 71 102
Classified less than 50% 49 7 56
259 149 195 604
‘|Percent of FTE Allocation 43% 25% 32% 100%

Non-teaching Reduction Goal by 6/30/10 28 16 21 66 $80,000 $5,280,000 $5,580,000
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Identified Solutions

Identified Solutions as of February 2009 Est. Savings

Eliminate/Suspend 10 faculty Positions 300,000
Eliminate/Suspend 16 Non-teaching Positions 1,280,000
Total 1,580,000




FOOTHILL-DE ANZA

Community Coliege District

Eliminate/Suspend 50 Classified/Administrative Positions
Reduce B Budget

Est. Savings
4,000,000
1,120,000

5,120,000




s
,t.-m.«»-.»

FOOTHILL-DE ANZA
Community College District

# # #
0 0 0
Cuts Quantified 8_ De Anza g. Foothill g. Central Services District Wide Total
Faculty 180,000 120,000 300,000
Classified/Admin Positions 2,267,489 1,304,998 1,707,513 5,280,000
- |B Budget 115,150 150,784 354,065 500,000 1,120,000
Other -
Total Cost 2,562,639 1,575,782 2,061,579 500,000 6,700,000
Already Implemented
Faculty 6 180,000 4 120,000 300,000
Classified/Admin Positions 4 320,000 5 400,000 7 560,000 1,280,000
500,000 520,000 560,000 1,580,000
Need to set aside for 09/10 2,062,639 1,055,782 1,501,579 500,000 5,120,000
Estimated Carryover 6/30/09 5,100,000 2,602,000 2,200,000 1,600,000 11,502,000
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. :‘"';iilndalances

Unrestricted Restricted Total
Jun 30,2008 17,900,000 12,700,000 30,600,000
Jun 30,2009 11,500,000 12,300,000 23,800,000
Jun 30,2010 6,400,000 11,500,000 17,900,000

B These estimates are based on the district’s actual ending balances of June 2008

as of the 2nd Quarter.
M The District will maintain its 5% reserve ($10.4million).
B The Colleges and Central Services are estimating their carryover use

for FY 09/10.
-l These estimates assume structural changes will be implemented during FY 09/10
($5.1 million in unrestricted carryover funds will be used by the colleges and
Central Services to seek opportunities and preserve positions through 6/30/10.



oCTLDE AT Projections

B Will the State forecasts of tax revenues be accurate enough to fully fund
the district’s 09-10 apportionment?

B What will happen to the State’s proposed budget if some or all of the
ballot propositions do not pass this Spring?

B Will the District be able to recover the 1400 FTES reduction from Job
Corps and Positive Attendance Courses, or will we be 1n “stability funding”
in 09-10?

B Will the district be able to achieve its FTES and Productivity targets?

B Will there be any further changes to the Medical Benefits Plans and/or
other concessions resulting from negotiations to offset budget impacts

and cost increases in 09-107?
B Will the current estimates of Medical Benefits Plans’ usage for
employees, dependents, retirees and their dependents be stable or change?
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somese, Budget
Major dates to remember:
W State’s Special Election to be held in May
B Governor’s “June” Revise
B District Tentative Budget completed in May
B September 2009-Foothill-De Anza adopts
final 2009-10 Budget
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Good News

B The State protected community colleges during this recent round
of reductions.

M There is a good legislative understanding of the role community
colleges play in job training and the state’s economic recovery.

‘M There is very strong enrollment at both colleges.

B There is adequate carryover to provide time to fully implement
the reductions by June 2010.

B We have a dedicated district “community” of faculty, staff,
administrators and board members working on resolving our
funding challenges!




A NEW ERA OF RESPONSIBILITY: RENEWING AMERICA’S PROMISE
|
President Obama’s Fiscal 2010 Budget Overview

RESTORING AMERICAN LEADERSHIP IN HIGHER EDUCATION

“IW] e will provide the support necessary for you to complete college and meet a new goal: by
2020, America will once again have the highest proportion of college graduates in the
world.” -- President Obama, February 24, 2009

The United States has long been aglobal leader in postsecondary education, but recently our
advantage has slipped. While the U.S. ranks 7 in terms of the percentage of 18-24 year olds
enrolled in college, we rank 15™ in terms of the number of certificates and degrees awarded.

Thereis an opportunity gap aswell. Today, high-school graduates from the wealthiest families
arevirtually certain to continue on to higher education; while just over half in the poorest bottom
quarter attend. Even when high-school graduates can afford to begin higher education, they too
often fail to finish. Only about half of college students graduate within six years; for low-income
students, the completion rate is closer to 25 percent.

These facts are especialy troubling because the return to a college education has increased
dramatically. In 1973, a college graduate with no further schooling earned 46 percent more per
hour than a high school graduate. In 2007, the differential was 77 percent.

The President’ s 2010 budget makes a historic commitment to increasing college access and
success by dramatically expanding financial aid while making it ssmpler, more reliable, and more
efficient. It provides guaranteed funding for Pell Grants, indexes the grant above ordinary
inflation, and extends the new American Opportunity Tax Credit. It also insulates student loans
from financial turmoil, modernizes and expands the Perkins Loan program, and simplifies access
to student aid. At the same time, the budget recognizes that colleges must do their share,

creating incentives for colleges to keep costs affordable and help students not only enroll in
school, but also finish their studies with adegree or certificate. The proposed package includes
the following components.

Reliable Federal Pell Grants

To ensure America has a highly-educated workforce and prevent alack of financial resources
from obstructing the opportunity to go to college, the Pell Grant program must rest on certain
financial footing. The size of the Pell Grant, however, currently is determined by the annual
discretionary budget process. The maximum award is stagnant for years and then grows
unpredictably, and regular funding shortfalls threaten the stability of the program. Evidence
suggests that when young people cannot count on financial aid, they are less likely to attend
college.

The president’ s budget proposes to establish a Pell Grant maximum of $5,550 for the 2010-11
academic year and then index the maximum grant to grow faster than inflation in future years (at



arate equal to the consumer price index plus 1 percentage point). The budget also proposes to
make funding for the Pell Grant program mandatory, rather than discretionary, to eliminate
uncertainty and end the practice of “backfilling” billions of dollarsin Pell shortfalls. These
changes would increase Pell Grant funding by $41.8 billion over the next five years.

An American Opportunity Tax Credit

To help students pay for college, the Recovery Act created a new $2,500 American Opportunity
Tax Credit that is partially refundable to low-income students. The credit will provide tax breaks
to millions of families, including many low-income families who get no tax relief for college
today. The budget proposes to make this tax cut permanent, investing $23.3 billion over five
yearsin college affordability.

Reliable and Efficient Student and Parent L oans

Subsidies in the government-guaranteed student loan program (FFEL) are set by Congress
through the political process. This program has needlessly cost taxpayers billions of dollars, and
it has subjected students to uncertainty because of turmoil in the financial markets. The
president’ s budget asks Congress to end the entitlements for financial institutions that process
federal loansto students and parents. The budget takes advantage of |ow-cost and stable sources
of capital so students are ensured access to loans and provided high-quality servicing by using
competitive, private-sector providers to process loans and payments. The approach in the
budget, placing all new loans in the direct lending program, saves $24.3 billion over five years
that isreinvested in aid to students.

Additional Student Loansto Cover Gaps and Emergencies

Current annual loan limitsin the federal student loan programs are inadequate for some students.
The 50-year-old Perkins Loan program is supposed to provide these students with additional
low-interest loans, but the program is too small and its current structure is inefficient and
inequitable: loans are serviced directly by institutions at considerable cost, and students at less
wealthy institutions often have little or no access to the program.

The Administration proposes an expanded, modernized Perkins Loan program with $6 billion a
year in new loan volume—six times the current Perkins volume, reaching up to 2.7 million new
students at as many as 2,700 additional postsecondary education institutions. Instead of being
serviced by the colleges, the loans would be serviced by the Department of Education along with
other federal loans. The loans would have the same low 5 percent interest rate and allowed |oan
amounts (both undergraduate and graduate) as in the current Perkins program. To make the loans
available to more students and help finance the expanded Pell Grant, interest on the loans would
accrue while students are in school. Overall, this proposal will save $3.2 billion over five years.

A State-Federal Partnership to Improve College Completion

State and local governments provide the bulk of the operating funds for the public colleges
attended by 76 percent of undergraduate students. But thereislittle national focus on increasing
college completion.

The budget would include a five-year, mandatory $2.5 billion fund to build a federa -state-local
partnership aimed at improving college success and completion, particularly for students from

A NEW ERA OF RESPONS BILITY: RENEWING AMERICA' SPROMISE



disadvantaged backgrounds. States would have considerable flexibility in the types of programs
that can be funded, but new programs must include a rigorous research component. This effort
will expand the knowledge base about what works in increasing college enrollment and
graduation and disseminate these best practices. States would be able to use a portion of the
funds to continue college outreach and information activities now supported through subsidiesin
the guaranteed (FFEL) loan program.

Keeping Tuition Under Control

While the federal government intends to substantially increase the aid available to needy students
and families, colleges and universities have aresponsibility to control their own costs. Under the
current distribution formulafor Perkins Loans and other campus-based aid, the more that a
college increases tuition, the more money the college stands to receive from the federal
government. This sends precisely the wrong message to institutions. Under the reformed
Perkins program, the formula for distributing loan funds to institutions would reward institutions
for providing more need-based aid and more reasonabl e costs relative to comparable institutions.

A Simpler Application Process

The current Free Application for Federal Student Aid (FAFSA) islonger and more involved than
many federal tax returns, and research shows it may be a reason why some students do not apply
for college. The Administration proposes to streamline the financial aid process so that students
can determine their eligibility well in advance. One possible approach is to enable families to
apply by simply by checking a box on their tax form, authorizing their tax information to be used
in calculating their eligibility for aid.

A NEW ERA OF RESPONS BILITY: RENEWING AMERICA' SPROMISE
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Harassment and Discrimination 4640

DRAFT 3/4/09

Members of a college community, including students, faculty, staff and visitors, must be
able to study and work in an atmosphere of mutual respect and trust. Foothill-De Anza
Community College District is actively committed to creating and maintaining an
environment which respects the dignity of individuals and groups. The Board of Trustees
supports an educational and employment environment where diverse cultures, abilities
and needs are respected and where diversity offers opportunities for learning and for
personal and professional fulfillment. The District is committed to providing an
educational and employment environment free of unlawful harassment and
discrimination. Faculty, staff and students must be assured that the District will take
action to prevent misconduct.

Accordingly, the Board adopts the following:

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

Harassment

Harassment based on ethnic group identification, race, religious—ereed; religion, color,
national origin, ancestry, physical disability, mental disability, medical condition, marital
status, sex or gender, age, sexual orientation er-gender-identity-of-apersen, or any other
legally protected status, or harassment based on the perception that a person has one or
more of these statuses or associates with a person or persons perceived as having one or
more of these statuses, constitutes unlawful harassment and violates District policy.

Unlawful harassment comes in many forms and may include but is not limited to the
conduct described below:

Verbal: Inappropriate or offensive remarks, slurs, jokes or innuendoes based on a
person’s race, gender, sexual orientation, or other legally protected status. This
may include, but is not limited to, inappropriate comments regarding an individual’s
body, physical appearance, attire, sexual prowess, marital status, or sexual
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orientation; unwelcome flirting, whistling, or propositions; demands for sexual
favors; verbal abuse, threats or intimidation.

Physical: Inappropriate or offensive touching, assault, or physical interference with
free movement. This may include, but is not limited to, kissing, patting, lingering
or intimate touches, grabbing, pinching, unnecessarily brushing against or blocking
another person, or sexual gestures. It also includes any physical assault or
intimidation directed at an individual due to that person’s race, gender, sexual
orientation, or other legally protected status. It may also include leering and
staring.

Visual or Written: The display or circulation of visual or written material that
degrades an individual or groups based on race, gender, sexual orientation, or other
legally protected status. This may include, but is not limited to, posters, cartoons,
drawing, graffiti, reading materials, computer graphics, or electronic media
transmissions.

Environmental: A hostile academic or work environment exists where it is
permeated by innuendo or insults or abusive comments directed at an individual or
group based on race, gender, sexual orientation, or other legally protected status.
An environment may in some circumstances also be hostile toward anyone who
merely witnesses unlawful harassment in his or her immediate surroundings,
although the conduct is directed at others.

For an unlawful harassment or hostile environment claim to be valid, in general the
conduct must be sufficiently severe or pervasive so as to alter the conditions of the
employment or educational environment. Subjective perception alone is insufficient
evidence for a claim to be valid; an objective appraisal must be considered as well. The
conduct shall be evaluated from the objective viewpoint of a reasonable person facing the
same conditions.

Sexual Harassment

As noted throughout the preceding section of this policy, sexual harassment may be
verbal, visual, written, physical or environmental and, as such, is a form of unlawful
harassment.

Sexual harassment consists of unwelcome sexual advances, requests for sexual favors,
and other conduct of a sexual nature when submission to the conduct is explicitly or
implicitly made a term or condition of an individual's employment or academic status or
progress.

“Quid pro quo” harassment occurs when submission to, or rejection of, the conduct by
the individual is used as the basis of employment or academic decisions affecting the
individual.
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“Hostile environment” harassment occurs when the conduct has the purpose or effect of
having a negative impact upon the individual’s work or academic performance, or of
creating an intimidating, hostile or offensive work or educational environment.

Retaliation

The District seeks to foster an environment in which all employees and students feel free
to report incidents of harassment or discrimination without fear of retaliation or reprisal.
Therefore, the District also strictly prohibits retaliation against any individual for filing a
complaint of harassment or discrimination or for participating in an investigation of such
complaints. Such conduct is illegal and constitutes a violation of this policy. All
allegations of retaliation will be investigated. Any individual found to have violated this
policy will be subject to disciplinary sanctions, up to and including termination of
employment or expulsion in accordance with applicable contractual, procedural and
statutory requirements.

Academic Freedom

While the Board recognizes that academic freedom does not allow harassment or any
other form of unlawful discrimination, the Board reaffirms its commitment to academic
freedom as established in Board Policy on Academic Freedom (4190). The lecture,
content and discourse (including rhetorical strategies) that are an integral part of the
course or which serve a legitimate pedagogical purpose shall in no event constitute
harassment or other forms of unlawful discrimination. In cases involving questions of
academic freedom, the District shall consult with the Academic Senates whenever
possible or with other appropriate faculty representatives as needed, consistent with
Administrative Procedures 4640.

Complaints

Appropriate action shall be taken immediately against individuals determined to be in
violation of this policy. Any individual who believes that he or she has been a victim of
harassment or discrimination or retaliation in violation of this policy may file a complaint

fnetden&s} in accordance w1th€alrfen%a—@ed%ei;Regtd&Hen—'Pﬁl%—Seeﬁensé9%99ﬁ

seg—and the District’s Procedures regarding investigation and resolution of complaints
regarding harassment and discrimination.

The District has developed procedures to address complaints of discrimination,

harassment and retaliation. Complalnts ﬁﬂled—by—an—emﬁ}%ﬁe%ef—ﬂ%fsmet—&gams{

F%f%r—lﬁ%d—a-ﬁé are handled pursuant to the Dlstrlct S %dmm&s&aﬂ%&%llfeeedﬁfes—
Investigation—andResolution—of Procedures to Resolve Complaints Regarding

Harassment and Discrimination.”
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Complaints filed by students or employees regarding harassment or discrimination by
third parties who are not themselves students or employees in the District shall be
investigated. Additionally, the District shall forward written notice to the responsible
party with a request for an investigation of the incident(s) and a report of the findings to
be sent to the District.

Copies of the District's “Administrative Procedures: Investigation and Resolution of
Complaints Regarding Harassment and Discrimination” “Precedures-to-Reselve-Stadent
Complaints-ef Harassment-and Diserimination;” and the District's Unlawful Harassment
and Discrimination Complaint forms are available in the District Human Resources
Office, the District Chancellor's Office, the President's Office at each campus, the Office
of the Vice President for Student Services (De Anza), and the Office of the Vice
President of Student Development and Instruction (Foothill).

Reference:

Education Code §§ 212.5; 44100; 66281.5

Title IX, Education Amendments of 1972

Title 5, §§ 59320 et seq.

Title VII of the Civil Rights Act of 1964, 42 U.S.C.A. § 2000E
Board Policy 4190

Approved 5/3/82
Amended 11/15/93, 5/1/95, 12/12/05
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| FOOTHILL-DE ANZA COMMUNITY COLLEGE DISTRICT

Administrative Procedures: Investigation and Resolution of
Complaints Regarding Harassment and Discrimination
(Pursuant to California Code of Regulations, Title 5, Sections 59300 et seq.)

INTRODUCTION AND SCOPE

Members of a college community - students, faculty, staff and visitors - must be able to study and
work in an atmosphere of mutual respect and trust. Foothill-De Anza Community College
District is actively committed to creating and maintaining an environment which respects the
dignity of individuals and groups.

The goal of the Foothill-De Anza Community College District is to have a process that is
sensitive to both the needs of students, staff and individuals who interact with the college
community, and the rights of those against whom allegations have been made.

The policy of the Foothill-De Anza Community College District is to provide an educational and
employment environment in which no person shall be unlawfully subjected to harassment or
discrimination in whole or in part on the basis of ethnic group identification, race, religious

eligion, color, national origin, ancestry, physical disability, mental disability, medical
coIdition, marital status, sex_or gender, age, sexual orientation; gender—identify—or any other
legally protected status, or on the basis of these perceived characteristics or based on association
with a person or group with one or more of these actual or perceived characteristics, or be
unlawfully denied full and equal access to or the benefits of, any program or activity that is
administered by, funded directly by, or that receives any financial assistance from the State
Chancellor or Board of Governors of the California Community Colleges.

The procedures outlined below govern the process of complaints filed by an employee of the
District against another employee, or a student against an employee of the District. If the
complainant is a student and the respondent is also a student, such complaints shall be referred
and handled pursuant to the District’s Procedures to Resolve Student-To-Student Complaints of
Sexual Harassment and Discrimination. Employees who believe they are being harassed by
students should refer to the appropriate college regulations on disruptive students. Complaints by
students or employees regarding harassment or discrimination by third parties who are not
themselves students or employees in the District shall be forwarded to the responsible party with
a written request for 1) an investigation of the incident(s) giving rise to the complaint, and 2) a
report of the findings to be sent to the District.

L HARASSMENT POLICY
The Foothill-De Anza Community College District provides a working and learning environment

free of unlawful harassment and discrimination. The comprehensive District policy for
Harassment and Discrimination is contained in District Board Policy 4640.
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IL. EMPLOYEE AND STUDENT NOTIFICATION, TRAINING AND EDUCATION

Thle District provides training and/or information to employees and students on the District’s
harassment and discrimination policy and procedures. Faculty, administrators and classified staff
receive a copy of the District’s written policy on harassment and discrimination at the beginning
of each academic year.

Each new District employee is required to sign a form acknowledging receipt of the policy and
prc}cedures; The District shall offer training to all staff annually. Because of their special
responsibilities under the law, District administrators and supervisors are required to participate
in mandatory training within 6 months of employment and thereafter once every two years. Such
training shall include information and practical guidance regarding the federal and state statutory
provisions concerning the prohibition against and the prevention and correction of harassment,
discrimination and retaliation.

District employees involved in any aspect of investigating or resolving a complaint of harassment
or discrimination receive training in the handling of such complaints in advance of their service
in such capacity.

A training program or informational service is available to all students at least once annually.
The student training or informational service includes an explanation of the policy, how it works,
and how to file a complaint. In addition, a copy of the District’s written policy on harassment and
discrimination as it pertains to students, is provided as part of any orientation program conducted
for new students.

I1I. RETALIATION

It is unlawful for anyone to retaliate against someone who files a harassment or discrimination
complaint, who refers a matter for investigation of a complaint, who participates in an
investigation of a complaint, who represents or serves as an advocate for an alleged victim or
alleged offender, or who otherwise furthers the principles of the District harassment and
discrimination policy.

Iv. ACADEMIC FREEDOM

The Foothill-De Anza Community College District Board of Trustees reaffirms its commitment
to academic freedom, and recognizes that academic freedom does not allow harassment or any
other form of unlawful discrimination. The lecture, content, and discourse that are an integral part
of the course content and discourse (including rhetorical strategies) shall in no event constitute
harassment or discrimination. It is recognized that an essential function of education is a probing
of opinions and an exploration of ideas that may unsettle some students. The Foothill-De Anza
Community College District values the faculty’s right to teach and the student’s right to learn.
Finally, nothing in these policies and procedures shall be interpreted to prohibit bona fide
academic requirements for a specific community college program, course or activity. In cases
involving questions of academic freedom the District shall consult with the Academic Senates
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whenever possible or with other appropriate faculty representatives as needed.
V. DEFINITIONS
Definitions applicable to nondiscrimination policies are as follows:

1. Appeal: A request by a complainant made in writing to the District Board of Trustees
pursuant to Section 59338 of the California Code of Regulations, Title 5, and/or for cases
not involving employment discrimination, to the State Chancellor’s Office pursuant to
Section 59339 to review the administrative determination of the District regarding a
complaint of harassment or discrimination.

2_.|_2.—Campus Coordinator: The designated campus administrator responsible for
implementing the harassment and discrimination policy and procedures and for resolving
'| informal complaints on each campus. '

3. { Central Services Coordinator: The designated Central Services administrator responsible
for implementing the harassment and discrimination policy and procedures, and for resolving
informal complaints at Central Services.

34] Complaint: A written and signed statement meeting the requirements of Section 59328 of
Title 5, California Code of Regulation which alleges unlawful harassment or discrimination.

4:). Complainant(s): An individual or group of individuals who believe that he/she/they have
been victim of harassment or discrimination.

§§I Days: Calendar days, unless otherwise specified.

Zél Determination Panel: This group, composed of the Vice Chancellor of Human Resources,
and the two college Presidents or persons appointed by any of them as designees, is
responsible for determining the findings of a formal investigation and recommending
appropriate action. Every effort is made to incorporate broad representation on the
Determination Panel.

8. | District OfficerGoerdinater: The person responsible for coordinating the formal
investigation of all harassment and discrimination complaints filed by or against a faculty,
| staff or administrative employee, and for overseeing informal resolution processes.

9. | Gender: means sex, and includes a person’s gender identity and gender related appearance
and behavior whether or not stereotypically associated with the person’s assigned sex at birth.

$:10. Mental disability: includes but is not limited to, all of the following:
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a. f9-Having any mental or psychological disorder or condition such as mental retardation,
organic brain syndrome, emotional or mental illness, or specific learning disabilityies
that limits a major life activity.

b. &)-Any other mental or psychological disorder or condition not described in paragraph
(1) that requires specialized supportive services.

¢. 3)-Having a record or history of a mental or psychological disorder or condition
described in paragraph (1) or (2) which is known to the District.

d. ¢9-Being regarded or treated by the District as having, or having had, any mental
condition that makes achievement of a major life activity difficult.

€. (5)-Being regarded or treated by the District as having or having had, a mental or
psychological disorder or condition that has no present disabling effect, but that may
become a mental disability as described in paragraph (1) or (2).

“Mental disability” does not include sexual behavior disorders, compulsive gambling,
kleptomania, pyromania, or psychoactive substance use disorders resulting from the current

unlawful use of controlled substances or other drugs.
}0*11. Physical Disability: includes, but is not limited to, all of the following:

| a. {H-Having any physiological disease, disorder, condition, cosmetic disfigurement, or
anatomical loss that does both of the following: a) affects one or more of the following
body systems: neurological, immunological, musculoskeletal, special sense organs,
respiratory, including speech organs, cardiovascular, reproductive, digestive,
genitourinary, hemic and lymphatic, skin and endocrine;;_and b) limits a major life
activity.

b. _2)-Any other health impairment not described in paragraph (1) that requires specialized
supportive services.

¢. _)Having a record or history of a disease, disorder, condition, cosmetic disfigurement,-
anatomical loss, or health impairment described in paragraph (1) or (2) which is known
to the District. _

d. ¢4-Being regarded or treated by the District as having, or having had, any physical
condition that makes achievement of a major life activity difficult.

a¢. (5)-Being regarded or treated by the District as having, or having had, a disease, disorder,
condition, cosmetic disfigurement, anatomical loss, or health impairment that has no
present disabling effect but may become a physical disability as described in paragraph

(1) or (2).

€6)-“Physical disability” does not include sexual behavior disorders, compulsive gambling,
kleptomania, pyromania, or psychoactive substance use disorders resulting from the current
unlawful use of controlled substances or other drugs.

-1-0412. Representative: A person selected by the complainant or the respondent to advise
them in this process. A representative may be a union representative, colleague, legal counsel
or another individual selected by the party.
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H43. 12——Respondent(s): An individual or group of individuals against whom a claim
of harassment or discrimination is made.

42414.  Sex: includes, but is not limited to, pregnancy, childbirth or medical conditions related
to pregnancy or childbirth. “Sex” also includes, but is not limited to, a person’s gender, as
defined above (see #9). Discrimination on the basis of sex or gender also includes sexual
harassment.

-1—3415. Sexual harassment: A form of sex discrimination that includes unwelcome sexual
advances, requests for sexual favors, and other verbal, visual, or physical conduct of a sexual
nature, made by someone from or in the workplace or in the educational setting, and includes
but is not limited to:

e Making unsolicited written, verbal, physical, and/or visual contacts with sexual overtones.
(Examples of sexual harassment which appear in a written form include, but are not
limited to: suggestive or obscene letters, notes, invitations. Examples of verbal sexual
harassment include, but are not limited to: derogatory comments, slurs, jokes, or epithets.
Examples of physical sexual harassment include, but are not limited to: assault,
unwelcome touching, impeding or blocking movements. Examples of visual sexual
harassment include, but are not limited to: leering, gestures, displays of sexually
aggressive objects or pictures, cartoons, or posters).

| ¢ Continuing to express sexual interest after being informed that the interest is unwelcome.

e Making reprisals, threats of reprisal, or implied threats of reprisal following rebuff of
harassing behavior. The following are examples of this type of sexual harassment within
the learning place: implying or actually withholding grades eamed or deserved;
suggesting a poor performance evaluation will be prepared; or suggesting a scholarship
recommendation or college application will be denied.

¢ Engaging in explicit or implicit coercive sexual behavior within the work environment
which is used to control, influence, or affect an employee’s career, salary, and/or work
environment.

e Engaging in explicit or implicit coercive sexual behavior within the educational
environment that is used to control, influence, or affect a student’s educational
opportunities, grades, and/or learning environment.

e Offering favors or educational or employment benefits, such as grades or promotions,
favorable performance evaluations, favorable assignments, favorable duties or shifts,
recommendations, reclassifications, etc., in exchange for sexual favors.

e Awarding educational or employment benefits, such as grades or duties or shifts,
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recommendation, reclassification, etc., to any student or employee with whom the
decision-maker has a sexual relationship and denying such benefits to other students or
employees.

14. Sexual Orientation: Heterosexuality, homosexuality, or bisexuality.

15. Working Days: The days that the District Office is open for customary business.

VL RESPONSIBLE DISTRICT OFFICER

The Vice Chancellor of Human Resources and Equal Opportunity is the District eOfficer
responsible for the administration and implementation of these policies and procedures. The Vice
Chancellor may be contacted at (650) 949-6210, Foothill-De Anza Community College District,
12345 El Monte Road, Los Altos Hills, CA 94022.

VII. COMPLAINT PROCEDURES

In accordance with Board policy prohibiting unlawful harassment and discrimination the purpose
of these procedures is to provide both an informal and a formal process for the filing and
investigation of complaints, to prohibit retaliation against victims of discrimination, and to work
toward its prevention.

An individual who believes that he/she has been unlawfully harassed or discriminated against in
any program or activity that is funded directly by, or that receives any financial assistance from
the State Chancellor or Board of Governors of the California Community Colleges, may file a
cofnplaint with a Campus or Bistriet-Central Services Coordinator or with the Vice Chancellor of
Human Resources and Equal Opportunity.

A. How To File A Complaint

The District encourages its employees and students to contact the appropriate Campus
Coordinator prior to filing a formal complaint or to obtain assistance in determining whether or
not an individual has been or is a victim of harassment or discrimination. The designated
Campus Coordinator for Foothill College is the Dean of Student Affairs and Activities, 12345 El
Monte Road, Los Altos Hills, CA 94022, (650) 949-7241; the designated Campus Coordinator
for De Anza College is the Dean of Student Development and EOPS, 21250 Stevens Creek
Boulevard, Cupertino, CA 95014, (408) 864-8828; for Central Services, please call the Office of
Human Resources and Equal Opportunity (650) 949-6210.

For formal complaints, completed and signed Unlawful Harassment and Discrimination
Complaint forms are to be mailed or taken to the Human Resources Office, to the attention of the
Vice Chancellor of Human Resources and Equal Opportunity, Foothill-De Anza Community
College District, 12345 El Monte Road, Los Altos Hills, CA 94022.
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A copy of these procedures, and the District's Unlawful Discrimination Complaint forms, are
available in the District Human Resources Office, the Office of the Dean of Student
Development and EOPS (De Anza), the Office of the Dean of Student Affairs and Activities
(Foothill), and the Office of the Vice President for Student Services (De Anza). Complaint
procedures and forms are also available online and can be accessed via the District’s Web site at

http://hr.thda.edu/diversity/policies.

B. Informal Complaint Procedure

The purpose of the informal complaint procedure is to allow individuals who believe that they
have been harassed or discriminated against to resolve the issue through a mediation process
rather than a more formal procedure. If informal resolution of the concern is possible, it is not
necessary to pursue a formal complaint.

a:ll._A person who alleges that he or she has personally suffered harassment or discrimination, or
would like assistance in determining whether or not he or she has been or is a victim of
harassment or d1scr1m1nat10n should be referred to the des1gnated Campus or Central
Services Coordinator at—e 335 ¥ ptact—th d
discuss his or her concerns.

2.| The Campus or Bistriet—Central Services Coordinator shall meet with the concerned
individual to:

a.  Undertake efforts to informally resolve the complaint;

b.  Give the complainant a copy of the District policy and procedure concerning such
unlawful harassment and discrimination and inform the complainant of his or her
rights under any relevant complaint procedure, policy or collective bargaining
procedure.

¢.  Advise the complainant that he or she need not participate in informal resolution;

d.  Notify the person bringing the charges of his or her right to file a formal complaint and
explain the procedure for doing so;

e. Assure the complainant that he or she will not be required to confront or work out
problems with the person accused of unlawful discrimination;

f. Advise the complainant of legal protection against retaliation for filing a complaint of
unlawful discrimination or harassment.

a. Advise the complainant that he/she may file a complaint with the following where the
complaint is within the jurisdiction of these agencies:

Nevember 10,1993 November, 2008 7
RevisedJuly;2002

UpdatedJanuary-2004

Revised-Oectober2006

Revised 2008




| AP 4640 November 2008 Draft Revision

a. If non-employment related, with the Office for Civil Rights/San Francisco, U.S.
Department of Education, in accordance with procedures available via the
website at www.de.gov/ocr,

b. If employment related, with: 1) the Department of Fair Employment and
Housing (DFEH), in accordance with procedures available via the website at
www.dfeh.ca.gov; and/or 2) the U.S. Equal Employment Opportunity

Commission (EEOC), in accordance w1th procedures available via the website

3. | The Campus or Central Services Coordinator shall advise eBach party (the complainant and
respondent) shall-be-adwvised-that each may be accompanied by a representative throughout
the informal process.

4. If the parties agree to a proposed resolution that does not include disciplinary action, the
resolution shall be implemented and the informal process shall be concluded. At any time
during the informal process, the complainant may initiate a formal complaint by completing
and signing the District’s Unlawful Harassment and Discrimination Complaint form or an
approved form obtained from the California State Chancellor’s Office.

5. Efforts at informal resolution may continue after the filing of a formal written complaint, but
after a complaint is filed an investigation is required to be conducted pursuant to Section
59334 of Title 5, California Code of Regulations, and will be completed unless the matter is
informally resolved and the complainant dismisses the complaint. Any efforts at informal
resolution after the filing of a written complaint will not exceed the 90-day period for
rendering the administrative determination pursuant to Title 5, section 59336.

C. Formal Complaint Procedure

A formal written complaint of unlawful harassment or discrimination should be filed on the
District’s Unlawful Harassment and Discrimination Complaint form. The District’s complaint
form can be obtained from the District Web site at http:/hr.fhda.edu/diversity/policies. An
approved complamt form can also be obtamed from the State Chancellor s Web site as follows:

pation/d mination-htm: www.cccco.edu and

then chck to Svstem Ofﬁce/D1v151ons/Le,<za1 Affalrs
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The completed form will be filed with the Vice Chancellor of Human Resources and Equal
Opportunity or designee.

On the Complaint form, the complainant shall describe in detail the alleged harassment or
discrimination and the action the complainant requests to resolve the matter. The complaint must
be signed and dated and shall contain at least the name(s) of the individual(s) involved, the
approximate date(s) of the event(s) at issue and a description of the actions constituting the
alleged harassment or discrimination.

| D. Criteria for a Formal Complaint

When a formal written complaint is filed, an investigation will be initiated if the complaint meets
the following requirements:

a. The complaint alleges unlawful harassment or discrimination prohibited under
Section 59300 of Title 5, California Code of Regulations;

b. The complaint is filed by someone who alleges that he or she has personally suffered
unlawful harassment or discrimination, or by someone who has learned of such unlawful
harassment or discrimination in his or her official capacity as a District employee;

C. In any complaint not involving employment (i.e., student vs. employee), the

complaint is filed within one year of the date of the alleged unlawful discrimination or within
one year of the date on which the complainant knew or should have known of the facts
underlying the allegation of unlawful discrimination; and

d. In any complaint involving employment (i.e., employee vs. employee), the complaint
is filed within 180 days (six months) of the date of the alleged unlawful harassment or
discrimination occurred, except that this period will be extended by no more than 90 days
following the expiration of that 180 days if the complainant first obtained knowledge of the
facts of the alleged violation after the expiration of 180 days.

E. Defective Complaints

The District will notify the complainant and the Chancellor of a dBefective complaints will-be
retprned-to-the-complainant-within three (3) working days of receipt by the District Officer (Vice
Chancellor of Human Resources or her/his designee) that the complaint does not meet the criteria
for] a formal complalnt w1th an—eemplete explanatlon ef—why—aa—mes&ga&eﬂ—eeuld—net—be
inifia de See

complalnt is defectlve

G. Complaints Filed with DFEH or EEOC
The District shall forward a copy of any filings by a complainant with the DFEH or the EEOC to
thq State Chancellor’s Office for a determination of whether the issues presented require an

independent investigation of the matter under these procedures.
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VIII. INVESTIGATION UPON FILING A FORMAL WRITTEN COMPLAINT

Orice a complaint is pat-submitted im-writing-on the required form(s) and in accordance with the
criferia_prescribed above, and is signed by the complainant, the complaint is considered to be
formal and the formal complaint procedures will be followed.

. .
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judisdiction-of these-ageneies: (MOVED)

A. Notice to the Complainant

Orice a formal complaint is properly filed as described above, the District shall:

b. Notify the complainant that the complaint has been received.

c. Provide the complainant with a copy of the District policy and procedure concerning
unlawful harassment and discrimination and inform the complainant of her/his rights
under any relevant complaint procedure, policy or collective bargaining agreement.

d. Advise the complainant of his/her right of legal protection against retaliation for filing
a complaint of unlawful harassment or discrimination.

e. Advise the complainant of both the limits and obligations of confidentiality and

anonymity within the constraints of the investigative process.

f.__Advise the complainant that he/she may file a ﬂeﬂ-empleymeﬂt—b&sed-complamt with

the following where the complaint is within the jurisdiction of these agencies:

a. If non-employment related, with the Office for Civil Rights/San Francisco,-ef
the U.S. Department of Education{OER), 56-United NationPlaza:Room239;
San—FHraneiseo—CA—94102in _accordance with procedures available via the

website at WWw. de.gov/ocrs—where-such—a—complaintis—within—that-ageney’s
b. Lif employment— related, with: 1) the~ Department of Fair Employment and
Housmg (DFER), 30-VanNess-AvenuerSuite-300,-SanFraneisco;-CA-94102.
in accordance with procedures available via the website at www.dfeh.ca.gov;
and/or 2) the U.S. Equal Employment Opportunity Commission (EEOC), 96+
Market—Street—Suite—500;—San—Franeiseo;—CA—94403in _accordance with

procedures avallable via the Webs1te at WWw.eeoc. govs-where-the-eomplaintis

Z‘h

Ndtice to the complainant shall occur as soon as possible and appropriate within the

Cir:

cumstances, normally within five (5) working days.

B. Notice to Respondent

the

Once a formal compiaint is properly filed in-aceordance-with-the-regulationsas described above,

District shall:

Notify the respondent(s)_that a complaint has been filed.

b Provide the respondent(s) with a -shall-be-advised-of that-filing-and-shall-beforwarded
a-copy of the complaint and a copy of the District policy and procedure concerning
unlawful harassment and discrimination.these-procedures:

e:c. Advise the respondent that an assessment of the accuracy of the allegations has not yet
been made.

d. Advise the respondent that the complaint will be investigated and that s/he will be
provided an opportunity to present her/his side of the matter and respond to each
allegation.
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e. Advise the respondent that s/he has the right to have a representative present during the
investigation.

f. Advise the respondent that any conduct that could be viewed as retaliatory against the
complainant or any witnesses must be avoided.

g Advise the respondent of both the limits and obligations of confidentiality and
anonymity within the constraints of the investigation.

Natice to the respondent shall occur as soon as possible and appropriate within the

c1r.,umstances normally w1thln ﬁve (5) workmg days flilﬁs—shall-eeear—as—seen—as—pess*ble—aﬂd

_must—be-weideé MOVED
C. Investisation Process

Within three (3) working days upon receipt of a complaint filed in accordance with the
regulations, the Vice Chancellor of Human Resources and Equal Opportunity shall assign the
actual investigation of complaints to other staff or to outside persons or organizations under
contract with the District, and shall forward a copy of the complaint to the State Chancellor's
Office. Similarly, when the State Chancellor's Office receives a complaint filed in accordance
wifh the regulations, a copy will be forwarded to the District.

The investigator shall, within ten (10) working days of the complainant's referral to the formal
process, give the complainant an opportunity to meet with the investigator to review the nature of
the complaint and identify the scope and nature of the investigation. If the complainant fails to
meet with the investigator within a reasonable time (usually 15 working days), the District will
continue the investigation to the best of its abilities based on the written formal complaint.

Within ten (10) working days of meeting with the complainant, or 15 days as noted above, the
investigator shall give the respondent an opportunity to meet with the investigator to receive the
respondent’s answer to the complaint and to review with the respondent the scope and nature of
the investigation. If the respondent fails to meet with the investigator within a reasonable time,
(usually 15 working days), the District will continue the investigation to the best of its abilities.

The investigator shall complete a full impartial fact-finding investigation. Parties may identify
witnesses and may present documents in support of their positions. The parties may present
written and oral evidence. The proceedings may be recorded on audio tape or such other method
(such as stenographic record) as mutually agreed upon by the formal process investigator-and the
interviewee.
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The investigator will review all credible factual information presented and incorporate such
information into the investigative report. Confidentiality will be maintained to the extent
possible.

Once the investigation is complete, the investigator will-meet-withcontact the complainant and
respondent separately to give an overview of the steps taken during the investigation and to
request additional information. Complainant and respondent will also be asked for the names of
any others the investigator should speak with or if there is any thing else he/she would like for the
investigator to review before finalizing the report.

T}ft results of the investigation shall be set forth in a written report and presented to the District
Officer who shall present the report to the Determination Panel. The report shall include the
following: '

a. adescription of the circumstances giving rise to the complaint;

b. a summary of the information provided by each witness, including the complainant, the
| respondent and any witnesses identified by the complainant and respondent:;

c. an analysis of any relevant data or other evidence collected during the course of the
investigation;_and

d. any other information deemed appropriate.

If disciplinary action is recommended, appropriate contractual and statutory processes shall be
invoked. If the Determination Panel finds there is no evidence to sustain the allegations, the
record shall be kept confidential except to the extent that disclosure may be required by law.

XII ADMINISTRATIVE DETERMINATION

A. The Determination Panel

After completion of the investigation, the-investigator-shall-meet-with-the "Determination Panel"
whieh-shall berespensible-forreviewing the investigative report, and makeing a specific finding

as to whether there is probable cause to believe that harassment or discrimination occurred with
redpect to each allegation in the complaint, and recommending to the administration appropriate
Nevember10:1993Novembet, 2008 13

RevisedJubz2002
Dpdated-January-2004
Revised-Oectober2006
Revised-2008




I AP 4640 November 2008 Draft Revision

discipline, if any. The Panel, at its discretion, may invite the investigator to meet with the Panel,

to

present information considered as part of the investigation report and to answer questions prior

to making its determination.

The Panel's findings shall take into consideration the severity of the conduct, the pervasiveness of
thg conduct, the pertinent background, and other relevant District policies. Upon conclusion of

its

consideration of the information presented, the Panel shall prepare a report of its findings. The

Panel’s report, at a minimum, shall include the decision of the Panel as to whether there is
prgbable cause to believe harassment or discrimination occurred with respect to each allegation

in

the complaint, and recommended actions to be taken, if any, fo prevent similar problems from

ocgurring in the future and to resolve the complaint.

B. Notice to the Chancellor’s Office, Complainant and Respondent

In

any case not involving employment discrimination, wWithin ninety (90) days of receiving a

complaint of unlawful harassment or discrimination filed under Title 5, Sections 59300 et seq.,
the District will complete its investigation and forward a copy of the investigative report to the
Std,te Chancellor, a copy or summary of the report to the complainant-and-respendent, and written
notice setting forth all the following to both the complainant and the Chancellor:

In

1.  The decision of the Determination Panel as to whether there is probable cause to
believe harassment or discrimination occurred with respect to each allegation in the
complaint;

2. A description of actions taken, if any, to prevent similar problems from occurring in
the future;

3. The proposed resolution of the complaint; and

4, The complainant’s right to appeal to the District Board of Trustees and to the State
Chancellor of the California Community Colleges.

any case involving employment discrimination, within 90 days of receiving a complaint, the

Di

ttrict shall complete ifs investigation and forward a copy or summary of the report to the

complainant, and written notice setting forth all the following to the complainant:

1. the decision of the Determination Panel as to whether there is probably cause to believe

discrimination occurred with respect to each allegation in the complaint;

A.  a description of actions taken, if any, to prevent similar problems from occurring in the

future;

3. the proposed resolution of the complaint; and

4. the complainant’s right to appeal to the District Board of Trustees and to file a complaint
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| with the Department of Fair Employment and Housing,

IX. CONFIDENTIALITY

Investigative processes can best be conducted within a confidential climate. Therefore, the
District does not reveal information about such matters except as necessary to fulfill its legal
obligations and requirements.

[hia T b 2 =k Yatne ha O3 nan a =¥ DG a O Q Q ation 8 =
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£ arassment-or-discrimination-com (MOVED) Ifthe complamant requests that h1s
or her name not be revealed, the D1str1ct shall explain that the process of investigation and
de ermination is_considered by the District to be a confidential process, to the extent allowed by
but that it cannot guarantee the anonymity of the complainant. The inability to reveal the
name of a complainant or facts that are likely to reveal the identity of the complainant can
seyerely limit the ability of the District to respond. Cempleinants—must-also—recognize-that
Ppersons whe-are-accused of wrongdoing have a right to present thelr s1de of the matters and the
Di ,tr1ct may be requlred to reveal the complalnant S name or
the-B
dlsclose the comnlamant s 1dent1ty ef—the—eempl-&maatas part of the 1nvest1gat1ve process. The
District shall further inform the complainant of its obligation to investigate a complaint once it is
formally notified of the complaint.

Complainants and witnesses must understand the possibility that they may be charged with
allegations of defamation if they circulate the charges outside of the District’s process. In
general, persons who are participating in a District investigative or disciplinary process that is
related to a charge of discrimination are protected from tort claims such as defamation.
However, persons who make allegations outside of these processes or who discuss their claims
with persons outside of the process may expose themselves to tort charges.

Respondents have the obligation to preserve confidentiality but also the right to gather evidence
from others who may have first-hand knowledge of circumstances and events related to the
conplaint.

In |any case, complainant, witnesses and respondents shall not interfere with the District’s
obligation to conduct an investigation.

X. RIGHT TO PRIVACY

If an employee is dismissed as a result of an unlawful harassment or discrimination charge,
Education Code Section 87740 requires that confidentiality be maintained as to the dismissal and
the reasons therefore. . In addition, an individual’s right to privacy is not only protected by the
laws of the state, but is deemed an inalienable right under Article I, Section 1 of the California
Constitution. In a disciplinary action for a sexual assault/physical abuse charge, Education Code
Section 76234 provides that the victim shall be informed of the results of the disciplinary action,
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but further states that the victim shall keep that information confidential

4 APMBENISTRA NE-DEFERMINA Ay !B:!OVED!

XII[. COMPLAINANT RIGHTS TO APPEAL

Complainants may appeal the results of the District’s administrative determination. When the
administrative determination and a copy of the investigative report or summary is mailed to the
complainant, the District will notify the complainant of his or her appeal rights as follows:

A. First ILevel of aAppeal:

The complainant has the right to file an appeal with the District’s Board of Trustees within 15
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dais from the date of notice of the administrative determination. Complainants must submit all
appeals in writing.

The Board of Trustees will review the original complaint, the investigative report, the
administrative determination, and the appeal. The Board of Trustees will either:

(a)| ssuelssue a final District decision in the matter within forty-five (45) days after receiving
the appeal; or

(b] eleetElect to take no action within 45 days, in which case the original decision in the
administrative determination will be deemed to be affirmed and shall become the final
District decision in the matter.

In [any case not involving employment discrimination, the District shall forward A to the
complainant and the State Chancellor a copy of the final decision rendered by the District Board
of |Trustees, which shall include the complalnant S rlght to appeal the Board’s decision to the
Stgte Chancellor. be arded-to-the-complainant-and ate-Chan s-Offiee

In hny case involving employment discrimination, the District shall forward to the complainant a
copy of the final decision rendered by the District Board of Trustees, which shall include the

coﬂnplainant’s right to file a complaint with the Department of Fair Employment and Housing
jDEEH).

B. Second lLevel of aAppeal:

In pny case not involving employment discrimination, tFhe complainant has the right to file an
appeal with the Cahforma Commumty College Chancellor’s Office in—any-ease-not-invelving
within 30 days from the date that the District Board of
Trustees issues the final District decision or permits the administrative determination to become
1 by taking no action within 45 days, or date of notice of the Board’s decision in either of
thgse cases, whichever is later. The appeal must be accompanied by a copy of the decision of the
Board or evidence showing the date on which the complainant filed an appeal with the Board,
and a statement under penalty of perjury that no response was received from the Board within 45
days from that date.

In any case involving employment discrimination, the complainant may, at any time before or
after the final District decision is rendered, file a complaint with the Department of Fair
Employment and Housmg (DFEH) where the complamt is w1thm the Junsdlctlon of that agency
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Co|mp1ainants must submit all appeals in writing.

C. Notice to the State Chancellor

In hny case not involving employment discrimination, within 150 days of receiving a complaint,
thd District will forward the following to the State Chancellor of the California Community
Colleges in Sacramento:

® A copy of the final District decision rendered by the Board of Trustees, or a
statement indicating the date on which the administrative determination became final as

a result of taking no action on the appeal within 45 days.

° A copy of the notice of appeal rights that was sent by the District to the
complainant.

° A copy of the complainant’s appeal of the District’s determination.
° Any other information that the State Chancellor may require.
OR
. Notify the State Chancellor that the complainant has not filed an appeal with the

Board of Trustees and that the District has closed its file.

The District shall retain and make available to the State Chancellor upon request the original
complaint and all documents reference in these complaint procedures for a period of at least three
Vez{rs after closing a case.

XII[I. RESPONDENT RIGHTS TO RESPOND

Upon receipt of the administrative determination, the respondent shall also be notified that he or
she may submit a written response within ten (10) days to the Vice Chancellor of Human
Resources and Equal Opportunity. The written response shall be included in the investigation
file and shall be included in the information provided to the Board should the complainant file an
appeal.

If disciplinary action is taken by the Board, the respondent is entitled to the protections provided
by the Education Code, the Government Code and the appropriate collective bargaining
agreement.

XIV.— FORWARD TO-THE SFATE- CHANCELLOR(MOVED)
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XV. EXTENSIONS

If for reasons beyond its control, the District is unable to comply with the 90-day or 150-day
deadlines specified above for submission of materials to the complainant and the State
Chancellor's Office, the District will file a written request that the Chancellor grant an extension
of the deadline. The request will be submitted no later than 10 days prior to the expiration of the
deadlines established by Title 5 in Sections 59336 and/or 59340 and will set forth the reasons for
the request and the date by which the District expects to be able to submit the required materials.

A copy of the request for an extension will be sent to the complainant who will be advised that he
or she may file written objections with the Chancellor within five (5) days of receipt.

The Chancellor may grant the request unless delay would be prejudicial to the complainant. If an
extension of the 90-day deadline is granted by the Chancellor the 150-day deadline is
automatically extended by an equal amount.

XVI. DISSEMINATION

The District will disseminate the information regarding District policies and appropriate
procedures on unlawful harassment and discrimination to all employees and students and
anhounce its-existenee-those policies and procedures in prominent places throughout the District
including, but not limited to, the college catalogue and schedule of classes, in appropriate
employee and/or student publications, on official District and Union bulletin boards, and by
direct communication to employees.

November 10, 1993
lised July, 2002
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| FOOTHILL-DE ANZA COMMUNITY COLLEGE DISTRICT

PROCEDURES TO RESOLVE
STUDENT-TO-STUDENT COMPLAINTS OF
HARASSMENT AND DISCRIMINATION

Foothill-De Anza Community College District is actively committed to creating and maintaining
an environment which respects the dignity of individuals and groups. The policy of the Foothill-
De Anza Community College District is to provide an educational and employment environment
in which no person shall be unlawfully subjected to discrimination on the basis of ethnic group
identification, national origin, religiens-ereedreligion, age, sex_or gender, race, color, ancestry,
sexual orientation, gender—identity,—marital status, medical condition, or physical or mental
disability or any other legally protected status, or on the basis of these perceived characteristics or
based on association with a person or group with one or more of these actual or perceived
characteristics, or be unlawfully denied full and equal access to or the benefits of, any program or
activity that is administered by, funded directly by, or that receives any financial assistance from
the State Chancellor or Board of Governors of the California Community Colleges.

The procedures outlined below govern the process of complaints filed by a student against
another student, or student against the criteria of a program. If the complainant is a student and
the respondent is a college or district employee, or student employee, such complaints shall be
referred and handled pursuant to the District’s Administrative Procedures: Investigation and
Resolution of Complaints Regarding Harassment and Discrimination. Complaints by students
regarding harassment or discrimination by third parties who are not themselves students or
employees in the District shall be investigated. Additionally the District shall forward written
notice to the responsible party with a request for an investigation of the incident(s) and a report
of the findings to be sent to the District.

L HARASSMENT AND DISCRIMINATION POLICY

The Foothill-De Anza Community College District provides an educational, and employment
environment free of unlawful harassment and discrimination. The Board shall not discriminate
against any person in the provision of any program or service based on ethnic group
identification, race, religious-ereeds—religion, color, national origin, ancestry, physical disability,
mental disability, medical condition, marital status, sex_or gender, age, sexual orientation-er
gender—identity; or any other legally protected status. Anyone who engages in unlawful
harassment or discrimination shall be subject to sanction up to and including termination of
employment or expulsion in accordance with applicable contractual, procedural and statutory
requirements. The comprehensive District policy for Harassment and Discrimination is
contained in District Board Policy 4640.

IL. STUDENT NOTIFICATION, TRAINING AND EDUCATION

1
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A training program or informational service is available to all students at least once annually.
The student training or informational service includes an explanation of the policy, how it works,
and how to file a complaint. In addition, a copy of the District’s written policy on unlawful
discrimination and harassment, as it pertains to students, is provided as part of any orientation
program conducted for new students.

District employees involved in any aspect of investigating or resolving a complaint of harassment
or discrimination receive training in the handling of such complaints in advance of their service
in such capacity. :

III. RETALIATION

It is unlawful for anyone to retaliate against someone who files a harassment or discrimination
complaint, who refers a matter for investigation or complaint, who participates in an
investigation of a complaint, who represents or serves as an advocate for an alleged victim or
alleged offender, or who otherwise furthers the principles of the District Harassment and
Discrimination policy.

IV. DEFINITIONS
Definitions applicable to nondiscrimination policies are as follows:

1.  Appeal: A request by a complainant made in writing to the District Board of Trustees
pursuant to Section 59338 of the California Code of Regulations, Title 5, and/or to the State
Chancellor’s Office pursuant to Section 59339 to review the administrative determination
regarding a complaint of harassment or discrimination.

2. Campus Coordinator: The designated campus administrator responsible for implementing
the harassment and discrimination policy and procedures on each campus.

3. Complaint: A written and signed statement meeting the requirements of Section 59328 of
Title 5, California Code of Regulation which alleges unlawful harassment or
discrimination.

4. Complainant(s): An individual or group of individuals who believe that he/she/they have
been victims of harassment or discrimination.

5. Days: Calendar days, unless otherwise specified.

6. Gender: means sex. and includes a person’s gender identity and gender related appearance
and behavior, whether or not stereotypically associated with the person’s assigned sex at
birth. Diserimination—en—the-basis—¢ pX= X ua—ha Ren 1 HRat the
basis-of gender.

A a orira
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12.

Representative: A person selected by the complainant or the respondent to advise them in
this process. A representative may be a District employee, student, legal counsel or another
individual selected by the party.

Respondent(s): An individual or group of individuals against whom a claim of harassment
or discrimination is made.

Sex: includes, but is not limited to, pregnancy, childbirth, or medical conditions related to

pregnancy or childbirth. “Sex” also includes, but is not limited to, a person’s gender as
defined above (see #6). Discrimination on the basis of sex or gender also includes sexual
harassment.

Sexual harassment: As noted abeve—below under “Unlawful Harassment”, sexual
harassment may be verbal, visual, written, physical or environmental and, as such, is a form
of unlawful harassment.

Sexual harassment consists of unwelcome sexual advances, requests for sexual favors, and
other verbal, visual, or physical conduct of a sexual nature, made by someone from or in the
workplace or in the educational setting.

“Quid pro quo” harassment occurs when submission to, or rejection of, the conduct by the
individual is used as the basis of employment or academic decision affecting the individual.

“Hostile environment” harassment occurs when the conduct has the purpose or effect of
having a negative impact upon the individual’s work or academic performance, or of
creating an intimidating, hostile or offensive work or educational environment.

Sexual Orientation: means heterosexuality, homosexuality or bisexuality.

Unlawful harassment comes in many forms and may include but is not limited to the
conduct described below:

Verbal: Inappropriate or offensive remarks, slurs, jokes or innuendoes based on a person’s
race, gender, sexual orientation, or other status protected by law. This may include, but is
not limited to, inappropriate comments regarding an individual’s body, physical
appearance, attire, sexual prowess, marital status or sexual orientation; unwelcome flirting,
whistling, or propositions, demands for sexual favors, verbal abuse, threats or intimidation.

May1995November 2008
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Physical: Inappropriate or offensive touching, assault, or physical interference with free
movement. This may include but is not limited to kissing, patting, lingering or intimate
touches, grabbing, pinching, unnecessarily brushing against or blocking another person, or
sexual gestures. It also includes any physical assault or intimidation directed at an
individual due to that person’s race, gender, sexual orientation or other status protected by
law. It may also include leering or staring.

Visual or Written: The display or circulation of visual or written material that degrades an
individual or groups based on race, gender, sexual orientation or other status protected by
law. This may include but is not limited to posters, cartoons, drawings, graffiti, reading
materials, computer graphics, or electronic media transmissions.

Environmental: A hostile academic or work environment exists where it is permeated by
innuendo or insults or abusive comments directed at an individual or group based on race,
gender, sexual orientation or other status protected by law. An environment may also be
hostile toward anyone who merely witnesses unlawful harassment in his or her immediate
surroundings, although the conduct is directed at others.

For an unlawful harassment or hostile environment claim to be valid, in general the conduct
must be sufficiently severe or pervasive so as to alter the conditions of the employment or
educational environment. Subjective perception alone is insufficient evidence for a claim
to be valid; an objective appraisal must be considered as well. The conduct shall be
evaluated from the objective viewpoint of a reasonable person facing the same conditions.

13. Student: A currently enrolled student, a person who has filed an application for admission
to the college, or a former student.

14. Working Days: The days that the District Office is open for customary business.

V. RESPONSIBLE DISTRICT OFFICER

The Vice Chancellor of Human Resources and Equal Opportunity is the District officer
responsible for the administration and implementation of these policies and procedures. The
Vice Chancellor may be contacted at (650) 949-6210, Foothill-De Anza Community College
District, 12345 El Monte Road, Los Altos Hills, CA 94022.

VL COMPLAINT PROCEDURES

In accordance with Board policy prohibiting unlawful discrimination and harassment, the
purpose of these procedures is to provide both an informal and a formal process for the filing and
investigation of student-to-student complaints, to prohibit retaliation against victims of
discrimination, and to work toward its prevention.

May1995November 2008
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A, How To File A Complaint

The District encourages its students to contact the appropriate Campus Coordinator prior to filing
a complaint or to obtain assistance in determining whether or not an individual has been or is a
victim of discrimination or sexual harassment. The designated Campus Coordinator for Foothill
College is Den-Dessey;-the Dean of Student Affairs and Activities, 12345 El Monte Road, Los
Altos Hills, CA 94022, (650) 949-7241; and the designated Campus Coordinator for De Anza
College is Trudy-J—Walten;-the Dean of Student Development and EOPS, 21250 Stevens Creek
Blvd., Cupertino, CA 95014, (408) 864-8828. Formal complaints will be processed by Fane
Enright-the Vice Chancellor of Human Resources and Equal Opportunity, at the District Human
Resources office.

A copy of these procedures, and the District's Student-To-Student Unlawful Discrimination
Complaint forms, are available in the Office of the Dean of Student Development and EOPS (De
Anza), the Office of the Vice President for Student Services (De Anza), the Office of the Dean of
Student Affairs and Activities (Foothill), the-Office-of the-VicePresidentforStudent-Services
(Pe-Anza)-and the District Human Resources office. Complaint procedures and forms are also
available online and can be accessed via the District’s website at

http://br.fhda.edu/diversity/policies.
B. Informal Complaint Procedure

The purpose of the informal complaint procedure is to allow individuals who believe that they
have been discriminated against to resolve the issue through a mediation process rather than a
more formal procedure. If informal resolution of the concern is possible, it is not necessary to
pursue a formal complaint.

1. A student who believes that he or she has personally suffered harassment or discrimination
by another student, or would like assistance in determining whether or not he or she has
been or is a victim of harassment or discrimination, shall be referred to the designated
Campus Coordinator at the college where that complaint originates to discuss his or her
concerns.

2. The Campus Coordinator shall meet with the concerned individual to:

a. Understand the nature of the concern and undertake efforts to informally resolve the
complaint;

b.  Give the complainant a copy of the District policy and procedure concerning such
unlawful harassment and discrimination and inform complainant of his or her rights
under any relevant complaint procedure or policy;

.  Advise the complainant that he or she need not participate in informal resolution;

May;1995November 2008
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d. Notify the person bringing the charges of his or her right to file a formal complaint
and explain the procedure for doing so;

e. Assure the complainant that he or she will not be required to confront or work out
- problems with the person accused of unlawful discrimination;

f.  Advise the complainant that he or she may file a complaint with the Office for Civil
Rights/San Francisco.-efthe U.S. Department of Education (OCR), 50-United Nations
Plaza-Roem239;-SanFraneisco,-CA-94102, in accordance with procedures available

“via the website at www.de.gov/ocr . —Filing a complaint with the Office for Civil
Rights may be made at the time of filing an informal complaint, or during or after use
of the District harassment or discrimination formal complaint process.

3. Both parties shall be advised that they may be accompanied by a representative throughout
the informal process.

4.  If the parties agree to a proposed resolution that does not include disciplinary action, the
resolution shall be implemented and the informal process shall be concluded. At any time
during the informal process, the complainant may initiate a formal complaint by completing
and signing the District’s Student-To-Student Unlawful Harassment and Discrimination
Complaint form or an approved form obtained from the California State Chancellor’s
Office.

5. Efforts at informal resolution may continue after the filing of a formal written complaint,
but after a complaint is filed an investigation is required to be conducted pursuant to
Section 59334 of Title 5, California Code of Regulations, and will be completed unless the
matter is informally resolved and the complainant dismisses the complaint. Any efforts at
informal resolution after the filing of a written complaint will not exceed the 90-day period
for rendering the administrative determination pursuant to Title 5, section 59336.

C. Formal Complaint Procedure

To initiate the formal process, a student shall complete and sign the District’s Student-To-
Student Unlawful Discrimination Complaint form within one year of the date on which the
complainant knew or should have known of the facts of the harassment or discrimination
incident. The District’s complaint form can be obtained from the District website at

http://hr.thda.edu/diversity/policies.

An approved complaint form can also be obtained from the State Chancellor’s website at as

www.cccco.edusdivisionsesal/diserimination/discriminationhtm and then
followmg the links to System Office/Divisions/Legal Affairs.

The student shall file the complaint with the designated Campus Coordinator at the college where
the incident occurred. On the complaint form, the complainant shall describe in detail the
6

May1995November 2008
Revised-July-2002
DpdatedFanvary2004
Revised-March-2006




| AP 4641 2008 Draft Revisions

alleged discrimination or harassment and the action the complainant requests to resolve the
matter. The complaint must be signed and dated and shall contain at least the name(s) of the
individual(s) involved, the approximate date(s) of the event(s) at issue and a detailed description
of the actions constituting the alleged harassment or discrimination.

D.  Criteria for Filing a Formal Complaint

When a formal written complaint is filed, an investigation will be initiated if the complaint meets
the following requirements:

a. The complaint alleges unlawful harassment or discrimination prohibited under
Section 59300 of Title 5, California Code of Regulations, and

b. The complaint is filed by someone who alleges that he or she has personally
suffered unlawful harassment or discrimination, or by someone who has learned of
such unlawful harassment or discrimination in his or her official capacity as a
District employee; and

c. The complaint is filed within one vear of the date of the alleged unlawful
discrimination or within one year of the date on which the complainant knew or
should have known of the facts underlying the allegation of unlawful
discrimination.

E.  Defective Complaints

Defective complaints will be returned within three (3) working days of receipt by the Campus
Coordinator or designee to the complainant with a complete explanation of why an investigation
could not be initiated under Title 5, California Code of Regulations, Section 59300 et seq.

VII. INVESTIGATION UPON FILING A FORMAL WRITTEN COMPLAINT

A. Notice to the Complainant

Once a formal complaint is properly filed as described above, the District shall:

a. _Notify the complainant that the complaint has been received.

b. Provide the complainant with a copy of the District’s Student-to-Student Complaint
policy and procedure concerning unlawful harassment and discrimination.

c. Advise the complainant of his/her right of legal protection against retaliation for filing a
complaint of unlawful harassment or discrimination.

d. Advise the complainant of both the limits and obligations of confidentiality and
anonymity within the constraints of the investigative process.

e. Advise the complainant that he/she may file a complaint with the Office for Civil
Rights/San Francisco, U.S. Department of Education, in accordance with procedures
available via the website at www.de.gov/ocr .

May—1995November 2008
Revised July; 2002

Updated-January-2004
Revised Mareh 2006




| AP 4641 2008 Draft Revisions

Notice to the complainant shall occur as soon as possible and appropriate within the

circumstances, normally within five (5) working days.

B.

Notice to Respondent

Once a formal complaint is properly filed as described above, the District shall:

a.

Notify the respondent(s) that a complaint has been filed.

b.

Provide the respondent(s) with a copy of the complaint and a copy of the District’s

Student-to-Student Complaint. policy and procedure concerning unlawful harassment and
discrimination.
Advise the respondent that an assessment of the accuracy of the allegations has not vet

been made.
Advise the respondent that the complaint will be investigated and that s/he will be

provided an opportunity to present her/his side of the matter and respond to each

allegation.
Advise the respondent that s/he has the right to have a representative present during the

investigation.
Advise the respondent that any conduct that could be viewed as retaliatory against the

complainant or any witnesses must be avoided.

g. Advise the respondent of both the limits and obligations of confidentiality and anonymity

within the constraints of the investigation.

Notice to the respondent shall occur as soon as possible and appropriate within the

circumstances, normally within five (5) working days.

C.

Investigation Process

Within three (3) working days upon receipt of a complaint filed in writing and in
accordance with the regulations and the criteria described above, the Campus Coordinator

shall commence an investigation, or shall appoint an investigator to investigate the
charges, and shall also notify the Vice Chancellor of Human Resources and Equal
Opportunity of the Foothill-De Anza Community College District and the Chancellor of
the California Community Colleges System that a written complaint has been received

and a formal mvestlgatlon has begun ZPhe-eempl-&mam—shaH—be—adwsed—that—he#she—may
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The investigator shall, within ten (10) working days of the complainant's referral to the
formal process, give the complainant an opportunity to meet with the investigator to
review the nature of the complaint and identify the scope and nature of the investigation.
If the complainant fails to meet with the investigator within a reasonable time (usually 15
working days), the investigator will continue the investigation to the best of its abilities
based on the written formal complaint.

Within ten (10) working days of meeting with the complainant, or 15 days as noted
above, the investigator shall give the respondent an opportunity to meet with the
investigator to receive the respondent’s answer to the complaint and to review with the
respondent the scope and nature of the investigation. If the respondent fails to meet with
the investigator within a reasonable time, (usually 15 working days), the investigator will
continue the investigation to the best of its abilities.

The investigator shall complete a full impartial fact-finding investigation. Parties may
request the presence of witnesses and may present documents in support of their
positions. Both parties shall be advised that they may be accompanied by a representative
throughout the formal process. The parties may present written and oral evidence. The
proceedings may be recorded on audio tape or such other method (such as videotape or
stenographic record) as the formal process investigator may direct.

The investigator will review all credible factual information presented and incorporate
such information into the investigative report. Confidentiality will be maintained to the
extent possible. Once the investigation is complete, the investigator will meet with the
complainant and respondent separately to give an overview of the steps taken during the
investigation and to request additional information. Complainant and respondent will also
be asked for the names of any others the investigator should speak with or if there is
anything else he/she would like for the investigator to review before finalizing his/her
report.

The results of the investigation shall be set forth in a written report and presented to the
responsible person(s) at the involved college which shall include:

a. adescription of the circumstances giving rise to the complaint;

b. a summary of the information provided by each witness, including the complainant
and any witnesses identified by the complainant in the complaint;

¢. an analysis of any relevant data or other evidence collected during the course of the
investigation;

May1995November 2008
Revised July2002

Updated January-2004
Revised March-2006




| AP 4641 2008 Draft Revisions

d. any other information deemed appropriate.

| 7. Eaeh-The college shall be responsible for reviewing the investigative report and making a
specific finding as to whether there is probable cause to believe that harassment or
discrimination occurred with respect to each allegation in the complaint. The findings
shall take into consideration the severity of the conduct, the pervasiveness of the conduct,
the pertinent background, and other relevant District policies.

VIII. DISCIPLINARY ACTION

Harassment and discrimination are violations of the Student Code of Conduct and students are
subject to disciplinary sanction for this behavior. If a violation of harassment or discrimination is
sustained in any respect, the responsible person(s) at the involved college shall take the
appropriate disciplinary measures, which may include: reprimand, probation, social probation,
suspension or expulsion.

If disciplinary action is recommended, appropriate Due Process Procedures shall be invoked and
the respondent shall have all the rights offered to him or her pursuant to the Due Process
Procedures.

If the finding is that there is no evidence to sustain the allegations, the record shall be kept
confidential except to the extent that disclosure may be required by law.

IX. CONFIDENTIALITY

Complainants shall be informed that the law protects them against retaliation for filing an
unlawful discrimination or harassment complaint. If a complainant requests that his or her name
not be revealed, the Campus Coordinator shall explain that the process of investigation and
determination is a confidential process but that it cannot guarantee the anonymity of the
complainant. The Coordinator shall further inform the complainant of the college’s obligation to
investigate a complaint once it is formally notified of the complaint.

X. ADMINISTRATIVE DETERMINATION_AND NOTICE TO STATE CHANCELLOR’S
- OFFICE, COMPLAINANT AND RESPONDENT

Within ninety (90) days of receiving a complaint of harassment or unlawful discrimination filed
under Title 5, Sections 59300 et seq., the college shall complete its investigation and forward a
copy of the investigative report to the State Chancellor, a copy or summary of the report to the
complainant, and respondent.;-and

The complainant and State Chancellor shall also be provided written notice setting forth all the

following-te-beth-the-complainant-and-the- Chancellor:

1. The decision of the college as to whether there is probable cause to believe harassment or

discrimination occurred with respect to each allegation in the complaint;
10
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2. A description of actions taken, if any, to prevent similar problems from occurring in the
future;

3. The proposed resolution of the complaint; and

4. The complainant's right to appeal to the District Board of Trustees and to the State
Chancellor of the California Community Colleges, per Section XII Complainant Right To

Appeal.

The respondent shall also be provided written notice of a right to submit a written response to the
administrative determination, per Section XI Respondent Right to Respond.

XI. RESPONDENT RIGHT TO RESPOND

Within ten (10) days of notice of the administrative determination, the respondent may submit to
the Campus Coordinator a written response to the administrative determination. The written
response shall be included in, and become part of, the investigation file.

XII. COMPLAINANT RIGHTS TO APPEAL

Complainants may appeal the results of the administrative determination. When—the

- a at s ' - o anart ~ mahaatetas
« v cl v -

First level of appeal:
The complainant has the right to file-an—appeal_the administrative determination by filing a

written appeal with the District’s Board of Trustees within fifteen (15) days from the date of the
notice of the administrative determination. The Board of Trustees will review the original
complaint, the investigative report, the administrative determination, and the appeal. The Board
of Trustees will either:

(a) issue a final District decision in the matter within forty-five (45) days after receiving
the appeal; or

(b) elect to take no action within 45 days, in which case the original decision in the
administrative determination will be deemed to be affirmed and shall become the final
District decision in the matter.

A copy of the final decision rendered by the District Board of Trustees will be forwarded to the
complainant and to the State Chancellor's Office._The complainant shall also be notified of
his/her right to appeal to the State Chancellor’s Office.

11
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Second level of appeal:

| The complainant shall have the right to appeal the District’s decision by filingfile a written
appeal with the Chancellor of the California Community Colleges System within thirty (30) days
after-from 1) the date of notice of the Board of Trustees’ has-issued-the-final District decision; or
2) expiration of the 45-day review period during which the Board elected to take no action,

thereby affirming the administrative decision. permits—the—administrative—determination—te

become-final-by-takingno-action-within45-days. The written appeal must be accompanied by a

copy of the decision of the Board or evidence showing the date on which the complainant filed
an appeal with the Board, and a statement under penalty of perjury that no response was received
from the Board within 45 days from that date.

XIII. FORWARD TO THE STATE CHANCELLOR

Within 150 days of receiving a complaint, the college will forward the following to the State
Chancellor of the California Community Colleges in Sacramento:

e A copy of the final District decision rendered by the Board of Trustees, or a statement
indicating the date on which the administrative determination became final as a result of
taking no action on the appeal within 45 days.

e A copy of the notice of appeal rights that was sent by the college to the complainant.
e Any other information that the State Chancellor may require.
XIV. EXTENSIONS

| If for reasons beyond its control; the college is unable to comply with the 90-day or 150-day
deadlines specified above for submission of materials to the complainant and the State
Chancellor's Office, the college will file a written request that the Chancellor grant an extension
of the deadline. The request will be submitted no later than 10 days prior to the expiration of the
deadlines established by Title 5 in Sections 59336 and/or 59340 and will set forth the reasons for
the request and the date by which the college expects to be able to submit the required materials.

A copy of the request for an extension will be sent to the complainant who may file written
objections with the Chancellor within five (5) days of receipt.
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The Chancellor may grant the request unless delay would be prejudicial to the complainant. If an
extension of the 90-day deadline is granted by the Chancellor the 150-day deadline is
automatically extended by an equal amount. :

XV. DISSEMINATION

The District will disseminate these procedures and related information regarding District policies
and appropriate procedures on harassment and discrimination to all students, administrators and
supervisors, and publish them in prominent places throughout the District including, but not
limited to, the college catalogue, schedule of classes and/or student publications.

May, 1995
Revised July, 2002

Updated January 2004
Revised March 2006

Revised November 2008
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Foothill-De Anza Community College District
Board of Trustees
Board Policy Manual

DRAFT
Reserves 3115 (proposed)

The Board of Trustees recognizes the importance of fiscal stability and in establishing
and maintaining an adequate reserve level. Pursuant to requirements of Title 5, the Board
hereby directs the Chancellor, and by delegation, designated employees, to establish a
prudent budget reserve.

The intent of the reserve is to address emergencies or unexpected catastrophic issues that
may arise during the course of the year. The District’s annual Adopted Budget shall
include an undesignated reserve fund to ensure that the District will be in a positive cash
position at the end of the fiscal year. In no case shall the Board adopt a budget with a
reserve of less than five percent (5%) of unrestricted general fund revenues.

In addition to the general fund reserve, the Board of Trustees may establish a Stability
Fund in order to further buffer the District from financial uncertainty.

Education Code Section 70902
Title 5, Sections 58301 et seq.

Government Code Section 7900

Approved
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