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liance by the LaGuardia Community
Action/Equal Employment

Pursuant to Chapter 36 of the New York City Charter, the Equal Employment Practices
Commission (EEPC) is empowered to audit and evaluate the employment practices, programs,

policies and procedures of city agencies
employment opportunity for minority

Chapter 36, sections 831(d)(2) and (5).)

The Charter defines city agency as
administration, board, department, division, co
agency of government, where the majority of the board members

pursuant to Chapter 36, section 831(a) of the New York City Charter.

therefore consi

~and their efforts to ensure fair and effective equal
group members and women. (New York City Charter,

any “city, County, borough, or other office,
mmission, bureau, corporation, authority, or other
of such agency are appointed
by the mayor or serve by virtue of being city officers or the expenses of which are paid in whole
or in part from the city treasury...” The LaGuardia Communit

New York (CUNY) is funded by the City of New York and is

y College of the City University of
dered a city agency

This Commission is empowered by Section 831 of the City Charter to recommend all
necessary and appropriate actions to ensure fair and effective affirmative employment programs
for minority group members, women and other protected classes. This audit measures the

LAGCC’s compliance with its Affirmative Action/E

qual Employment Opportunity and Diversity

Policy, as well as Commission policies and EEO standards expressed in the Federal, State and




City Human Rights Laws. All recommendations for corrective actions are consistent with both
the andit’s findings and the parameters set forth in the LAGCC’s Affirmative Action/Equal
Employment Opportunity and Diversity Policy (AA/EEO) and Discrimination Complaint
Procedure. :

The purpose of this audit is to evaluate the college’s compliance with the standards cited
above, not to issue findings of discrimination pursuant to the New York City Human Rights
Law. _

Scope and Methodology

Audit methodology included an analysis of the college’s responses to an EEPC
Document and Information Request Form. The EEPC sent interview questionnaires to the
college’s former and current Affirmative Action/Compliance and Diversity Officers (AA/CDO),
Human Resources Director, Agency Counsel/Legal and Labor Designee, 504/ADA Disability
Rights Coordinator, and two EEQ  Counselors/Deputy Coordinators/Sexual Harassment
. Awareness and Intake Committee. The EEPC Auditor also had a follow-up discussion of audit
findings with the current AA/CDO.

In addition, the EEPC’s Executive Director provided links to the EEPC’s Employee
- Survey and EEPC’s Supervisor/Manager Survey for the President’s distribution to employees.
The EEPC’s Employee Survey was distributed to 855 full-time employees; 249 (29%) responded.
The EEPC's Supervisor/Manager Survey was distributed to 157 supervisors/managers; 72 (22%)
responded. Survey findings are included as appendices 1 and 5. : '

Déscription of the Agency

LaGuardia Community College was established by the New York City Board of Higher
Education in March 1970 and opened its doors in the fall of 1971. The College has a long -
history of commitment and service to diverse learning strategies and the needs of New York City
students and the Queens community. All students are required to participate in ‘cooperative
education—a blend of work and study-—to capitalize on taking academic courses while gaining
an experiential component. Since admitting its first class of 540 students, LaGuardia, a college
of the City University of New York, has grown to over 17,000 credit students and 313 full-time
teaching faculty. '

Personnel Activity during the Audit Period

During the period in review, the total number of employees increased from 2,038 to
2,240. The number of African-American employees increased from 386 to 433, Asian/Pacific
Islander employees increased from 231 to 275, Caucasian employees increased from 974 to
1,033, Hispanic employees increased from 443 to 495, and Native-Americans remained at 4.
Female employees increased from 1,120 to 1,219. (Appendices 2 and 3)

The colleges’ applicant, hires, promotions, and separations data are included in appendix




Discrimination Complaint Activity during the Audit Period

During the period in review, 6 internal discrimination complaints were filed. The
AA/CDO indicated she completed and issued reports for 5 of these complaints: 4 of the 5
mnvolved students’ complaints. The complaints were handled informally. The other internal
discrimination complaint was also filed with an external agency. '

- At the time of this audit, no internal discrimination complaints were pending. The
college reports 11 external discrimination complaints. (Appendix 6)

Legal Issues

._The college reported three EEQ judgments/settlements that occurred during the audit
period and the two years prior. The college reports one pending EEQ lawsuit. :

PRELIMINARY DETERMINATION

Following are our preliminary determinations with required corrective actions and
recommendations pursuant to the audit. '

AA/EEQ Policy and Diversity Documents

The LAGCC is in compliance with the following requi'rements:l

1. The President issued a general Statement of Affirmative Action and Equal Employment
Opportunity. Initially it was distributed by hard copy and then by email. In addition, 66% of
respondents to the EEPC'’s Supervisor/Manager Survey indicated they had received a copy of
the college’s Statement of Affirmative Action and Equal Employment Opportunity.

2. The college’s AA/EEO and Diversity Policies (which includes the Statement of
Nondiscrimination, Procedures Jor Processing Complaints  of Alleged Discrimination,
Section 504/ADA Policy Statement, Title IX Policy Statement, and Policy Against Sexual
Harassment) were distributed via hard copy initially an then through email. In addition, 77%
of respondents to the EEPC’s Supervisor/Manager Survey indicated it could be found in the
college’s AA/EEO and Diversity Office and 78% indicated it could be found in the
HR/Personnel Office. FEighty-seven percent of respondents to the EEPC's Employee Survey
indicated the college’s AA/EEO and Diversity Policies was posted on the college’s bulletin
boards or kept in an area accessible to employees.

EEO Training Standards

The LAGCC is in compliance with the following requirecments:

1. The AA/CDO is also the AA/EEO and Diversity Trainer. The AA/CDO received AA/EEO
and Diversity training and experience from the New York City Commission on Human Rights
and New York City Fire Department. Other qualifications included law school education in
employment law and a Cornell University EEO Studies Certificate.




2. During new employee orientation, the college ensured that new employees were advised of |
the AA/EEO and Diversity Policies and the employees’ rights and responsibilities under such
policies, and the discrimination complaint procedure. Sexual Prevention Harassment
Awareness/Non-discrimination Policies Training was provided to employees in October and
November 2010.

The LAGCC isin partial compliance with the following requirement:

Although the college provided Sexual Prevention Harassment Awareness/Non-discrimination
Policies Training to employees, 62% of respondents to the EEPC’s Employee Survey
indicated they did not receive Sexual Prevention IHarassment Awareness/Non-discrimination
Policies Training during the past 3 years. Corrective action is required.

Recommendation: The College should develop an AA/EEO and Diversity training plan to
cnsure that all individuals who work within the campus, including managers and supervisors, are
trained conceming AA/EEQ- and Diversity-related policies, rights, and responsibilities.
(LAGCC/CUNY Affirmative Action Program, p. 7 and EEPC/Sect. 831, City Charter)

Discrimination Complaint and Investigation Procedures

The LAGCC is in compliance with the following requirements:

1. The college has established an internal complaint investigation procedure by which the
Affirmative Action/Compliance and Diversity Officer investigates discrimination complaints.

2. The college maintained a monthly log of discrimination complaints,

EEO Internal Discrimination Complaint Files

The coliege submitted five files that it designated as “discrimination complaint files” to thé
EEPC for review. Four of the five files were regarding student complaints. The remaining file

was an anonymous complaint; the case appeared to be informally handled.

The LAGCC is not in complian(_:e with the following requirements:

The anonymous complaint file did not include a copy of an investigative report addressed to the
President. The file did not contain written correspondence notifying the complainant and
respondent of the outcome of the investigation. (Corrective action is required.)

Recommendation: If both the complainant and the res?ondent are satisfied with the reéults of
the investigation and resolution of the complaint is agreed upon, the AA/CDO should notify both
in writing as to the outcome of the investigation. (LAGCC/CUNY Affirmative Action Program,

p-4)

Recommendation: © The AA/CDO should inform the President in writing of the investigation
and resolution of the complaint. (EEPC/Sect. 831, City Charter)




Selection and Recruitment System

The LAGCC is in compliance with the following requirements:

1. The college indicated it is an Equal Opportunity Employer via the last five internal job
vacancy notices: (1) Student Life Child Center Specialist; (2) Academic Student Support
Counselor/College Discovery; (3) Academic Resource Center Coordinator; {(4) Enrollment
Registrar Manager/Records and Registration; and (5) Institutional Research Manager
included this indication.

The college submitted six Consolidated Advertising Forms, but did not submit the actual
advertisements. Note: When advertising externally, the college should indicate it is an EEQ
employer.

2. Ninety-two percent of respondents to the EEPC’s Supervisor/Manager Survey indicated they
interviewed candidates for positions; 93% of these respondents also indicated they had
Teceived training and/or a guide that outlines illegal or discriminatory questions and includes
instructions for conducting a structured interview. '

3. The college conducts annual evaluations for its managerial and non-managerial employees.
Eighty-six percent of respondents to the EEPC’s Employee Survey indicated they received
annual performance evaluations. In addition, 65% of respondents to the EEPC’s
Supervisor/Manager Survey indicated they also received annual performance evaluations.

4. The college assesses its methods of recruitment and the manner in which candidates were
selected for employment to determine whether there is any adverse impact upon any
particular racial, ethnic, disability, or gender group. As a result of the assessments many
changes were made in the recruitment and selection process: the President recommended
searches cast a wide net to get qualified diverse candidates; the Affirmative Action Program
kept statistics on-whether or not women and minorities were underrepresented. in each
position; and, it was recommended to Department Chatrpersons that targeted recruitment was
necessary. In addition, the AA/CDO consulted with the Department Chair persons and
approved recruitment resources. : '

5. The college' submitted a list of recruitment resources which included minority-oriented
publications, professional organizations, and diversity websites.

EEO Professionals’ Responsibilities/Reporting Arrangement

The LAGCC isin cémbliance with the following requirefneﬁts:

1. The college has appointed an AA/CDO to coordinate the College’s Affirmative Action
Program. The AA/CDO received AA/EEO and Diversity training and experience from the
New York City on Human Rights and New York City Fire Department. Other qualifications
included Law School education with employment Jaw training and a Cornell EEO Studies
Certificate. '




. The college identified its AA/CDO in its annual Statement of Affirmative Action and Equal
Employment Opportunity. In addition, 68% of respondents to the EEPC’s Employee Survey
indicated they know who the AA/CDO is. ’

. During the audit period the college’s organization chart established that the AA/CDO reported
to the President. The AA/CDO met with the President at least 12 times annually to discuss
AA/BEOQ issues; an agenda and minutes were kept.

. During the audit period the college’s AA/CDO oversaw activities that impacted EEO within
the college such as selection, recruitment, and reasonable accommodations. There were at
least one male and one female professional available and authorized to investigate
discrimination complaints. The AA/CDO met with the AA/EEO Counselors at least ten times
annually; an agenda and minutes were kept.

EEQO and Reasonable Accommodation for Persons with Disabilities

The LAGCC is in complian‘ce with the following requirements:

1. The college’s Reasonable Accommodation Procedure is included in its AA/EFO and
Diversity Policies.  During the audit period, the college provided 16 reasonable
accommodations which included alternative chair, large computer monitors, optical/wheel
mouse, zoomtext software, classroom location change).

. The college appointed an ADA/504 Compliance Coordinator responsible for handling
reasonable accommodation requests and ensuring compliance with all federal, state, and local
laws, as well as City and agency policies, pertaining to persons with disabilities. The Human
Resources Director oversees all reasonable accommodation requests. In addition, 59% of
respondents to the FEPC’s Emplovee Survey indicated they know who the ADA/50
Compliance Coordinator is.

3. The college reports that there were no requests for EEQ Policies in alternative formats. The
college is committed to having alternative formats (such as large print, audio tape, and/or
Bratlle) available upon request for use by persons with disabilities.

. In response to this audit, the LAGCC completed the EEPC’s checklists for determining
accessibility. The location (31-10 Thomson Avenue, Long Island City, NY/4 Buildings)
were accessible to and usable by persons with disabilities (e.g. facilities contain street
accessible entrances, ramp access {(in the process of being modified), wheelchair accessible
elevators, bell and Braille in elevators, wide restroom stalls, grab bars in restroom, and low
sink or bathroom fixtures).

SUMMARY OF RECOMMENDED CORRECTIVE ACTIONS

1. The College should develop an AA/EEQ and Diversity training plan to ensure that all
individuals who work within the campus, including managers and supervisors, are trained



concerning AA/EEQ  and Diversity-related policies, rights, and responsibilities.
(LAGCC/CUNY Affirmative Action Program, p. 7 and EEPC/Sect. 831; City Charter)

2. If both the complainant and the respondent are satisfied with the results of the investigation
and resolution of the complaint is agreed upon, the AA/CDO should notify both in writing as -
to the outcome of the investigation. (LA GCC/CUNY Affirmative Action Program, p. 4)

3. The AA/CDO should inform the President in writing of the invest gation and resolution of the
complaint. (EEPC/Sect. 831, City Charter) :

In addition to the above recommendations, during the compliance process, the
Commission requires that the college distribute a memorandum to all staff informing them of the
changes that are being implemented in the college’s Affirmative Action/Equal Employment
‘Opportunity and Diversity Program pursuant to the audit. This memorandum should re-
emphasize . the college head’s commitment to the college’s Affirmative Action/Equal
Employment Opportunity and Diversity Program.

Conclusion

- Pursuant- to Chapter 36 of the New York City Charter and the previously cited
preliminary determinations relating to EEPC’s audit of the LAGCC’s compliance with its
- Affirmative  Action/Equal Employment Opportunity and Diversity Policy, as well as
- Commission policies and EEO standards expressed in the Citywide EEQ Policy, we respectfully
request your response to the aforementioned preliminary determinations. '

Your response should indicate what cotrective actions your office will take to bring the
college in compliance with the aforementioned policies and which recommendations it intends to
follow. As your staff informed us during the exit meeting, you have already implemented some
- of our recommended corrective actions. - Please specify these corrective actions in yOur response,
and include any documentation as addenda to your formal response to the Preliminary
Determination. o

Pursuant to Section 832 of the New York City Charter, if you do not implement all of
these recommendations for corrective actions during a compliance period not to exceed six
months, this Commission may publish a report and recommend the appropriate corrective actions
that you should implement in your agency’s EEO Plan. . '

. In closing, we want to thank you and your staff for the cooperation extended to the Equal
Employment Practices Commission auditors during the course of this audit. If you have any
questions regarding these preliminary determinations, please let us know.

Cesar A. Perez,
Chair
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Supervisor/Manager Survey: LaGuardia

Community Coilége

1. City University of New York

Response Response
Percent Count

College:

o] 100.0%

L

73

answered question

“skipped guestion

Iiefsﬁqh_s:é "R-e§po_n_se
x Percent  Count

28.4%

21

e e

21.5%

16

10.8%

39.2%

29

answered question

74

Response
Percent

skipped question 0

Response
Count

Over 3 years = 87.8% 65
3 years or less 12.2% 9
answered question - 74

skipped question

1of 10




4. Each CUNY college president should issue annually a written statement that reaffirms
support for AA/JEEO and Diversity. Have you received a copy of the president’s statement?

2 of 10

e e e e oo R ,Resp(;nse . ;;;ponse
Percent Count
S o ;ese- : | 66.2% o 49
No ) 2.7% 2
ch; not r.en".leij'riber | ] - . ‘ 31.1% 23
o énswered_question 74
B ._Sk"ippl_;(-i' _q.u.estiﬁp.h 0
5. In your college, where can the policies and procedures on Affirmative Action, Disability
Accor’nmodatibhs, and NOn-Discriminatioh!Sexual Harrassment Prevention be found?
(Check all that apply.)
- Response R'e‘s;hqilse |
TheAA/EEO and 76.7% 56
" 78.1% 57
49.3% 36
'. Your Omce EE— 32.9% . ”
Do notknow ' 14% 1
. an;v;;red queéstion 73
” o  ckipped question :



6. Of the choices above, which is most easily accessible to you?

S ) h B RESPOHSE ;;;ponse
Percent Count

T;le AAJEEQ and Diversityu;uf‘f“i—;; - - 20.5% 15

The _HRIPersénr{él Office 23.3% 17

Thé Intranet peseciiee o] 32.9% 24

‘Yoru'r dffice 23.3% 17

ar':S'wered‘ qugsﬁoq . 73

si(:ippe_d_ quest_ion o ‘ :

7. Do you know the name of your college s Affirmative Action/Compliance and DlverSIty
Officer (AA/CDO)? '

Rg's.pbﬁ”se Response

- Count _
- B
9

._j ?3.‘

\-s’jkip_p'éfd Guestion 1

8. Have you been informed of your prbtections against illegal employment discrimination
and sexual harassment in accordance with the college's AA/EEO and Diversity Policies by
your college’s AA/CDO?

Response Response

Percent Count
7 - B s o6
: .No- 9.6% ” 7
- an::;red question 73
e e s e ot oo s . - s questmr;* L 1

30of 10



9. Have you been informed of your responsibilities as a supervisor in accordance with your
college’s AA/EEO and Diversity Policies by your college's AA/CDO?

nse - Response
- Count

4 0f 10




11. These policies also require supervisory personnel tc encourage aggrieved persons to

contact the AA/CDO. Have you done this?

N 7 Response I;esponse
Percent Count
- Yes [ : 56.2% | ':11
No 6.8% 5
th:Appﬁca'b}e ——— 37.0% 27
a_nSwéred question 73
o skipped guestion: ”"T"

12. Did you receive sexual harassment prevention training from this college during the past

3years ?

Response

Percent .-

* Respoitse

Count

49.3% 36
50.7% 37
answered qu Stw" | 73 |
ékippefi:_l: ;’ii;é‘sﬁon‘ : 1
. - Reéponse ,'Res'ponse“
Percent Count
N Yes v '56:9% 41
Noe [ ! 43.1% 31
. answered question 72
e e 4 - e e e e = U ;

50of 10

skipped question



14. When you were hired, did you receive an orientation session that included a review of
the college S AAIEEO and Dwersnty Poltmes’?

30.6% 22

22.2% 16

" Do not remember -

Response

kipped question 37

6 of 10



17. Do you interview candidates for positions in your agency?

Response Response

Percent Count
Yes ! ey s - -~ i - ! 91.7% 66
No ' 8.3% 6

answered question 72

skipped question - o2

18. A structured interview is a method that standardizes the type and order of interview
questions asked to ensure that a fair comparison can be made between interviewees. Did
your cqliegé p_rbvi'de you with training a'n'dlor a guide that outlines illegal or discriminatory
questions and _inclt_ide__s instructions for conducting a structured interview?

ReSP e .E'Ré%pqﬁjs,e

Percent  Count’
. 6.1% :
21.2% 14

65.2% 43

7.6% 5

© answered question 66

.;é-.,i{ip‘:r')’;d“'questfibn 8

7 of 10



19. When was your last performance evaluation?

. Within tl-'lg;pas't‘ yife_a__lﬁ'_ —

- Over ayear ago |

1. have not received a performiarice

s ] 1.4% 1
Cevaluation 7

&

ations of the employees tnder your

.- skipped-question -

8of 10




22. Do you believe the college has provided sufficient training to supervisors/managers on
their responsibilities in assisting employees who may complain about discrimination or
harassment?

o “  Response Response
Percent Count

No 19.4% 14
.answered question . 72

skipped que'stipn 2

- - - 7.9% - 5

0.0% ]

159% 10

¢ 12.7% 8

Whlte(n t of ] 55.6% 35
er 7.9% 5

ans'\f\ie'r%d_ qu_est_ion . 63

7 'ski_pp'e“d questig;n‘ 11

9 of 10



24, Gender

Response y ‘ﬁg_‘s p.o_l_j'_x‘_‘s‘ei
“Percen i count

10 of 10




Appendix - 2

LaGuardia
Community College
Workforce by Gender

Male

Female
55%

Fall 2007
Total Workforce = 2038

Female
54%

Fall 2010
Total Workforce = 2240

Male
48%

Source: LAGCC




Appendix - 3

L aGuardia Community College
Workforce by Ethnicity

Unknown Native American
<1% <1%

Hispanic
22% : ' African American

Caucasian

Asian
11%

48%
Fall 2007
Total Workforce = 2,038
Native - African
Unl:r:/own American- American -
(-

<1%
Hispanic
22%

Caucasian
47%

JFall 2010
Total Workforce = 2,240

Asian
12%

Source: LAGCC




SurveyMonkey - Survey Results : , _ Page 1 of 1

SurvPilotdUs Sign Out Help

. - . t
My Surveys Address Book My Account Plans & Pricing

AAIEEO &amp; Diversity Program:
LaGuardia Community College ca:

Design Survey Collect Responses Analyze Results

View Summary

+ Add Report

Browse Responses

Fifer Responses

Total Started Survey: 266
Response Summa : .
Crosstab Responses p ry otal Completed Survey: 249 (93.6%)

Download Responses Select a page 1o view below or view all pages:

Share Responses #1. EMPLOYEE SURVEY g [ ]

PAGE: EMPLOYEE SURVEY

1. City University of New York Download

Response Response

Percent Count
College Name: :
Show Responses : 100.0% 266
answered question - . 266
skipped question L]

Select a page to view below or view all pages;

[« ] #1. EMPLOYEE SURVEY K

http://www.surveymonkey.com/MySurvey Responses.aspx?sm=vY %2bDTEt%2basDYF... 10/5/2011



AA/EEO & Diversity Program: LaGuardia - SurvegMonkeg
Community College

1. City University of New York

Response Response

Percent Count
College Name: E EERrE L el L o 1 100.0% 266
answered question 266
sklpped questlon 0

2. Equal Employment Opportumty {EEO}) guarantees the right of all persons to be accorded
full and equal consideration on the basis of merit, regardless of protected group status. Do
you agree with this principle?

Percent Count
et e - e e Yes& - o ; 966% ~ 2 N
No o 3.4% 9
T | | a_nswéréd questic;n 26.2
i o o S o skfppmem;hquestlon 4

3. Do you know who your college’s Affirmative Action/Compliance and Diversity Officer

(AA/CDO) is?
- K Response Res;;;r;e
Percent Count
‘;e's 67.6% 175
No 32.4% : 84
o N o { answered question 259
skipped questrio;t 7

1of 10



4. Are the AA/EEO and Diversity Policies posted on YOur college’s bulletin boards or kept in
an area otherwise accessible to employees?

Response Refsponsé

Percent Counf -
§6.8% 223
13.2% 34

, .Sf(ipped qi’.ié_'st:ic;n 14

20of 10 -




7. How often has your manager or supervisor discussed employees'rightto file a
discrimination complaint with the college's AA/CDO during staff meetings within the past -

year?
Response Response
Percent Count

Two or more times 16.7% 42

One time 18.7% C 47

At no time  Lusisiiimmiiiainemne i e ' . 64.5% 162

answered'question 251

skipped guestion 15

8. When hired, were you advised of the college's AA/EEO and Diversity Policies and of your
rights and responsibilities under sut:h policies? '

Response Response
Percent Count

) Yes ! R I . 52:6% 132

9.6% 24

37.8% 95

answered question 251

skippéd question 15

9. Do you know how to file an EEO -complaint?

e e - . e e e e et e e e e o e R,esponse- R‘;Sponse
Percent Count

- N Yesm  4'87.-6%7 i‘22.

No | 51.4% 129

— s g i a:swerEd questmn V«,251

- -  cipped question 15

30of 10
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Undecided

T i, e g Sty

o - . mawwwmwwwmwmwmw R s
25.6% 64
o [ ey s et ot o g s
answereg question 250

skipped question 16

T — — i s

29.6% 74

CEEL R et e i w:-:ws;-,-«m:mm;—,x—«:qumms«wmw:mn

answered quiestion

i M_hh._...z:-m.xw.,__.,..-...?h;\M...NL.,_:W-_..N__.,

s‘k_:‘p_pe‘d Question 16

R P S

4 of 10

answered Question -

skipped Question 16
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13. Was your manager or supervisor supportive of your right to file a complaint?

Percent Count
e ) Yes e - D.-O:%_ i
i *‘ 100.0% - IW ‘NI“
o 0.0% o
S o h ar-l;;'vered questioh 1
| o - skippgd questi_oﬁ. ;25_5

14. During the past 3 years, did you receive AA/EEO and Diversity training?

Response Response
Percent © Count

© 34.4% 36

) 62.4% 156

Employed for lEgg than12 months , 7 3.2% 8

answered question. - 250

* ‘skipped quiestion - 6.

15. How informative was this training?

Response Reépon_s_e
Percent Count

Very informative oo imiinion ] ‘ 50.0% 43

] ' 41.9% 36

Somewhat informative

5.8% 5

Net really infermative

Not Applicable | _ 2.3% 2

answeréd question 86

skipped question 180



16. Does your college use training and development programs in order to improve job
performance and/or career opportunities?

Reésporisé . |
Percent |-

‘Count

87.2% 218

6.0% 15

6.8%

Do ot remeinber |

6 of 10




18. Have you received annual performance evaluations within the past 3 years?

- Response Respo;se
Percent Count
VV Yes ] 86.3% 215
No 10.4% 26
| Employed for less than 12 months 3.2% 8
: o 5 6 B T e £ i e answemd questmn o 2:;
 skmedaueston 17

19. Did your evaluation contain recommendations for improving your job performance?

Response
Percent -

76.7%

Respons’e_s
. Count

165

No 23.3%

50

answéred question

215

sklppedquestlon 51 ’
20. Did your evaluation contain recommendations for career advancement within the
college?
Response Response
Percent Count
Yes ] 47 0% 101
No il ) 53.0% 114
answered question . 215
skipped question 51

7of 10



21. The Career Counselor is a trained professional (often the Human Resources Directo_'r)
familiar with civil service and provisional jobs who provides career counseling to
employees who request such guidance. Do you know who your college's Career Counselor
is?

34.1% 85

L Ne, 55.0% 137

. Not Applicable
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- 23. Employers are required to take appropriate action to reasonably accommodate

qualified employees and applicants with disabilities, and those who are victims of domestic

violence, sex offenses, or stalking, to enable to them to perform their jobs or enjoy equal

benefits and privileges of employment. Employers are also required to provide reasonable

accommodations for the religious observances, beliefs and practices of an employee or

applicant. During the past 3 years, did you ask for a reasonable accommodation due to any

of the above?

Response Response

Percent Count
............... N Ye,s - e e e S B - 112 % S A28
- No ——————" R ——| 88.8% 2924
a_nswe_l__'edr qu e‘gtioﬁ 249
W,s_kﬁippéd qugag_;'t,‘i_o;n R _1% |

24. Was your accommodation granted?

Resporise Response
Percent . . Coiint

24

= 85.7%
. 14.3% 4
' answered question Zé
) ) " skipped question M 238m
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25, Race/Ethnicity

Response
Percent.

Response

~ ‘Count

10.8%

7 ,s!é_rg_' or Pacific Islander”

24

0.0%

rican [ndian or Alaska Nétzi\}.e '

20.6%

46

22.0%

' Hispanic " |

49

White (not of Hispanic origin) 42.2%

4.5%

" Ferale
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Appendix - 6
LaGuardia Community College

External Complaints®*

Total number of external complaints filed: 11

Dismissed: Insufficient Evidence

EEOC Race/Nationality

usDC 2008 | Race/Nationality Dismissed w/0 Prejudice;,
Settlement: $60,000 incl. atty’s
Fees

EEOC 5008 Age Witht?lrawn Simultanecus
w/Grievance; Settled for
$11,375.50

EEOC 2008 Age Withdrawn Simultaneous
w/Grievance; Settled for
$11,187.50

Uuspe 2009 Race/Age Dismissed: Failure to State Claim
and Time-Barred |

EEOC 2009 Race/Age Decision Pending

EEOC 2009 Disability Dismissed: No Probable Cause

State Division 2009 Race/Color Decision Pending

of Human

Rights

OCR 2010 Disability Dismissed: Insufficient Evidence

- EEOC 2010 Disability Decision Pending
EEOC 2010 R_ace/Age Decision Pending

*Filed During the Audit Period




