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Background 
Context

MVC invited Hotep Consultants to facilitate an 
Equity Audit of practices, policies and procedures 
to uncover potential barriers to student success 
-- specifically as it relates to the impact on 
historically minoritized students. 

● Assess current practices at MVC - 
including existing equity-centered work

● Provide recommendations for continued 
improvements

● Ensure equity is embedded in all areas of 
campus: policy, practice, and praxis

Timeline

April - May
Collected survey responses from an employee 
survey and a student survey. 

May-June
Facilitated focus groups for students, 
instructional faculty, student support & services 
(classified professionals), and administrators.

June-August
Conduct an analysis of key institutional 
documents focused on policy, practice, and 
assessment. 





EA Approach: Data Reviewed 
1. Campus-wide Survey 

a. Employee responses: 197  Student Responses: 305
b. Gained insight into MVC’s culture and climate including the extent to which employees feel supported and 

valued by the institution, the practices they engage in to support students, and some of the issues and 
challenges with shifting to a student-focused and student-ready approach. 

c. Point of contact for recruitment: Dean J. Kevari who collaborated with department chairs and committees to 
encourage participation for campus employees. 

2. Focus Group Discussions
a. Total # of hours: 8 
b. 26 participants engaged in 6 sessions. Participants represent the following stakeholder groups:                     

(1) students, (2) student services & support, (1) instructional faculty, (1) administrators 
c. Gained insight around employees level of understanding, engagement, and feedback around equity, diversity, 

and inclusion efforts at MVC. 
3. Document Analysis Protocol

a. Total # of documents: 125
b. Types of documents: Policies, practices, and assessments 

i. Job descriptions/postings, student forms, advertisements about programs and services, student 
learning outcomes, and syllabi.

c. Gained insight into structures, messages and practices that create barriers to anti-racist efforts



Participant Demographics - Employees
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Participant Demographics - Student
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Limitations

● Timing
○ Many of the focus groups took place during the summer

● Breadth and depth of voices
○ Wish we had more participation from part-time/adjunct faculty

● Access to data
○ We can only review the information we have access to

● Pandemic!
○ This year has been interesting



Key Findings



Overarching Themes
Challenges with campus dialogues
There is a level of discomfort and difficulty around discussions about equity and inclusion. This can 
create barriers to engaging in constructive and nuanced discussions needed to take a collaborative 
approach to equity.  

Support should be aligned with expectations
There is a need to develop holistic supports for faculty, classified professionals, and administrators to 
meet the institution’s goals around equity and increasing student success. 

Race and Racial Equity 
Equity efforts are largely focused on diversity, inclusion, and access. There isn’t a consistent and 
explicit addressing of race and an analysis of racial inequity.



Key Findings - Student Ready (Institutional) 
Highlights Areas of Growth/Opportunity 

● Institutional documents show a clear focus on equity 
and a campus-wide commitment to improving 
student success outcomes. 

 Evidenced in: 2020 Spring- Guided Pathways Update, 
2019-2022 Student Equity Plan ES, & Integrated Strategic Plan

● Professional learning experiences focus on  
equity-minded and culturally responsive practices. 

 Evidenced in: English Program Review, English Annual Update

“Conversations around equity have become more 
meaningful, not just quantitative (retention and 
success) but qualitative...thinking about curriculum, 
practices, and policies differently.”

● There isn’t a consistent focus on equity or the 
college’s priorities in terms of diversity, equity, and 
inclusion across all job descriptions.

● Not all employees are fully informed about 
professional learning opportunities and/or have the 
capacity to engage in these activities. 

● There is a sense that how decision making happens 
within the prioritization process is unclear.

● Going through the process of completing forms can 
be a stressful experience for students. 



Key Findings - Equity Minded (Individual)
Highlights Areas of Growth/Opportunity 

● Both faculty and classified professionals reported they 
have high expectations of all students regardless of 
race, gender and cultural identity. They also engage in 
practices that are welcoming to students including  
asking students how to correctly pronounce their names 
and addressing students using the pronouns they identify 
with.

● Both faculty and classified professionals also acknowledge 
that their departments prioritize high quality instruction 
and/or service for students and provide flexibility and 
support when students need assistance. 

● There is also an awareness around how individual’s 
beliefs could create bias towards certain 
students/groups.

● 81% of employees reported that there is not a 
shared understanding of “equity” within their 
constituency group. 

● There can be a disconnect in on what it means to 
engage in equity minded practices. 

○ I worry that some "culturally responsive" 
practices, especially in grading and 
assessment, but maybe even in pedagogy, 
could lower standards or even create different 
standards for different groups, or even have 
the unintended consequence of demotivating 
some students who are already striving hard.”



Key Findings - Transformative (Service) 
Highlights Areas of Growth/Opportunity 

● Auto Awarding of Degrees & Certificates in 
2017-2018 led to an increase in the completion 
rates for Latinx and African American populations. 
(Evidenced in: Six Areas of Focus John W. Rice Award 
Honorable Mention)

● The majority of student respondents (83-88%) shared 
they feel valued by the instructors in the classroom 
and believe that campus staff are helpful and 
approachable. 

● Students shared that within the past year, positive 
relationships w/ peers and employees and access to 
campus programs/services have helped them feel a 
sense of belonging and connection to MVC 
community. 

● 84% of students reported they believe that MVC 
employees are genuinely concerned about their well 
being and success.

● Advertisements about programs and services 
can be more enticing & engaging for students 
by focusing on the benefit of a program versus 
listing services. 

● Language on  course syllabi: When thinking 
about SLO’s, consider how will this course 
relate or help them critically engage beyond this 
particular class? How are classroom policies 
and expectations framed by the instructor?   



A Way Forward



A Way Forward - Student Ready (Institutional) 

● Ensure that all campus constituents are able to participate in professional development activities, especially those that are focused 
on equity, announcing campus wide initiatives, and equity advancing practices.  Identify ways in which Flex Day schedules can be 
more inclusive of stakeholder groups across campus, both in content shared and presenters of key information.

● Develop a communication guide to explain the college prioritization process and include: vocabulary, the roles of key groups, guiding 
questions or key elements that should be focused on to help create transparency and clarity around how decisions are made.

● Develop a forms committee to review and evaluate the usefulness of student forms and processes.  Specifically identifying changes 
to be made to allow forms to be more user friendly; clear in instructions, expected next steps, and contact information; and written in 
student ready language that promotes student advocacy and clarity in process.

● Integrate intentional approaches to equity, diversity, and inclusion within the COR and course syllabi.

● Conduct an equity map to catalog all of the equity related efforts on campus. Additionally, establish a calendar for Diversity, Equity, 
Inclusion (DEI) that is organized to bring together all DEI related activities in one place where users can identify/filter to identify 
events/programs that are student facing, employee facing, what experiences are open to the community. 

● Utilize the four-part framework on Anti-Racism Education and Professional Development  (The Academic Senate for CCC position 
paper) as a resource for the on-going implmementation of becoming an Anti-Racist Organization. 

● Planning for the design of the physical campus space should consider the needs of different groups of students

https://www.asccc.org/sites/default/files/Anti-Racism_Education_F20.pdf


A Way Forward - Equity Minded (Individual) 
● Establish common language around key definitions of equity, disproportionate impact, diversity, and inclusion. Be clear 

around the purpose of this language and the intentional use of said definitions.  Create the capacity to utilize shared 
definitions and common language when referring to issues of equity and equity advancing work on campus.

● Establish a space for on-going critical reflection, learning, and adaptation of individual practices. This includes 
learning about issues of equity, structural racism and anti-racism, intentional critical self-reflection of individual 
practice and collaboration with colleagues representing a cross section of campus. 

● Embed equity action plans within all employee evaluations to encourage the engagement with equity advancing 
work on campus (and/or beyond) and highlight areas of opportunity for the campus to meet the professional 
development needs of faculty, staff, and administrators.

● Conduct critical dialogue facilitation training with department managers and campus leadership to promote and 
model effective communication and feedback strategies.

● Establish equity-focused professional development/trainings geared towards the variety of experiences that come 
with the role of Classified Professionals. 

● Programs, initiatives, and services designed to increase success for historically minoritized communities each 
develop a bank of questions that guide their process for recruitment and program development. This is to help 
ensure that we are intentional in engaging those who the program/initiative/service was designed for.



A Way Forward - Transformative (Service) 
● Review marketing materials, websites, and onboarding materials for student support programs, learning communities, and 

learning centers to ensure the centering of program benefits rather than technical jargon.

● Establish a process to review and revise course syllabi and canvas pages on a regular basis.  While syllabi can be viewed 
as contracts from the student to the instructor, they can, and should, also be viewed as a communication tool and 
resource between the instructor and the student.

● Conduct Student Support Services bi-annual retreats/planning sessions to share knowledge, onboard/support new 
employees, address priorities or issues, etc

● Establish a Social Justice Speaker Series for and organized by students. This experience should be designed to create a 
sense of community and educate students on salient issues. 

● Develop an archive with images and graphics representing student demographics, that are updated regularly for all 
employees to be able to access for recruitment efforts, program flyers, the student handbook, and other materials 
intended for students.  

● Establish a standing open forum/space for faculty members and classified professionals to share equity-minded 
practices/approaches they are utilizing that have been successful. Share their approach and data that shows the 
effectiveness of their approach. 

● Establish an Equity Innovation Fund/Grant to promote creative thinking of campus constituents. Participants can submit 
an idea of a pilot project and/or updates to current programs and services to enrich the student’s experience. 
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