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EXECUTIVE SUMMARY
This executive summary is a brief synopsis of the Santa Monica College Equity Audit
recommendations. All recommendations are categorized within the S.E.T. Framework which
provides the philosophical foundation that informs the way in which the Hotep Consultants Team
approaches the development of human centered data collection, equity focused data analysis, and
intentional and practical reporting of findings and recommendations. The full Equity Audit report
that follows the Executive Summary provides more comprehensive details about the Equity Audit
including the audit features, process, overall findings including highlights and areas of opportunity,
and full set of recommendations.

Overarching Themes

Clarity and Connection 
There is a lack of clarity around the institution’s equity advancing priorities. There are several
different groups all with different goals around how to advance equity efforts on campus. The Board
of Trustees has one set of goals, the Student Equity Plan boasts another set of goals, which are all
different from the goals in the 2017-2022 Strategic Planning document. What further muddies the
clarity around SMC’s equity advancing priorities and goals, is the fact that an overarching set of
priorities – one to which all of the individual groups can build their individual goals off of – is
missing. Without an overarching set of priorities, the institution lacks guidance on how to best
prioritize and implement the goals that they do have. 

Challenges to developing an Equity Ecosystem 
As mentioned previously, there are several different equity focused groups that exist within SMC,
each with their own set of goals and priorities. Because there is no clear connection between the
various groups and goals, the equity efforts that exist are siloed and polarized which creates a
barrier to developing a system of equity to provide collaborative opportunities to work towards a
shared set of priorities. Additionally, the siloed groups have created an environment that has made
it difficult, and unwelcoming, for those not in the “in group” to enter these communities if their
backgrounds differ or if they have a different level of understanding of the issues, and subsequent
recommendations, to advance equity efforts at SMC. 

Competencies for Student Success 
SMC’s strong reputation, programs, and services attract diverse students into the SMC community.
And yet, because there is no clear set of priorities to support these diverse groups of students nor
an equity ecosystem to create collaborative and cohesive approaches to supporting equity
initiatives within the college, the efforts that are currently taking place are limited in their impact to
improve outcomes for disproportionately impacted students. Individual employees and
departments are going above and beyond to support and retain students considering limited
human and financial resources and support to address gaps in quality of teaching and service. 
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Confirm and solidify the college’s overarching institutional goals via Educational Master
Plan, Strategic Plan, or Board of Trustee Goals. These goals should serve as the leading
goals for which all institutional activities, individual group goals, and governance bodies
should be in alignment to support.

Implement a Shared Equity Leadership (SEL) Framework to provide a collaborative and
inclusive approach to structuring equity work.

Shift from a risk management and compliance approach to a mindset of creating
institutional transformation when examining policies, practices, and assessments. This
includes an equity-minded approach to decision making within the context of the current
institutional landscape. 

Assess the current status of recommendations and qualitative data provided by former
consultants (i.e. USC's Race & Equity Center) and internal campus experts (i.e. Office of
Institutional Research) about the student experience. Identify which recommendations
have been implemented, which need additional support, and which may not be
prioritized at the moment. Develop an action plan to support the recommendations that
are to move forward.

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.

Recruit and onboard a permanent Dean for the Division of Equity, Pathways, and
Inclusion.

KEY RECOMMENDATIONS
Student Ready (Institutional)
A Student Ready organization creates system-wide impact by consistently examining processes
and practices that are hindering learning for all students and actively working towards solutions.
The recommendations below are intended to address system-wide approaches to best support a
diverse constituency of students.

Administrative Capacity Building
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Develop an internal “how-to” guide (sharing the college’s current and updated processes
and practices) for conducting an inclusive and equitable search process. Provide
accessible and updated information on how to prepare, chair/lead, and participate on a
committee with an equity-minded perspective.

Update job descriptions and templates across job categories to be explicit about the
expectations of potential employees to engage in equity advancing practices. 

Develop capacity for Human Resources to mandate accessible and effective DEI training
for all employees, in order to participate on a recruitment committee.

Ensure that all campus constituents, especially classified professionals and part-time
faculty, are able to participate in professional learning experiences, especially those that
are focused on equity.  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. Announce campus wide equity initiatives share create opportunities for
sharing equity advancing practices for employees regularly.

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, and what experiences are open
to the community. 

Continue to review and revise Course Outlines of Record, Student Learning Outcomes,
Program Learning Outcomes as originally intended in the 2021-2022 Action Plans to
Support the Institutional Strategic Initiatives and Objectives.

Employee Relations & Support

Equity Advancing Initiatives
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Access tools and resources that help support individuals in using their agency and locus of control
to practice equity in their work.

Conduct a review of employee review, onboarding, and evaluation forms to incentivize equity-
minded practices, provide support needed for employee learning and growth, and to address
behaviors not aligned with SMC’s vision, mission, and goals.

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.

Develop Employee Learning Pathways to guide employees in accessing activities and programs
best aligned with their interests and needs as it pertains to professional growth. This would include
an inventory of all organized PD activities, when they take place during the year, expertise levels,
modality, and resources. 

Expand Equitizing Gateway Courses opportunities to non-transfer related courses to support
equitable approaches in CTE and degree applicable courses.

Provide training and coaching for managers/administration with formal responsibilities over equity
initiatives. Training topics and content include:

Develop a process for dialogue that addresses conflict in a constructive way.
Deepen knowledge base around key issues and trends affecting various student groups and
communities. 
Develop funding/resource strategies to sustain impact of equity initiatives across the college.

Develop leadership training (modules/workshops) for students leaders & student employees.
Incorporating these experiences at the beginning of a student’s employment or leadership role will
help develop their self-awareness and skills so they can help create a welcoming environment for a
diverse student body.

Equity Minded (Individual)
Equity Minded higher education professionals intentionally call attention to patterns of inequity in student
experiences and outcomes. They also take personal and professional responsibility for the success of their
students and critically reassess their own practices. The recommendations below are centered on the
development of interpersonal understanding of equity and individual impact on equity advancement within
the SMC community.

Administrative Capacity Building

Employee Relations & Support

Professional Learning Experiences
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Engage in  Cu l tura l  Humi l i t y  and Hea l ing  Centered Leadersh ip  & Engagement
t ra in ings/pract i ces  to  re -estab l i sh  a  c lear  cu l ture  o f  t rust ,  understand ing ,  and
co l leg ia l i t y .  

Ut i l i ze  t ime w i th in  Department/D iv i s ion  meet ings  to  fac i l i ta te  d ia logue w i th  s ta f f ,
facu l ty ,  and admin is t ra tors  for  shar ing  best  pract i ces  and how to  implement
cu l tura l l y  susta in ing  pract i ces  w i th in  the i r  work .  

Incorporate  outreach pract i ces  that  center  re la t ionsh ip  bu i ld ing  in terna l l y  through
sta f f  career  deve lopment  and advancement  e f for ts  and w i th  externa l  communi t ies
and organ izat ions .  

Es tab l i sh  a  s ta f f  ombudsperson (or  o f f i ce )  ded icated  to  be ing  a  resource  to  the
communi ty  o f  campus  employees  who have  i ssues  or  concerns  w i th  fa i rness  w i th
co l lege  processes ,  po l i c ies ,  or  procedures ,  and to  communicate  conf ident ia l l y
about  the i r  exper iences .  The  ombudsperson can  support  ind iv idua ls  and prov ide
systemic  recommendat ions  w i thout  d isc los ing  conf ident ia l  in format ion .

Rev ise  the  Data  Coach ing  program to  inc lude externa l  fac i l i ta tors  -  espec ia l l y  as  i t
comes to  support ing  C lass i f ied  Educators ,  Admin is t ra tors ,  and Hes i tant /Less
Engaged Facu l ty .

Deve lop  a  cohorted  profess iona l  learn ing  ser ies  that  features  externa l  exper ts ,
focused on deve lop ing  cu l tura l  and rac ia l  l i teracy  for  employees .  For  the  f i rs t  few
years ,  o f fer  the  same ser ies  o f  top ics  to  es tab l i sh  a  shared foundat iona l  base l ine
exper ience .  Sen ior  s ta f f  and management  shou ld  encourage  par t i c ipat ion  and
create  capac i ty  for  employees  to  engage .  

Es tab l i sh  a  forms commit tee  to  rev iew the  e f fec t i veness  o f  requ i red  forms ,  update
language ,  and eva luate  the  submiss ion  and rev iew process  on  a  regu lar  bas is
(annua l l y ) .

Transformative (Service)
Trans format i ve  i s  the  mani f es ta t ion  o f  prac t i ces  tha t  address  the  h i s tor i ca l  and
soc iopo l i t i ca l  causes  o f  inequ i t i e s  found  in  educat ion  and  engage  in  data - in formed e f for t s
to  repa i r  and  res tore  the  educat iona l  sys tem.  The  recommendat ions  l i s t ed  be low have  been
deve loped  to  be t t e r  suppor t  the  way  in  wh ich  ind i v idua l s  across  the  campus  engage  w i th
s tudents  in  an  e f for t  to  suppor t  the i r  success .

Admin is t ra t i ve  Capac i ty  Bu i ld ing

Employee  Re la t ions  & Support

Profess iona l  Learn ing  Exper iences

Transformat ive  Serv ice



Estab l i sh  a  process  to  rev iew and rev ise  the  model  sy l labus  template ,  course
sy l lab i ,  and canvas  pages  on  a  regu lar  bas is .  Whi le  sy l lab i  can  be  v iewed as
contracts  f rom the  s tudent  to  the  ins t ructor ,  they  can ,  and shou ld ,  a l so  be
v iewed as  a  communicat ion  too l  and resource  between the  ins t ructor  and the
student .

Implement  equ i tab le  and inc lus ive  ins t ruct iona l  s t ra teg ies  f rom course  des ign  to
assessment  &  grad ing :

Des ign  an  access ib le  course  so  a l l  s tudent  rece ive  the  adequate  supports  and
mater ia l s  they  need for  the  semester  ( i .e .  open educat iona l  resources ,  bas ic  needs
resource  gu ide )  in  a  t ime ly  manner .  
Use  a  f ramework  for  lesson p lann ing  that  supports  the  progress  o f  s tudents  w i th
d i f ferent  backgrounds  and leve ls  o f  understand ing  ( i .e .  us ing  quest ionna i res  and
accept ing  feedback  f rom students  to  understand the  d iverse  learn ing  s ty les  and needs
of  s tudents  ,  ensure  lec ture/presentat ion  s l ides  and learn ing  act i v i t ies  are  access ib le
for  s tudents  us ing  screen readers  and have ) .
Fac i l i ta te  engag ing  exper iences  that  contextua l i ze  course  concepts  in  a  way  that  i s
re levant  to  s tudents  ( i .e .  incorporate  e thn ica l l y  and rac ia l l y  d i verse  experts / th inkers  in
your  d isc ip l ine ,  learn  what  s tudents  are  in terested  in  and what  broader  i ssues  are
re levant  and use  th is  in fo  as  an  anchor  to  create  cur ios i t y  and in terest  around the
content .
Implement  low s takes  ass ignments  and assessments  where  s tudents  are  ac t i ve ly
invo lved  in  the i r  learn ing ,  consc ious  o f  the i r  areas  for  improvement  and progress ,  and
can bet ter  demonstrate  the i r  knowledge .  

Departments  create  opportun i t ies  to  address  s tudent  equ i ty  i ssues  that  are
d iscovered through feedback  o f  s tudents ,  s ta f f ,  and facu l ty .  Examples  o f  key
quest ions  are :

To what  extent  can  the  department  ad just  i t s  procedures  and pract i ces  to  be  more
equi tab le?  
How is  s tudent  feedback  e l i c i ted  by  the  department?  I f  no  feedback  i s  co l lec ted ,  where
are  there  opportun i t ies  to  d iscuss  improvement  o f  current  serv ices  and o f fer ings?

Promote  usage  o f  the  Gateway  to  Pers is tence  and Success  (GPS)  p la t form for
facu l ty .  
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BACKGROUND
CCC System-wide Context

The Ca l i forn ia  Communi ty  Co l lege  sys tem,  compr is ing  116 co l leges ,  serves  1 .8
mi l l ion  s tudents ,  annua l l y .  About  70% of  s tudents  enro l led  ident i f y  as  rac ia l /e thn ic
minor i t ies .  In  the  1970 ’s ,  as  the  demand for  h igher  educat ion  expanded ,  communi ty
co l leges  were  ident i f ied  as  key  ins t i tu t ions  for  increas ing  access  to  opportun i t ies .  In
2017 ,  the  Ca l i forn ia  V is ion  for  Success  created a  p lan  for  address ing  long  s tand ing
issues  and barr iers  to  s tudent  success  and emphas ized  th is  be l ie f  that  co l leges
should  prov ide  c lear ,  s imple ,  and access ib le  pathways  w i th  embedded supports  to
ensure  that  s tudents  are  ab le  to  ach ieve  the i r  educat iona l  goa ls .  

The  2017 V is ion  for  Success :  S t rengthen ing  the  Ca l i forn ia  Communi ty  Co l leges  to
Meet  Ca l i forn ia ' s  Needs ,  mapped out  goa ls  to  address  long  s tand ing  barr iers ,  w i th in
the  sys tem,  to  re tent ion  and complet ion  inc lud ing  decreas ing  the  average  number  o f
un i ts  accumulated  by  s tudents  and reduc ing  equ i ty  gaps  for  t rad i t iona l l y
underrepresented s tudent  groups .  Th is  V is ion  served as  a  f ramework  for  co l leges  in
shap ing  the i r  goa ls  for  improv ing  ins t ruct ion  and serv ices  to  s tudents .  Many
co l leges  have  sourced profess iona l  exper t i se  and gu idance  f rom externa l
consu l tants  about  i ssues  o f  race ,  ident i t y  and cu l ture ,  w i th  an  in terest  in  learn ing
how to  create  env i ronments  that  are  more  we lcoming  and support ing
d isproport ionate ly  impacted s tudent  communi t ies ,  espec ia l l y  for  B lack ,  Lat inx ,  and
Nat ive  s tudents .

In  March  2020 ,  communi ty  co l leges  throughout  the  sys tem sh i f ted  the  way  in  wh ich
they  have  t rad i t iona l l y  o f fered  ins t ruct ion ,  support  serv ices ,  and resources  in  an
ef for t  to  be  respons ive  to  the  g loba l  Cov id -19  pandemic .  Th is  ma jor  sh i f t  became an
opportun i ty  to  t rans i t ion  a l l  components  and aspects  o f  the  “campus  exper ience , ”
f rom inst ruct ion ,  s tudent  serv ices ,  and bus iness  serv ices ,  to  an  on l ine  moda l i t y .  Th is
g loba l  hea l th  a lso  revea led  the  importance  o f  pr ior i t i z ing  bas ic  needs ’  programs and
serv ices  as  we l l  as  the  growing  d ispar i t ies  amongst  peop le  o f  co lor .  The  murders  o f
George  F loyd ,  Breonna Tay lor ,  Ahmaud Arbery  and a  number  o f  o ther  B lack  peop le
at  the  hands  o f  po l i ce ,  i gn i ted  c i v i l  and soc ia l  unrest  loca l l y ,  reg iona l l y ,  nat iona l l y ,
and g loba l l y .  

In  June  2020 ,  the  Chance l lor  o f  the  Ca l i forn ia  Communi ty  Co l lege ,  E loy  Oak ley  Ort i z ,
i ssued the  Ca l l  to  Act ion  wh ich  cha l lenged co l leges  to  invest igate  current  s t ructures ,
curr i cu lum,  and pract i ces ,  and ident i f y  ways  to  d ismant le  and repa i r  s t ructura l
rac ism embedded w i th in  the  sys tem of  schoo l ing .  Conversat ions  around i ssues  o f
race  are  not  new to  the  Ca l i forn ia  Communi ty  Co l leges .  A lmost  three  years  in to  the
“Post -George  F loyd  Era , ”  ins t i tu t ions  have  p lenty  o f  work  ahead o f  them to  c lose
long  s tand ing  d ispar i t ies  for  B lack  s tudents  and employees .  
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F ind ings  f rom a  Pew Research  Cente r  survey  reported  that  about  65% of  B lack
Amer icans  do  not  be l ieve  that  the  increased awareness  around rac ia l  inequa l i t y
a f ter  the  murder  o f  George  F loyd ,  has  led  to  improvements  in  the i r  l i ves .  
E f for ts  a t  d ismant l ing  rac ism and ant i -B lack  rac ism wi th in  H igher  Educat ion
have  been large ly  focused on symbol i c  and representat i ve  gestures  ( i .e .
s ta tements ,  c reat ing  task  forces ,  renaming  bu i ld ings ,  and ce lebrat ing
Juneteenth )  o f  equ i ty  ra ther  than focus ing  on  sys tems and s t ructures .  Whi le
there  i s  a  p lace  and space  for  these  type  o f  ac t ions ,  i t  i s  c r i t i ca l  for
organ izat ions  to  deve lop  a  sys temic  ana lys i s  o f  po l i c ies ,  pract i ces ,  and
assessments  that  impact  outcomes for  B lack  s tudents  and other  h is tor ica l l y
minor i t i zed  s tudents .  

Santa Monica Col lege Context  

Estab l i shed in  1929 ,  Santa  Monica  Co l lege  (SMC)  i s  a  s ing le  d is t r i c t  co l lege  in
Santa  Monica ,  Ca l i forn ia  that  enro l l s  a lmost  30 ,000 cred i t  s tudents  per
semester .  The  Co l lege  serves  s tudents  and employees  a t tend ing  the  co l lege
f rom the  surrounding  Los  Ange les  County  reg ion ,  out -o f -s ta te ,  and d i f ferent
par ts  o f  the  wor ld .  Des ignated as  a  H ispan ic  Serv ice  Ins t i tu t ion  in  2005 ,  over
36% of  SMC s tudents  ident i f y  as  H ispan ic  or  Lat inx/a/o .  Some of  the  key
in i t ia t i ves  and programs deve loped to  support  s tudent  access ,  equ i ty ,  and
success  inc lude Redes ign ing  the  Student  Exper ience/Guided Pathways ,
mentor ing  programs for  men of  co lor  and women of  co lor  (MOCAN,  S is ter  to
S is ter ) ,  the  S tudent  Equ i ty  Center  (Gender  Equ i ty ,  Rac ia l  Jus t i ce ,  Pr ide  and
Dream Resource  Center ) ,  and the  Bas ic  Needs  Ecosystem of  Support .  

SMC engaged in  a  process  o f  inqu i ry  and re f lec t ion  to  understand why ,  desp i te
notab le  successes  o f  the  ins t i tu t ion ,  most  s tudents  are  s t i l l  not  complet ing  the i r
se l f  de f ined goa ls  wh ich  re f lec ted  a  broader  sh i f t  a t  the  co l lege  around how i t
understands  the  co l lege  exper ience .  When SMC engaged in  the  Redes ign ing  the
Student  Exper ience ,  data  showed that  on ly  20% of  SMC ’s  f i r s t  t ime co l lege
students  who enro l l  in  the  fa l l  earn  a  degree ,  a  cer t i f i ca te ,  or  t rans fer  to  a  4 -
year  ins t i tu t ion  w i th in  three  years .  

Add i t iona l l y ,  out  o f  an  est imated 4 ,400 f i rs t - t ime- in -co l lege  s tudents  in  a  g i ven
fa l l  cohort ,  who have  the  goa l  o f  t rans fer ,  a  degree ,  or  a  cer t i f i ca te ,  more  than
45% stopped at tend ing  any  ins t i tu t ion  o f  h igher  educat ion  a f ter  three  years ,
w i thout  earn ing  a  degree  or  cer t i f i ca te  on  the i r  t ranscr ip t  (Redes ign ing  the
S tudent  Exper i ence  Ca l l  to  Ac t ion  Case  S ta tement ) .  Through adopt ing  the  language  
f rom the  Guided Pathways  Framework ,  SMC sought  to  deve lop  s t ructures  and
programs to  address  equ i ty  gaps  in  ra tes  o f  co l lege  complet ion ,  t rans fer ,  and
success  in  the  work force .  

 

https://www.pewresearch.org/race-ethnicity/2022/08/30/black-americans-have-a-clear-vision-for-reducing-racism-but-little-hope-it-will-happen/
https://www.smc.edu/administration/governance/academic-senate/guided-pathways-framework/case-statement.php
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Deve lopment  and implementat ion  o f  the  SMC Data  Coach ing  Program,  a  robust
and comprehens ive  profess iona l  learn ing  exper ience  for  s ta f f ,  facu l ty ,  and
managers ,  and led  by  in terna l  campus  experts .  Th is  program was  created to
grow the  co l lege ’ s  capac i ty  to  gather ,  in terpret  and app ly  data  to  in f luence
co l lege  p lann ing  processes  ( Ins t i tu t iona l  Research-  Data  Coach ing  Program) .

Estab l i shment  o f  the  Equ i t i z ing  Gateway  Courses  program which  i s  a  mul t i -
semester  profess iona l  deve lopment  exper ience  that  prov ides  facu l ty  w i th  space
and resources  to  exp lore  ways  in  wh ich  they  may  incorporate  equ i ty -centered
teach ing  and learn ing  approaches  w i th in  the i r  ind iv idua l  pract i ce  to  bet ter
support  s tudent  success  ( SMC Equ i t i z ing  Gateway  Courses  Program) .

The deve lopment  o f  the  Equ i ty  P lan  Task  Force  and Student  Equ i ty  S teer ing
Commit tee ,  wh ich  have  s t r i ved  towards  cu l t i va t ing  a  campus  ident i t y  that  i s
more  re f lec t i ve  o f  the  s tudents  and the  co l lege ’ s  commitment  to  support  the i r
success  ( S tudent  Equ i t y  P lan  Execut i ve  Summary  2019-2022) .

Innovat ions  such as  Gateway  to  Pers is tence  and Success ,  a  communicat ions
p la t form where  s tudents  rece ive  important  in format ion  ( re la ted  to  events ,
appo intments ,  and p lans )  for  programs and courses  they  are  commit ted  to ,  as
we l l  as  a f f i rmat ion  ( through kudos )  f rom facu l ty  and s ta f f  on  accompl i shments .  

A l though t rans fer  ra tes  improved for  B lack  and Lat ine/x  s tudents ,  the  equ i ty
gaps  for  both  groups  pers is ted  f rom 2011-2017.  

B lack  s tudents  on ly  represent  6 .8% of  the  Assoc ia te  Degrees  awarded in  2020-
2021 ,  mak ing  up the  smal les t  share  o f  degree  earners  a long  w i th  mul t i - rac ia l
s tudents .      

The  Redes ign ing  the  S tudent  Exper i ence  Ca l l  to  Ac t ion  statement  reads ,  “These
stopp ing/dropping  out  data  revea l  s ign i f i cant  d ispar i t ies  based on s tudents ’
rac ia l /e thn ic  ident i f i ca t ion .  D isproport ionate ly  more  B lack  s tudents  (59%)  and
Lat ina/o/x  s tudents  (47%)  ex i t  h igher  educat ion  w i thout  a  credent ia l  or  t rans fer
than Whi te  s tudents  (39%)  and As ian  s tudents  (39%) . ”  

S ince  the  2017 Ca l i forn ia  Communi ty  Co l lege  Chance l lor ’ s  Of f i ce  (CCCCO)  V is ion  for
Success  was  put  in to  mot ion ,  Santa  Monica  Co l lege  has  made s ign i f i cant  progress
in  examin ing  t rad i t iona l  approaches ,  hear ing  s tudents ’  perspect i ves  and vo ices ,
and creat ing  ins t i tu t iona l  capac i ty  to  address  sys temic  barr iers  to  s tudent  success .
Examples  o f  the  great  work  that  has  taken p lace  are  ev idenced in :

Whi le  improvements  have  been made ,  there  are  s t i l l  opportun i ty  gaps  pred ic tab le
by  race .  Examples  o f  th is  are  ev ident  in  the  2022-2023 Ins t i tu t iona l  E f f ec t i veness
Repor t :
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https://www.smc.edu/epicenter/data-coach.php
https://www.smc.edu/administration/governance/academic-senate/guided-pathways-framework/equitizing-gateway-courses.php
https://www.smc.edu/administration/institutional-research/documents/SMC_SEP_2019-2022.pdf
https://www.smc.edu/administration/institutional-research/documents/SMC_SEP_2019-2022.pdf
https://www.smc.edu/administration/institutional-research/documents/2023-IE-Metrics/1-9-Completed-Vision-Completion-Goal-in-Three-Years.pdf
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Addi t iona l l y ,  wh i le  SMC is  we l l  known for  h igh  t rans fer  ra tes  to  the  Un ivers i t y  o f
Ca l i forn ia  sys tem,  there  are  a lso  d iscrepanc ies  in  the  percentage  o f  s tudents
who actua l l y  ach ieve  the  goa l  o f  “Trans ferr ing  to  a  4 -year  Ins t i tu t ion”  when
disaggregated by  race .  S tudents  who ident i f y  as  As ian ,  B lack ,  or  Lat ine/x  have
exper ienced s ign i f i cant l y  lower  t rans fer  ra tes  than Whi te  or  Mul t i -Rac ia l
s tudents .

Tab le  2 .  T rans fe r red  to  a  Four -Year  Ins t i tu t ion  Wi th in  Three  Years

Source :  SMC 2022-2023 Ins t i tu t iona l  E f f ec t i veness  Repor t  

Tab le  1 .  Comple ted  V i s ion  Goa l  in  Three  Years



Assess  current  pract i ces  a t  Santa  Monica  Co l lege  -  inc lud ing  ex is t ing  equ i ty -
centered work
Prov ide  recommendat ions  for  cont inued improvements
Ensure  equ i ty  i s  embedded in  a l l  a reas  o f  campus :  po l i cy ,  pract i ce ,  and prax is ,
inc lud ing  pedagogy  and andragogy .

Santa  Monica  Co l lege  serves  a  d iverse  s tudent  populat ion  and has  deve loped
supports  for  B lack  s tudent  success ,  such  as  the  B lack  Co l leg ians  program,  and yet
fewer  than 100 B lack  s tudents  t rans fer  to  a  four -year  ins t i tu t ion  w i th in  three  years .
Outcomes such as  these  prov ide  an  opportun i ty  for  SMC to  eva luate  current
po l i c ies  and pract i ces  that  may  be  contr ibut ing  to  the  d isproport ionate  impact  on
campus .

Santa  Monica  Co l lege ’ s  miss ion  i s  to  prov ide  a  sa fe ,  inc lus ive ,  and dynamic  learn ing
env i ronment  that  encourages  persona l  and in te l lec tua l  exp lorat ion  −  one that
cha l lenges  and supports  s tudents  in  ach iev ing  the i r  educat iona l  goa ls .  S tudents
learn  to  contr ibute  to  the  loca l  and g loba l  communi ty  as  they  deve lop  an
understand ing  o f  the i r  re la t ionsh ip  to  d iverse  soc ia l ,  cu l tura l ,  po l i t i ca l ,  economic ,
techno log ica l ,  and natura l  env i ronments .  

The  Co l lege  recogn izes  that  each  ind iv idua l  makes  a  cr i t i ca l  contr ibut ion  to  the
ach ievement  o f  th is  miss ion .  In  order  to  best  understand the  ways  in  wh ich  Santa
Monica  Co l lege ’ s  miss ion  i s  operat iona l i zed ,  the  Equ i ty  Aud i t  has  three  main  goa ls :

Th is  Equ i ty  Aud i t  w i l l  h igh l ight  both  equ i ty  advanc ing  pract i ces  tak ing  p lace  a t  Santa
Monica  Co l lege  and areas  o f  improvement .  The  recommendat ions  inc luded w i th in
the  aud i t  w i l l ,  idea l l y ,  meet  the  needs  o f  a l l  const i tuent  groups  across  the
inst i tu t ion  in  order  to  have  sys tem wide  impact .  Wi th  the  focus  be ing  on  increas ing
student  success ,  i t  i s  our  hope that  the  in format ion  ident i f ied  w i th in  th is  report  w i l l
resu l t  in  a  more  equ i tab le ,  inc lus ive ,  and we lcoming  ins t i tu t ion  where  a l l  communi ty
members  can  thr i ve  and succeed.

PAGE |  15
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KEY DEFINITIONS 
In  an  e f for t  to  support  potent ia l  readers  o f  th is  report ,  we  fee l  as  though i t  i s
important  to  prov ide  def in i t ions  o f  key  termino logy  that  w i l l  be  used throughout  th is
document .  Prov id ing  these  def in i t ions  o f fers  readers  a  base l ine  common
understand ing  o f  phrases  such as  "equ i ty " ,  "ant i - rac ism" ,  and "minor i t i zed  s tudents . "
Whi le  we understand that  many  def in i t ions  o f  these  phrases  may  ex is t ,  the  def in i t ions
be low re f lec t  how we ,  as  consu l tants  and researchers ,  v iew ,  d iscuss ,  and understand
these  words  and phrases .

Anti -Racism
Scho lar  and author  o f  How to  Be  An Ant i rac is t ,  Ibram X .  Kend i  def ines  ant i - rac ism as
the  in tent iona l  focus  on  po l i c ies  and pract i ces  that  produce  or  susta in  rac ia l  equ i ty
between rac ia l  g roups .  I t  requ i res  constant  assessment  and re f lec t ion  and i s  focused
so le ly  on  the  outcome of  a  po l i cy  or  pract i ce ,  ra ther  than on the  creator  o f  such
pol i cy  or  pract i ce .

Culture
Cul ture  i s  the  pervas ive  sys tem of  a t t i tudes ,  va lues ,  symbols ,  and sk i l l s  shared w i th in
an ins t i tu t ion ,  organ izat ion ,  or  communi ty .  Cu l ture  can  a lso  re fer  to  the  d ivers i t y  o f
exper ience  and perspect i ves  o f  peop le  f rom d i f ferent  ident i t y  groups .  

Equity
Hotep Consu l tants  def ines  equ i ty  as  deve lop ing  po l i c ies ,  pract i ces ,  and assessments
wi th in  an  organ izat ion  that  take  in to  cons iderat ion  the  un ique cha l lenges  and barr iers
faced by  d isproport ionate ly  impacted groups .

Disproport ionate Impact
Disproport ionate  impact  i s  a  cond i t ion  where  some s tudents ’  access  to  key  resources
and supports  and u l t imate ly  the i r  academic  success  may  be  hampered by  inequ i tab le
pract i ces ,  po l i c ies  and approaches  to  s tudent  support  resu l t ing  in  inequ i tab le
outcomes .  Th is  in format ion  i s  most  o f ten  presented in  terms o f  race  but  cou ld  inc lude
a  mul t i tude  o f  ident i t ies  inc lud ing :  gender ,  sexua l  or ientat ion ,  soc ioeconomic  s ta tus ,
d isab i l i t y ,  and Eng l i sh  f luency .

Diversity
Divers i t y  i s  the  recogn i t ion  o f  d i f ferences  (e .g . ,  race/ethn ic i t y ,  c lass ,  gender ,  sexua l
or ientat ion ) ,  wh ich  are  a  fac t  o f  l i fe ,  w i thout  b ias  or  judgment .   

Inclusion
Inc lus ion  i s  the  incorporat ion  o f  members  o f  t rad i t iona l l y  minor i t i zed  groups  in to
p lann ing ,  s t ra teg iz ing  and dec is ion  mak ing  processes  o f  an  organ izat ion .
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Leadership
Trad i t iona l l y ,  leadersh ip  i s  the  not ion  o f  an  ind iv idua l  or  group hav ing  pos i t iona l
power  w i th in  an  ins t i tu t ion .  Fundamenta l l y ,  Leadersh ip  i s  about  how people  leverage
the i r  “ locus  o f  contro l ”  and pos i t ion  to  pursue  exce l lence  and meet  ins t i tu t iona l  goa ls
through a  lens  o f  rac ia l  equ i ty .  Th is  i s  ach ieved through a  co l lec t i ve  and organ ized
process  o f  d i rect ing  and br ing ing  an  agenda to  f ru i t ion .

Locus of  Control
A  person  w i th  an  in te rna l  locus  o f  cont ro l  be l i eves  tha t  he  or  she  can  in f luence  even ts  and
the i r  ou tcomes ,  wh i l e  someone  w i th  an  ex te rna l  locus  o f  cont ro l  b lames  outs ide  forces  fo r
every th ing ”  -  Ju l ian  Rot te r

Locus  o f  contro l  i s  the  degree  to  wh ich  ind iv idua ls  be l ieve  that  they  have  contro l  over
the  outcomes in  the i r  l i ves .  Wi th in  an  educat iona l  context ,  locus  o f  contro l  i s
connected to  the  amount  o f  contro l  or  in f luence  an  educator  be l ieves  that  they  have
wi th in  the  outcomes o f  s tudents ,  as  i t  re la tes  to  the i r  ro le  ( ie .  facu l ty  w i th in
curr icu lum,  s ta f f  w i th in  the  serv ices  they  prov ide ) .

Minorit ized Students
“Minor i t i zed”  as  a  phrase  i s  a  concept  that  descr ibes  a  cer ta in  group of  peop le  in  the i r
re la t ionsh ip  to  a  dominant  group w i th in  spec i f i c  set t ings  and moments  o f  t ime.
Ut i l i z ing  language that  acknowledges  the  minor i t i za t ion  o f  communi t ies  w i th in  the
inst i tu t ion  h igh l ights  the  var ious  ident i t ies  and power  dynamics  that  ex is t .

For  example ,  i t  i s  w ide ly  understood that  the  Ca l i forn ia  Communi ty  Co l leges  support  a
rac ia l l y  d i verse  populat ion  o f  s tudents .  Numer ica l l y ,  the  number  o f  s tudents  o f  co lor
wi th in  the  CCC sys tem,  and Santa  Monica  Co l lege  spec i f i ca l l y ,  a re  greater  than that  o f
Whi te  s tudents .  Yet ,  due  to  sys temic  rac ism s tudents  o f  co lor  are  o f ten  not  granted
the  same leve l  o f  power ,  author i t y ,  or  access .  As  such ,  the i r  ex is tence  w i th in  the  CCC
system is  min imized ,  even though they  are  not  the  numer ica l  minor i t y .

Obligat ion Gap
Accord ing  to  the  authors  o f  Mind ing  the  Ob l iga t ion  Gap in  Communi ty  Co l l eges  and
Beyond ,  the  Obl igat ion  Gap can  be  def ined as  an  accountab i l i t y  s tandard  in  wh ich  the
inst i tu t ion  i s  respons ib le  for  the  academic  ach ievement  o f  minor i t i zed  s tudents  o f
co lor .  Un l i ke  opportun i ty  gap  or  ach ievement  gap ,  the  respons ib i l i t y  o f  s tudent
success  does  not  be long  to  the  s tudent .  Ins tead ,  the  ob l igat ion  gap “puts  the
respons ib i l i t y  on  educat iona l  ins t i tu t ions  to  be  s tudent -centered when des ign ing
academic  exper iences  for  the  communi t ies  they  serve ” .

Tradit ional
The t rad i t iona l  f ramework  i s  the  mindset  and approach toward  educat ion  that  has
y ie lded us  the  inequ i t ies  current l y  p lagu ing  our  sys tem.  The  t rad i t iona l  f ramework
lacks  a  sys temic  ana lys i s  o f  educat ion  and fa i l s  to  take  race ,  b ias ,  and soc ioh is tor ica l
fac tors  in to  cons iderat ion  when engag ing  in  the  educat iona l  arena .  I t  pr i v i leges
course  content  w i thout  regard  to  s tudent  success .



Div is ion  o f  Equ i ty ,  Pathways ,  and Inc lus ion                            
SMC Co l lege  Governance  Groups    
CSEA Chapter  36
Academic  Senate
Facu l ty  Assoc ia t ion   
Campus Admin is t ra t ion
Sen ior  S ta f f
Management  Assoc ia t ion
Of f i ce  o f  Ins t i tu t iona l  Research

In  the  Spr ing  and Fa l l  2022 semesters ,  Hotep Consu l tants  worked w i th  a  smal l
group of  Santa  Monica  Co l lege  s takeho lders  to  engage  in  thought  par tnersh ip
around SMC communi ty  engagement .  Under  the  leadersh ip  o f  Dr .  Mar ia  Muñoz ,
th is  core  group was  assembled to  prov ide  feedback  on  techn ica l  deta i l s ,  ins ights
on s takeho lder  engagement  ( inc lud ing  survey  d is t r ibut ion  and focus  group
part i c ipat ion ) ,  and serve  as  a  sounding  board  to  prov ide  ins t i tu t iona l  context  in
a l ignment  w i th  the  f ind ings .  Whi le  the  core  team was  re la t i ve ly  smal l ,  the  broader
group of  co l lege  leaders  who supported  the  process ,  par t i c ipants  represented a
var ie ty  o f  s takeho lder  groups  inc lud ing :

 Tab le  3 .EP I  Team
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Tab le  4 .  Co l l ege  Leaders  tha t  Suppor ted  the  Equ i t y  Aud i t  P rocess
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EQUITY AUDIT PROCESS
The Santa  Monica  Co l lege  Equ i ty  Aud i t  was  conducted in  four  key  phases .  The  f i rs t
phase  inc luded co l lec t ing  and ana lyz ing  a  ser ies  o f  documents  wh ich  prov ided cr i t i ca l
ins ights  to  language in  h is tor ica l  ins t i tu t iona l  po l i c ies ,  pract i ces ,  and assessment .  The
second phase  was  a  campus-wide  survey  that  was  sent  to  a l l  employees  and s tudents .
The  employee  survey  prov ided ins ight  in to  the  Co l lege ’ s  cu l ture  and c l imate  inc lud ing
the  extent  to  wh ich  employees  fee l  supported  and va lued by  the  ins t i tu t ion ,  the
pract i ces  they  engage  in  to  support  s tudents ,  and some of  the  i ssues  and cha l lenges
wi th  sh i f t ing  to  a  s tudent - focused and s tudent - ready  approach .

The  survey  was  sent  to  s tudents  that  were  enro l led  a t  Santa  Monica  Co l lege  dur ing
the  Fa l l  2021 ,  Spr ing  2022 and Fa l l  2022 terms .  The  s tudent  survey  prov ided ins ights
as  to  the  s tudent  exper ience  w i th  employees ,  peers ,  and ins t i tu t iona l  processes .  The
th i rd  phase  o f  the  Equ i ty  Aud i t  inc luded a  ser ies  o f  focus  groups  that  prov ided ins ight
around employees '  leve l  o f  understand ing ,  engagement ,  and feedback  around equ i ty ,
d i vers i t y ,  and inc lus ion  e f for ts  a t  Santa  Monica  Co l lege .  

S tudent  focus  groups  prov ided deeper  ins ights  around cha l lenges  nav igat ing  co l lege
systems and po l i c ies ,  and as  we l l  as  space  to  share  ways  in  wh ich  the  co l lege  has
prov ided support ,  and a ided in  the i r  sense  o f  we lcome and be long ing .  A f ter
complet ing  a l l  three  phases  o f  data  co l lec t ion ,  Hotep Consu l tants  ana lyzed the  data
wi th in  the  lens  o f  the  S tudent  Ready ,  Equ i ty  Minded ,  and Transformat ive  (S .E .T . )
F ramework ,  wh ich  w i l l  be  d iscussed in  the  next  sect ion .  Th is  ana lys i s  resu l ted  in  the
f ina l  set  o f  recommendat ions  for  next  s teps  to  improve  equ i ty -advanc ing  pract i ces
wi th in  Santa  Monica  Co l lege .

Tab le  5 .  Equ i t y  Aud i t  P rocess
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To what  extent  i s  the  env i ronment  a t  Santa  Monica  Co l lege  d iverse  and
inc lus ive?
To  what  extent  do  Santa  Monica  Co l lege ’ s  admin is t ra t i ve  po l i c ies  and
pract i ces  encourage  a  sys temic  and co l laborat i ve  approach to  d ivers i t y ,
equ i ty ,  and inc lus ion?
To what  extent  do  Santa  Monica  Co l lege ’ s  ins t ruct iona l  po l i c ies  and
pract i ces  he lp  cu l t i va te  a  learn ing  exper ience  that  i s  engag ing  and
empower ing  for  h is tor ica l l y  minor i t i zed  s tudents?  
In  what  ways  can  Santa  Monica  Co l lege  support  changes  to  current
po l i c ies ,  pract i ces ,  and procedures  in  order  to  improve  the  qua l i t y  o f
ins t ruct ion  and serv ices  for  s tudents?
To  what  extent  are  Santa  Monica  Co l lege ’ s  budget  and resource  pract i ces
in formed by  a  s tudent - ready  and equ i ty  minded lens?

The Equ i ty  Aud i t  was  gu ided by  f i ve  (5 )  pr imary  research  quest ions .  These
research  quest ions  were  in i t ia l l y  deve loped by  Hanover  Research  Br ie f :
Conduct ing  an  Equ i ty  Aud i t  and adapted by  Hotep Consu l tants  to  best
support  Equ i ty  Aud i ts  w i th in  the  communi ty  co l lege .  The  research  quest ions
are  l i s ted  be low:

1 .

2 .

3 .

4 .

5 .

The  research  quest ions  above  serve  as  spec i f i c  quest ions  to  be  answered as
a  resu l t  o f  ana lyz ing  the  data  prov ided .  In  order  to  answer  the  research
quest ions ,  the  Hotep Consu l tants  team ut i l i zes  a  spec i f i c  f ramework  as  a  lens
through which  to  ana lyze  the  data .  Th is  f ramework  i s  re ferred  to  as  the  S .E .T .
Framework  and i s  descr ibed more  thorough ly  in  the  next  sect ion .

RESEARCH QUESTIONS

https://f.hubspotusercontent00.net/hubfs/3409306/Research%20Brief%20-%20Conducting%20an%20Equity%20Audit.pdf?utm_medium=email&_hsmi=98389017&_hsenc=p2ANqtz-8qypxyT4NstYKJiFgle93tWYg4-sDAHZAr1UfUO22QZ7GM-qUG8ZxlRptdKLHPTKU70iR1tSbNyquFnUa-jmAw8RMbWn8dbzcZ95RwBGcEYwpI300&utm_content=98389017&utm_source=hs_email
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S.E .T .  FRAMEWORK 
At  Hotep Consu l tants ,  we  embrace  award-winn ing  educator  Dr .  L i sa  De lp i t ’ s
dec larat ion ,  “We do not  rea l l y  see  through our  eyes  nor  hear  through our  ears ,  but
through our  be l ie fs . ”  

H is tor ica l l y ,  narrat i ves ,  inc lud ing  narrat i ves  about  d i f ferent  groups ,  jus t i f ied  creat ing
systems of  exc lus ion  and marg ina l i za t ion .  We see  th is  p lay  out  in  educat ion  dur ing  the
“R ight  to  Fa i l  Era ”  where  the  dominant  approach to  teach ing  and learn ing  i s  hyper
focused on ind iv idua l i sm and gatekeep ing  in  order  to  protect  a  par t i cu lar  not ion  o f
academic  r igor  and t rad i t ion .

Th is  has  impl i ca t ions  for  21st  century  educat iona l  leaders .  As  educat iona l  leaders ,  our
be l ie fs  and va lues  are  ev ident  in  our  ins t i tu t ion ’ s  po l i c ies ,  pract i ces ,  procedures ,
cu l ture ,  and c l imate .  An  in -depth  ana lys i s  o f  these  aspects  o f  our  ins t i tu t ions  ca l l s  for
leaders  to  ut i l i ze  a  pract i ca l  f ramework  to  assess  the i r  approaches .  The  “S .E .T .
Framework ”  s tands  for  S tudent -Ready ,  Equ i ty  Minded ,  and Transformat ive .  Th is
f ramework  o f fers  ind iv idua ls  and organ izat ions  mul t ip le  lenses  through which  they  can
ref lec t  on  the i r  po l i c ies ,  pract i ces ,  and assessments  to  ident i f y  barr iers  to  equ i tab le
s tudent  outcomes .  

The  S .E .T .  F ramework  prov ides  the  ph i losophica l  foundat ion  that  in forms the  way  in
which  the  Hotep Consu l tants  Team approaches  the  deve lopment  o f  human centered
data  co l lec t ion ,  equ i ty  focused data  ana lys i s ,  and in tent iona l  and pract i ca l  report ing
of  f ind ings  and recommendat ions .  The  S .E .T .  f ramework  i s  composed of  s ix  (6 )  key
components  o f  wh ich  we assess  the  in tersect ions  o f  each .

Image  1 .  Equ i t y  Aud i t  F ramework  
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KEY DEFINITIONS
Student-Ready 
Student -Ready  i s  an  ana lys i s  o f  how the  ent i re  organ izat ion  funct ions  w i th  an
intent iona l ,  co l laborat i ve  and ho l i s t i c  approach to  fac i l i ta te  s tudents ’  cont inuous
advancement  towards  co l lege  complet ion  and va luab le  outcomes a f ter  co l lege .  A
s tudent  ready  approach equa l l y  va lues  the  knowledge ,  exper t i se ,  and leadersh ip
that  ex is ts  across  ins t ruct ion/academics ,  s tudent  serv ices ,  and bus iness
serv ices/operat ions  as  we l l  as  d i f ferent  const i tuency  groups  inc lud ing  s tudents ,
c lass i f ied  profess iona ls ,  facu l ty  members ,  and management/admin is t ra t ion  ,
recogn iz ing  every  employee  as  an  educator  w i th in  the  ins t i tu t ion .  

A  S tudent -Ready  organ izat ion  creates  sys tem-wide  impact  by  cons is tent l y
examin ing  processes  and pract i ces  that  are  h inder ing  learn ing  for  a l l  s tudents  and
act i ve ly  work ing  towards  so lut ions .  Deve lop ing  a  s tudent - ready  cu l ture  i s  both  a
journey  for  ind iv idua ls  but  a l so  a  broader  process  o f  organ izat iona l  learn ing .

Equity-Minded 
Equi ty -Minded i s  an  ana lys i s  a t  the  ind iv idua l  leve l  and one ’s  consc iousness ,
va lues ,  and be l ie f  sys tems about  s tudents ,  onese l f ,  and the  process  o f  teach ing
and learn ing .  Equ i ty -minded h igher  educat ion  profess iona ls  in tent iona l l y  ca l l
a t tent ion  to  pat terns  o f  inequ i ty  in  s tudent  exper iences  and outcomes .  They  a lso
take  persona l  and profess iona l  respons ib i l i t y  for  the  success  o f  the i r  s tudents  and
cr i t i ca l l y  reassess  the i r  own pract i ces .  I t  a l so  requ i res  that  pract i t ioners  are  race
consc ious  and aware  o f  the  h is tor ica l  context  o f  exc lus ionary  pract i ces  in  Amer ican
Higher  Educat ion .  

Transformative 
Transformat ive  i s  the  mani fes ta t ion  o f  pract i ces  that  address  the  h is tor ica l  and
soc iopo l i t i ca l  causes  o f  inequ i t ies  found in  educat ion  and engage  in  data - in formed
ef for ts  to  repa i r  and restore  the  educat iona l  sys tem.  A  t rans format ive  educat iona l
f ramework  in terrogates  the  sys tem,  too ls ,  and s t ra teg ies  o f  the  t rad i t iona l
approach and produces  innovat i ve  s tudent -centered ,  ant i - rac is t ,  and ant i - sex is ts
s t ra teg ies  for  success .

Pract ice
Pract i ce  i s  most  connected to  the  way  in  wh ich  po l i c ies  are  implemented and
actua l i zed  w i th in  the  day  to  day  ins t i tu t iona l  exper iences .  There  may  be  t imes  in
which  pract i ce  a l igns  w i th  po l i cy  and there  may  be  t imes  in  wh ich  i t  does  not .  The
t imes  in  wh ich  pract i ce  does  not  a l ign  w i th  po l i cy  i s  most  o f ten  based on ind iv idua l
engagement  w i th  sa id  po l i cy  e i ther  in tent iona l l y  or  un intent iona l l y ,  and cou ld
resu l t  in  e i ther  t rans format ive  impact  on  s tudents  or  the  creat ion  o f  barr iers .  
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Pol icy
Pol i cy  re fers  to  the  wr i t ten  record  o f  what  the  ins t i tu t ion  va lues  and des i res  to
accompl i sh .  Po l i cy  i s  o f ten  led  by  govern ing  agenc ies  ( i .e .  Chance l lor ' s  Of f i ce ,  s ta te
leg is la ture ) ,  ins t i tu t iona l  governance  ( i .e .  Board  o f  Trustees ,  governance
commit tees ) ,  or  campus  leadersh ip  ( i .e .  Pres ident ’ s  Cab inet ) .  Po l i c ies  can  in form
col lege  process  and documentat ion  ( i .e .  s tudent  forms) ,  and have  a  s ign i f i cant
impact  on  the  s tudent  exper ience .  I t  i s  important  to  note  that  many  ins t i tu t iona l
po l i c ies  were  created dur ing  a  t ime in  wh ich  access  and the  r ight  to  fa i l  were
predominant  areas  o f  focus  w i th in  h igher  educat ion ,  resu l t ing  in  s tudent  barr iers
and poor  outcomes for  s tudents  o f  co lor .  Trans format ive  ins t i tu t ions  v iew po l i c ies
not  as  compl iance  based opportun i t ies  to  exc lude ,  but  ra ther  as  parameters  f rom
which  t rans format ive  s tudent  engagement  can  b lossom.

Assessment
Assessment  re fers  to  the  outcome of  both  po l i cy  and pract i ce .  Assessments  can  be
formal  such  as  a  campus  survey  or  f ina l  research  paper  w i th in  a  course .  Formal
assessments  are  typ ica l l y  t ied  to  understand ing  campus or  course  outcomes ,
connected to  program rev iews ,  or  impact  resource  a l locat ions .  In formal
assessments  may  prov ide  opportun i ty  for  in tent iona l  re f lec t ion  and engagement
wi th in  a  course ,  program,  or  department  that  most  impact  s tudents ’  sense  o f
connect ion  and be long ing .

KEY DEFINITIONS
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DATA REVIEWED 
Campus-wide survey 

Two campus-wide  surveys  were  deve loped by  Hotep Consu l tants  ut i l i z ing  the
Survey  Monkey  on l ine  survey  too l .   One survey  was  deve loped for  Santa  Monica
Co l lege  employees  and a  separate  survey  was  created for  Santa  Monica  Co l lege
students .   In  co l laborat ion  w i th  Santa  Monica  Co l lege ’ s  Equ i ty ,  Pathways ,  and
Inc lus ion  D iv i s ion  as  we l l  as  the  Of f i ce  o f  Ins t i tu t iona l  Research ,  Hotep
Consu l tants  prov ided un ique survey  l inks  and QR codes ,  for  in terna l  d is t r ibut ion
and survey  co l lec t ion  v ia  emai l  l i s tserv  and s tudent  emai l  accounts .  

The  employee  surveys  were  open between September  12  -  September  24 ,  2022 ;
s tudent  surveys  were  open between September  12  -  September  26 ,  2022 .   In  order
to  increase  campus par t i c ipat ion  in  the  survey ,  there  was  in tent iona l  recru i tment
by  c lass i f ied  educators ,  facu l ty  leaders ,  and admin is t ra tors  to  ensure  broad
campus w ide  engagement ,  par t i cu lar l y  for  groups  that  don ’ t  par t i c ipate  in  these
conversat ions .  

357 total  employees part ic ipated in  the employee survey

Employees  who work  a t  Santa  Monica  Co l lege  dur ing  Fa l l  2022 were  inv i ted  to
par t i c ipate  in  the  survey .   The  survey  was  sent  to  1 ,898 employees  w i th  a
response  ra te  o f  19%.

2023 students  part ic ipated in  the student  survey

Students  that  were  enro l led  in  c lasses  a t  Santa  Monica  Co l lege  dur ing  Fa l l  2021 ,
Spr ing ,  Summer ,  and/or  Fa l l  2022 were  inv i ted  to  par t i c ipate  in  the  survey ,  w i th
the  except ion  o f  s tudents  enro l led  in  Dua l  Enro l lment  as  the i r  exper iences  w i th
Santa  Monica  Co l lege  may  d i f fer  f rom students  tak ing  c lasses  “on”  campus
( inc lud ing  remote  courses ) .  The  survey  was  sent  to  9 ,998 s tudents  w i th  a  response
rate  o f  20%.

The fu l l  l i s t  o f  survey  par t i c ipant  demograph ics  and redacted survey  responses
can be  found in  the  appendix .

The  survey  pr imar i l y  cons is ted  o f  l i ker t  sca le  quest ions  in  wh ich  par t i c ipants  ra ted
the i r  agreeab i l i t y  or  leve l  o f  comfor t  across  a  var ie ty  o f  fac tors .   Add i t iona l l y ,  each
sect ion  w i th in  the  survey  inc luded an  open ended quest ion  to  wh ich  par t i c ipants
cou ld  prov ide  c lar i t y  or  context  around the i r  responses .
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Survey -  S ix  Key Sect ion

Bel ie f  in  S tudents  
Th is  i s  the  authent ic  and unwaver ing  be l ie f  that  s tudents  ( in  par t i cu lar ,  s tudents  o f
co lor ,  f i r s t  generat ion ,  and/or  low income s tudents )  have  the  capac i ty  to  learn  and
be success fu l .  Educators  who be l ieve  in  s tudents  communicate  th is  through
expectat ions  and support .

Campus Equ i ty  Eco-System
Creat ing  change requ i res  the  organ izat ion  to  funct ion  as  an  equ i ty -minded
communi ty  mean ing  that  a l l  ind iv idua ls ,  const i tuent  groups ,  depar tments ,  and
serv ices  understand what  the i r  ro le  i s  in  s tudent  success  and leverage  resources  to
advance  equ i ty  and s tudent  success  in  a l ignment  w i th  s tudent  equ i ty  p lan ,  s t ra teg ic
p lan ,  and v i s ion  for  becoming  an  ant i - rac is t  campus .   

Be ing  Act ion  Or iented
Be ing  act ion-or iented requ i res  in tent iona l  s teps  and e f for ts  towards  d ismant l ing
inequ i tab le  pract i ces  and po l i c ies  w i th in  the  ins t i tu t ion .  Ind iv idua ls  and groups
wi th in  the  organ izat ion  use  the i r  locus  o f  contro l  to  make  an  impact  for  s tudents
cons is tent l y .  

Sense  o f  Welcoming  and Be long ing
Students  fee l  we lcomed and a  sense  o f  be long ing  when an  ins t i tu t ion  va lues
students ’  cu l tura l / rac ia l  d i f ferences ,  connects  them to  opportun i t ies  and resources ,
and creates  communi ty  for  s tudents .  A  campus  that  i s  we lcoming  and g ives  s tudents
a  sense  o f  be long ing  

Rac ia l  L i teracy
Understand ing  what  race  i s ,  i t s  re la t ionsh ip  to  inequ i ty ,  and how to  respond to
rac ia l  tens ion ,  d iscr iminat ion ,  and inequ i tab le  outcomes w i th  an  ant i - rac is t  lens .  

Cr i t i ca l  Se l f  Re f lec t ion
The pract i ce  o f  assess ing  an  organ izat ion ’ s  cu l ture ,  po l i c ies ,  and pract i ces  and
ident i f y ing  ways  to  change ,  adapt ,  and grow to  improve  outcomes for  s tudents .  Th is
pract i ce  requ i res  th ink ing  about  how one ’s  soc ia l  locat ion  ( race ,  gender ,  SES ,  e tc )
impacts  be l ie fs  about  teach ing  and learn ing ,  the  pract i ces  that  are  ac ted  out ,  and
impact  on  s tudents .
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156 tota l  par t i c ipants  engaged in  the  32  focus  group sess ions

Focus Group Discussions

Af ter  the  employee  survey  c losed ,  Hotep Consu l tants  conducted a  number  o f
focus  groups  to  ga in  add i t iona l  ins ight  around employees ’  leve l  o f  understand ing ,
engagement ,  and feedback  around equ i ty ,  d i vers i t y ,  and inc lus ion  e f for ts  a t  Santa
Monica  Co l lege .  S tudent  focus  groups  were  conducted in  para l le l  to  the  s tudent
survey ,  w i th  the  in tent ion  to  learn  more  about  the  overa l l  s tudent  exper ience  a t
Santa  Monica  Co l lege  inc lud ing  s tudents ’  sense  o f  we lcome and be long ing ,
rac ia l i zed  and/or  gendered exper iences ,  and awareness  o f  impact fu l  pract i ces
wi th in  the  campus .

We hosted 32  focus  group sess ions  over  a  per iod  o f  40  hours  between August  16
-  October  18 ,  2022 .  The  focus  groups  were  he ld  v i r tua l l y  v ia  Zoom.  In  order  to
ensure  that  par t i c ipants  were  ab le  to  ac t i ve ly  engage  in  the  focus  group ,
breakout  rooms were  used to  prov ide  smal l  g roup conversat ions  fac i l i ta ted  by  a
consu l tant  f rom Hotep Consu l tants .  As  such ,  one  focus  group sess ion  cou ld  host
up to  40  par t i c ipants  w i th  four  rooms of  10  par t i c ipants  each .

Each  focus  group sess ion  h igh l ighted  a  spec i f i c  s takeho lder  group to  ensure  that
quest ions  asked w i th in  the  focus  group were  most  re levant  to  the  ro le  o f  the
par t i c ipants .  We hosted one (1 )  focus  group for  s tudents ,  three  (3 )  for  employees
wi th in  s tudent  serv ices  &  support  departments ,  two (2 )  for  ins t ruct iona l  facu l ty ,
and one (1 )  focus  group was  he ld  dur ing  the  meet ing  o f  the  managers .

Whi le  we are  grate fu l  for  the  s tudents  that  par t i c ipated  in  the  focus  groups ,  due
to  the  low overa l l  a t tendance  a t  the  s tudent  focus  groups ,  we  w i l l  not  be
inc lud ing  the  ins ights  shared to  protect  the  pr i vacy  and anonymi ty  o f  s tudent
par t i c ipants .  The  fu l l  l i s t  o f  focus  group par t i c ipant  demograph ics ,  focus  group
schedule ,  and focus  group protoco l  can  be  found in  the  appendix .   

Document Analysis

In  add i t ion  to  the  campus survey  and focus  group sess ions ,  a  document  ana lys i s
was  conducted to  ga in  ins ights  in to  s t ructures ,  messages ,  and pract i ces  that
cou ld  create  barr iers  to  ant i - rac is t  e f for ts  w i th in  the  ins t i tu t ion .  Documents
remain  a  source  o f  in format ion  and d i rect ion  regard less  o f  changes  in  personne l ,
miss ion ,  or  in i t ia t i ve .  I t  i s  imperat i ve  to  rev iew and update  documentat ion ,
espec ia l l y  i f  any  documentat ion  can  be  d i rect l y  l inked to  barr iers  to  s tudent
success :  academic  and profess iona l  goa l  ach ievement .  A t  the  onset  o f  the  Equ i ty
Aud i t ,  the  Hotep Consu l tants  team prov ided the  Santa  Monica  Co l lege  Equ i ty
Aud i t  Core  Team wi th  a  l i s t  o f  key  documents  to  gather  for  rev iew.  



Job  Descr ip t ions/Post ings
Program/Serv ice  In format ion
Student  Equ i ty  P lan  Execut i ve  Summary
Co l lege  Handbooks  
Academic  Regu la t ions  
Academic  Senate  Reso lut ions
Employee  Rev iew Process
Program Rev iew Documentat ion
Course  Sy l lab i  for  H igh  Enro l led  courses ,  and H igh  DFW courses
Course  Out l ine  o f  Record  for  H igh  Enro l led  courses ,  and H igh  DFW courses
Adver t i sements  and App l i ca t ions  for  S tudent  Support  Programs
Student  Events  Ca lendar

The Equ i ty  Aud i t  Core  Team co l lec ted  a  number  o f  documents  f rom the  key
documents  l i s t  and shared them wi th  the  Hotep Consu l tants  team v ia  goog le  dr i ve .
We then up loaded the  shared documents  to  the  data  v i sua l i za t ion  too l ,  Dedoose ,
where  our  team rev iewed ,  ana lyzed ,  and coded over  146 documents .  For
documents  that  were  not  inc luded w i th in  the  in i t ia l  goog le  dr i ve ,  Hotep
Consu l tants  worked d i rect l y  w i th  the  Equ i ty  Aud i t  Core  Team to  gather  add i t iona l
documentat ion ,  or  searched the  Santa  Monica  Co l lege  webs i te  for  add i t iona l
mater ia l s .

Some i tems rev iewed in  the  document  ana lys i s  inc lude :

The  fu l l  l i s t  o f  documents  inc luded in  the  document  ana lys i s  can  be  found in  the
appendix .
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LIMITATIONS
As  w i th  any  research ,  the  Equ i ty  Aud i t  a t  Santa  Monica  Co l lege  was  not  exempt
f rom a  ser ies  o f  l im i ta t ions  that  might  in f luence  our  f ind ings  and f ina l
recommendat ions .   Such  l imi ta t ions  are  l i s ted  be low.

Timing

Much of  the  data  co l lec t ion ,  both  surveys  and focus  groups ,  took  p lace  throughout
Fa l l  semester .   As  a  resu l t ,  potent ia l  par t i c ipants  may  not  have  had the
opportun i ty  to  fu l l y  par t i c ipate  in  e i ther  the  survey  or  focus  group due to
compet ing  schedules  or  pr ior i t ies  ( i .e .  t ry ing  to  f ina l i ze  courses  dur ing  the  f i rs t
two weeks  o f  the  term) .  We rea l i ze  the  t iming  o f  the  data  co l lec t ion  may  have
l imi ted  the  number  and breadth  o f  responses  that  we were  ab le  to  rece ive  w i th in
th is  process  and therefore  may  not  pa int  a  complete  p ic ture  o f  the  campus
c l imate  and exper ience  f rom a l l  const i tuency  groups .

Breadth and depth of  voices

As  ment ioned above ,  the  t iming  cha l lenges  w i th  the  data  co l lec t ion  process  l im i ted
the  number  and breadth  o f  responses  that  we were  ab le  to  inc lude in  the  data
co l lec t ion  process .  For  our  facu l ty  ana lys i s ,  we  were  grate fu l  to  have  heard  f rom
fu l l - t ime facu l ty  a t  Santa  Monica  Co l lege ,  however  we know that  the  exper iences  o f
ad junct  facu l ty  are  o f ten  vast l y  d i f ferent  than those  o f  fu l l - t ime facu l ty  w i th in  most
communi ty  co l leges .   Because  o f  the  t iming  o f  the  focus  groups ,  the  facu l ty
members  that  were  most  ava i lab le  to  lend the i r  vo ices  to  the  conversat ion  were
fu l l - t ime facu l ty  wh ich  may  not  be  representat i ve  o f  a l l  facu l ty  exper iences .

Access  to  data

Aga in ,  we  are  ext remely  grate fu l  for  the  vo ices  that  we heard  f rom wi th in  the
surveys  and focus  groups ,  and the  amount  o f  ins t i tu t iona l  documents  that  were
shared w i th  us  as  par t  o f  th is  aud i t .   That  sa id ,  we  a lso  acknowledge the  rea l i t y
that  we can  on ly  rev iew the  in format ion  we have  access  to ,  there fore ,  there  may
be in format ion  or  documentat ion  that  we were  not  pr i vy  to  dur ing  th is  process .  
 Perhaps  we d id  not  ask  for  the  r ight  in format ion .   Or  perhaps  there  wasn ’ t  an
awareness  o f  the  ex is tence  o f  a  spec i f i c  i tem or  top ic  that  cou ld  be  o f  in terest  and
importance  to  th is  process  amongst  those  that  we engaged w i th .   Aga in ,  o f  no
fau l t  to  anyone in  par t i cu lar .   
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Addi t iona l l y ,  there  i s  such  a  th ing  as  research  b ias  wh ich  ex is ts  in  spaces  where
ind iv idua ls  may  not  fee l  comfor tab le  or  sa fe  in  shar ing  the i r  t rue  thoughts  or
exper iences  w i th  researchers  out  o f  a  fear  o f  s t igma or  re t r ibut ion .  In  th is  ins tance ,
we ,  as  researchers ,  are  on ly  pr i vy  to  the  in format ion  shared w i th  us  through the
survey  or  focus  group presentat ions  based on the  leve l  o f  comfor t  a  par t i c ipant  has
in  shar ing  the i r  s tory .   We acknowledge th is  fac t  and have  taken th is  in to
cons iderat ion  dur ing  our  ana lys i s  o f  the  data .

Pandemic!
F ina l l y ,  throughout  the  data  co l lec t ion  and engagement  process  through the
ana lys is  and presentat ions  o f  f ind ings ,  we  f ind  ourse lves  s t i l l  deep in  the  midst  o f
the  COVID-19  g loba l  hea l th  pandemic .   The  sudden and drast i c  requ i rement  to  sh i f t
the  way  in  wh ich  most  co l leges  have  o f fered  ins t ruct ion  and serv ices  to  s tudents
has  been tax ing  on  both  employees  and s tudents .   We recogn ize  that  the  Fa l l  2022
semester  may  have  been the  f i rs t  term where  many  co l leagues  were  return ing  to
on-ground courses  and programs.   The  request  to  f i l l  out  yet  another  survey ,  or
at tend another  90  minute  zoom sess ion  for  a  focus  group ,  may  have  exhausted
those  that  are  dea l ing  w i th  survey  and screen fa t igue .   

Add i t iona l l y ,  in  l i ght  o f  the  rac ia l  reckon ing  around ant i - rac is t  and ant i -B lack
systemic  po l i c ies  and pract i ces ,  there  i s  a l so  fa t igue  that  communi t ies  o f  co lor  face
in  hav ing  to  reshare  t raumas and microagress ions  that  they  encounter  on  a  da i l y
bas is .   Therefore  i t  i s  understandab le  that  some may  have  turned down the  request
to  par t i c ipate  in  yet  another  conversat ion  about  equ i ty  and rac ism wi th in  the
inst i tu t ion .   The  menta l  hea l th  o f  communi ty  members ,  espec ia l l y  those  o f  co lor ,
has  been incred ib ly  taxed over  the  past  two years .   That  be ing  sa id ,  we  are  grate fu l
for  those  that  had the  energy  and ab i l i t y  to  share  the i r  s tor ies  w i th  us  and we are
hopefu l  that  we  were  ab le  to  capture  both  the  ind iv idua l  and co l lec t i ve  exper iences
of  the  communi t ies  that  ca l l  Santa  Monica  Co l lege  the i r  p lace  o f  s tudy  or  p lace  o f
work .
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The Equ i ty  Aud i t  f ind ings  are  a  resu l t  o f  the  deep and in tent iona l  ana lys is  o f
ins t i tu t iona l  documents ,  campus survey ,  and focus  group d iscuss ions .  We inv i te  you 
 to  embrace  what  these  f ind ings  may  i l luminate  about  the  s tudent  exper ience  and the
process  o f  change ,  wh ich  requ i res  t ime ,  pat ience ,  pract i ce ,  learn ing  f rom mis takes ,
and a  w i l l ingness  to  do  th ings  d i f ferent l y .  The  f ind ings  are  presented in  two par ts :  f i r s t
a  set  o f  overarch ing  themes ,  fo l lowed by  a  summary  o f  f ind ings  w i th in  the  S .E .T .
f ramework .   Fo l lowing  the  f ind ings ,  a  fu l l  l i s t  o f  recommendat ions  w i l l  a l so  be
presented w i th in  the  S .E .T .  F ramework .   

Overarching Themes

Clarity  and Connection 
There  i s  a  lack  o f  c lar i t y  around the  ins t i tu t ion ’ s  equ i ty  advanc ing  pr ior i t ies .   There  are
severa l  d i f ferent  groups  a l l  w i th  d i f ferent  goa ls  around how to  advance  equ i ty  e f for ts
on campus .   The  Board  o f  Trustees  has  one set  o f  goa ls ,  the  S tudent  Equ i ty  P lan
boasts  another  set  o f  goa ls ,  wh ich  are  a l l  d i f ferent  f rom the  goa ls  in  the  2017-2022
Strateg ic  P lann ing  document .   What  fur ther  muddies  the  c lar i t y  around SMC ’s  equ i ty
advanc ing  pr ior i t ies  and goa ls ,  i s  the  fac t  that  an  overarch ing  set  o f  pr ior i t ies  –  one to
which  a l l  o f  the  ind iv idua l  groups  can  bu i ld  the i r  ind iv idua l  goa ls  o f f  o f  –  i s  miss ing .  
 Wi thout  an  overarch ing  set  o f  pr ior i t ies ,  the  ins t i tu t ion  lacks  gu idance  on how to  best
pr ior i t i ze  and implement  the  goa ls  that  they  do  have .  

Chal lenges to  Developing an Equity  Ecosystem 
As  ment ioned prev ious ly ,  there  are  severa l  d i f ferent  equ i ty  focused groups  that  ex is t
w i th in  SMC,  each  w i th  the i r  own set  o f  goa ls  and pr ior i t ies .   Because  there  i s  no  c lear
connect ion  between the  var ious  groups  and goa ls ,  the  equ i ty  e f for ts  that  ex is t  are
s i loed and po lar i zed  which  creates  a  barr ier  to  deve lop ing  a  sys tem of  equ i ty  to
prov ide  co l laborat i ve  opportun i t ies  to  work  towards  a  shared set  o f  pr ior i t ies .  
 Add i t iona l l y ,  the  s i loed groups  have  created an  env i ronment  that  has  made i t  d i f f i cu l t ,
and unwelcoming ,  for  those  not  in  the  “ in  group”  to  enter  these  communi t ies  i f  the i r
backgrounds  d i f fer  or  i f  they  have  a  d i f ferent  leve l  o f  understand ing  o f  the  i ssues ,  and
subsequent  recommendat ions ,  to  advance  equ i ty  e f for ts  a t  SMC.  

Disconnected Impact  for  Student  Success  
SMC’s  s t rong  reputat ion ,  programs ,  and serv ices  a t t ract  d iverse  s tudents  in to  the  SMC
communi ty .   And yet ,  because  there  i s  no  c lear  set  o f  pr ior i t ies  to  support  these
d iverse  groups  o f  s tudents  nor  an  equ i ty  ecosystem to  create  co l laborat i ve  and
cohes ive  approaches  to  support ing  equ i ty  in i t ia t i ves  w i th in  the  co l lege ,  the  e f for ts
that  are  current l y  tak ing  p lace  are  l imi ted  in  the i r  impact  to  improve  outcomes for
d isproport ionate ly  impacted s tudents .  Ind iv idua l  employees  and departments  are
go ing  above  and beyond to  support  and reta in  s tudents  cons ider ing  l imi ted  human
and f inanc ia l  resources  and support  to  address  gaps  in  qua l i t y  o f  teach ing  and serv ice .  
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S.E .T .  ANALYSIS  
The f ind ings  w i th in  the  next  few pages  are  presented in
a l ignment  w i th  the  S .E .T .  f ramework .   The  “SET
Framework ”  s tands  for  S tudent -Ready ,  Equ i ty  Minded ,
and Transformat ive .  Th is  f ramework  o f fers  ind iv idua ls
and organ izat ions  mul t ip le  lenses  through which  they
can re f lec t  on  the i r  po l i c ies ,  pract i ces ,  and assessments
to  ident i f y  barr iers  to  equ i tab le  s tudent  outcomes .  We
str i ve  to  up l i f t  encourag ing  pract i ces  by  inc lud ing
h igh l ights  and examples  o f  equ i ty  advanc ing  and
promis ing  work  current l y  tak ing  p lace  a t  Santa  Monica
Co l lege .   We w i l l  a l so  inc lude  d i rect  examples  f rom the
data  co l lec ted ,  or  quest ions  for  cons iderat ion  to
st rengthen the  areas  o f  growth .




Image  1 .  Equ i t y  Aud i t  F ramework  



Student -Ready  i s  an  ana lys i s  o f  how the  ent i re  organ izat ion  funct ions  w i th  an
intent iona l ,  co l laborat i ve  and ho l i s t i c  approach to  fac i l i ta te  s tudents ’  cont inuous
advancement  towards  co l lege  complet ion  and va luab le  outcomes a f ter  co l lege .

Overview
Santa  Monica  Co l lege  has  invested  t ime and resources  to  par t i c ipate  in  equ i ty
advanc ing  in i t ia t i ves  across  the  s ta te  o f  Ca l i forn ia .   Such  opportun i t ies  have  prov ided
the  Co l lege  w i th  the  space  to  invest igate  in terna l  pract i ces ,  and deve lop  ways  to
reconc i le  such  pract i ces  w i th  ins t i tu t iona l  goa ls .

Highl ights
Santa  Monica  Co l lege  has  engaged in  pract i ces  across  the  ins t i tu t ion  to  advance
equi ty  e f for ts  and address  opportun i ty  gaps  for  d isproport ionate ly  impacted s tudents .   
Through in tent iona l  s t ructura l  changes  that  seek  to  embed equ i ty  w i th in  and
throughout  the  s tudent  journey ,  prov id ing  access  to  externa l  exper t i se ,  and
champion ing  grassroots  in i t ia t i ves  to  support  ind iv idua l  growth  and re f lec t ion ,  the
Col lege  has  c lear l y  named “equ i ty ”  as  an  important  pr ior i t y .

Crit ical  Ref lect ion
The  prac t i ce  o f  assess ing  an  organ iza t ion ’ s  cu l ture ,  po l i c i e s ,  and  prac t i ces  and  ident i f y ing
ways  to  change ,  adapt ,  and  grow to  improve  outcomes  for  s tudents .  

SMC has  taken in tent iona l  s teps  to  encourage  a  sys temic  and co l laborat i ve  approach
to  address ing  equ i ty ,  d i vers i t y ,  and inc lus ion .   The  language used in  key  ins t i tu t iona l
documents ,  such  as  the  2019 SEP ,  demonstrates  a  c lear  and in tent iona l  focus  on
rac ia l  equ i ty .   Center ing  equ i ty  w i th in  a  la rger  ins t i tu t iona l  f ramework  that  gu ides  the
Student  Equ i ty  P lan ,  and therefore  a l l  o f  the  ins t i tu t iona l  ac t i v i t ies  that  have  been
deve loped as  a  resu l t  o f  that  p lan ,  i s  one  way  in  wh ich  SMC ar t i cu la tes  i t s  commitment
to  equ i ty .

Image  2 .  SMC Equ i t y  Aud i t  F ramework  
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Source :  SMC Equ i t y  F ramework  -S tudent  Equ i t y  P lan  Execut i ve  Summary  2019



The Deve lopment  o f  the  Equ i ty ,  Pathways ,  and Inc lus ion  d iv i s ion  i s  an  example  o f
a l locat ing  resources  and creat ing  s t ructures  that  are  focused on in tent iona l l y
embedding  equ i ty  w i th in  the  redes ign  o f  the  s tudent  exper ience  v ia  Gu ided
Pathways .   Whi le  the  EP I  D iv i s ion  and the  Gu ided Pathways  f rameworks  are  s t i l l
re la t i ve ly  new,  there  i s  great  promise  in  connect ing  the  s ta tewide  Guided Pathways
work  w i th  the  ins t i tu t ion ’ s  goa ls  o f  ach iev ing  equ i ty  under  th is  overa l l  umbre l la  o f
Equ i ty ,  Pathways ,  and Inc lus ion .   I t  w i l l  be  up  to  the  EP I  D iv i s ion ,  and the  leadersh ip
of  i t s  dean ,  to  ensure  that  equ i ty  i s  a t  the  fore f ront  o f  the  Gu ided Pathways  in i t ia t i ve
and advocate  for  la rger  sys temic  changes  that  are  not  inherent l y  connected to  the
Guided Pathways  movement .

In  add i t ion  to  the  deve lopment  o f  the  EP I  D iv i s ion ,  SMC has  a lso  accessed the
expert i se  o f  nat iona l  thought  leaders ,  such  as  USC ’s  Center  for  Race  & Equ i ty ,  USC ’s
Center  for  Urban Educat ion ,  and Communi ty  Co l lege  Equ i ty  Assessment  Lab (CCEAL)
to  in form campus equ i ty  e f for ts .   The  var ious  USC and CCEAL t ra in ings  have  been
focused on leadersh ip  approaches  to  advance  equ i ty ,  cu l tura l l y  re levant  teach ing
and curr i cu lum,  and ins t i tu t iona l  redes ign .  These  engagements  have  prov ided
campus leaders  the  opportun i ty  to  examine  po l i c ies  and pract i ces  w i th in  an  ex is t ing
equ i ty  f ramework .   Whi le  not  a l l  members  o f  the  campus communi ty  have
part i c ipated  in  the  externa l  t ra in ings ,  SMC has  arch ived  many  o f  the  t ra in ings  and
webinars  on  the  var ious  profess iona l  deve lopment  webs i tes .

Uti l iz ing  a  Campus Equity  Ecosystem
Creat ing  change  requ i res  the  organ iza t ion  to  func t ion  as  an  equ i t y -minded  communi ty
mean ing  that  a l l  ind i v idua l s ,  cons t i tuent  g roups ,  depar tments ,  and  se rv i ces  unders tand
what  the i r  ro l e  i s  in  s tudent  success  and  l eve rage  resources  to  advance  equ i t y  and
s tudent  success  in  a l i gnment  w i th  s tudent  equ i t y  p lan ,  s t ra teg i c  p lan ,  and  v i s ion  for
becoming  an  ant i - rac i s t  campus .

Though SMC Areas  o f  In terest  have  on ly  recent l y  launched ,  the  co l lege  has  taken
great  care  to  in tent iona l l y  embed cross - ins t i tu t iona l  supports  for  s tudents  through
the  deve lopment  o f  “S tudent  Care  Teams”  wh ich  i s  current l y  underway  to  be  fu l l y
implemented .

Image  3 .  Compos i t ion  o f  AOI -  Based  S tudent  Care  Team
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Source :  Santa  Mon ica  Co l l ege :  A reas  o f  In te res t -based  S tudent  Care  Teams 

https://www.smc.edu/administration/governance/academic-senate/guided-pathways-framework/documents/SCT-Overview-09-2022.pdf
https://www.smc.edu/administration/governance/academic-senate/guided-pathways-framework/documents/SCT-Overview-09-2022.pdf


Ensur ing  that  a l l  s tudents  have  access  to  ded icated  d isc ip l ine  spec i f i c
ins t ruct iona l  and counse l ing  facu l ty  and career  support  have  been championed 
 as  we l l  as  he lp ing  s tudents  be  conf ident  about  wh ich  Path  they  Enter .  The  case
management  approach to  ensur ing  that  s tudents  S tay  on  the  Path  and  Ach ieve
the i r  Goa l s  i s  supported  w i th  the  add i t ion  o f  f inanc ia l  a id  representat i ves  –  to
ensure  s tudents  have  fund ing  needed to  cont inue  the i r  s tud ies ,  a  hea l th  and
wel lbe ing  representat i ve  –  to  ensure  s tudents  have  cons is tent  menta l  hea l th
supports  as  they  nav igate  l i fe  both  as  a  s tudent  and as  a  communi ty  member ,
and peer  nav igators  –  to  ensure  that  s tudents  can  bu i ld  communi ty  w i th  the i r
peers  and deve lop  a  sense  o f  be long ing  and connectedness  to  the  broader  SMC
communi ty .   Creat ing  a  case  management  s t ructure  across  Academic  A f fa i rs  and
Student  Serv ices  prov ides  an  opportun i ty  for  co l leagues  to  work  in  co l laborat ion
to  support  the  success  o f  s tudents  w i th  in tent ion .

Action Oriented 
Be ing  ac t ion -or i en ted  requ i res  in ten t iona l  s t eps  and  e f for t s  towards  d i smant l ing
inequ i tab le  prac t i ces  and  po l i c i e s  w i th in  the  ins t i tu t ion .

Rev iewing  ins t i tu t iona l  po l i c ies  on  a  regu lar  bas is  i s  an  incred ib ly  important  way
to  ensure  that  the  co l lege  i s  not  un intent iona l l y  engag ing  in  harmfu l  po l i c ies  or
perpetuat ing  pract i ces  that  exp l i c i t l y  resu l t  in  d isproport ionate  outcomes for
s tudents .   Wi th in  the  c lassroom,  po l i c ies  re la ted  to  curr i cu lum and assessment
are  incred ib ly  impact fu l  to  s tudent  outcomes .   These  po l i c ies  are  captured in  the
Course  Out l ines  o f  Record  where  Student /Program Learn ing  Outcomes are
re ferenced ,  assessments  are  approved ,  and curr i cu lum is  recommended.   The
2021-2022 DPAC Act ion  P lan  1  -  Academic  and Career  Paths  inc luded spec i f i c
focus  on  rev iewing  and rev is ing  Course  Out l ines  o f  Record ,  S tudent  Learn ing
Outcomes ,  and Program Learn ing  Outcomes in  co l laborat ion  w i th  the  Curr icu lum
Commit tee  and Program Rev iew Commit tee .

Image  4 .  2020-2021 DPAC Ac t ion  P lan  1  -  Academic  and  Career  Paths  [ sn ippe t ]
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Source :  Responses  to  2020-2021 Annua l  Ac t ion  P lan

https://www.smc.edu/administration/governance/district-planning-policies/documents/2020-2021-Action-Plans-with-BC-input.pdf
https://www.smc.edu/administration/governance/district-planning-policies/documents/Responses-2020-2021-AAPs.pdf
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Being  Act ion  Or iented and pr ior i t i z ing  regu lar  rev iew of  Course  Out l ines  o f  Record
to  encourage  the  use  o f  cu l tura l l y  re levant  teach ing  and learn ing  pract i ces ,  ac t i ve
and app l ied  learn ing ,  and cu l tura l l y  susta in ing  curr i cu lum wi l l  he lp  a  more  d iverse
student  body  connect  more  deep ly  to  the  curr i cu lum and encourage  s tudent
success .

A lso  in  the  2021-2022 DPAC Act ion  P lan  was  Act ion  P lan  2  -  Equ i t i z ing  Gateway  and
Cr i t i ca l  Courses .   In  co l laborat ion  w i th  Act ion  P lan  1  whose  focus  was  on
implement ing  Gu ided Pathways  and rev iewing  curr i cu lum,  Equ i t i z ing  Gateway  and
Cr i t i ca l  Courses  takes  i t  one  s tep  fur ther  in  that  i t  prov ides  an  opportun i ty  for  a l l
facu l ty ,  fu l l - t ime and ad junct ,  to  engage  in  meaningfu l  d ia logue and thought
par tnersh ip  around how to  s t rengthen the i r  own courses  w i th in  an  equ i ty  lens .   

Image  5 .  2021-2022 DPAC Ac t ion  P lans  -  Equ i t i z ing  Gateway  Courses  [ sn ippe t ]

 

The  most  s ign i f i cant  aspect  o f  the  Equ i t i z ing  Gateway  and Cr i t i ca l  Courses  in i t ia t i ve
is  that  i t  focuses  on  the  courses  that  many  s tudents  are  requ i red  to  take  before
they  can  enter  the i r  ma jor ,  t rans fer ,  or  career  re la ted  coursework .  These  are  the
c lasses  that  h is tor ica l l y  minor i t i zed  s tudents  have  found themse lves  “s tuck ”  in  and
unable  to  move through in  order  to  complete  the i r  educat iona l  goa l .   The
intent iona l  focus  on  s tar t ing  w i th  these  courses  prov ides  an  opportun i ty  for  facu l ty
to  create  pathways  to  success  w i th in  the i r  c lassrooms rather  than ho ld ing  pens  o f
fa i lure .  Whi le  th is  in i t ia t i ve  f i r s t  began w i th  entry  leve l  and h igh  enro l led  courses ,
the  Equ i t i z ing  Gateway  Courses  program wi l l  soon expand across  the  ins t i tu t ion
support ing  a  var ie ty  o f  d isc ip l ines  inc lud ing  CTE  courses  as  we l l  –  a l l  o f  wh ich  has
an incred ib le  opportun i ty  to  be  impact fu l  for  s tudents .

https://www.smc.edu/administration/governance/district-planning-policies/documents/2021-2022-Annual-Action-Plans.pdf


Areas of  Opportunity
Whi le  Santa  Monica  Co l lege  has  expressed a  c lear  des i re  to  bet ter  support
d isproport ionate ly  impacted s tudents ,  the  Co l lege  lacks  c lear  goa ls  and d i rect ion
on how to  do  so .  Wi th  a t  least  four  key  documents ,  prepared by  four  d is t inc t i ve
inst i tu t iona l  bod ies ,  there  i s  no  overarch ing  set  o f  pr ior i t ies  for  wh ich  ind iv idua l
groups  may  a l l  a l i gn  w i th in  an  e f for t  to  ensure  that  these  s i loed goa ls  are
pr ior i t i zed  and va lued by  the  Co l lege .  Th is  lack  o f  c lar i t y  has  resu l ted  in  many
employees  and governance  groups  unsure  o f  the  Co l lege ’ s  t rue  focus  and
encourages  s i loed and d is jo inted  approaches  to  advance  equ i ty  e f for ts  wh ich  may
not  be  ins t i tu t iona l i zed  la ter  on .

Crit ical  Ref lect ion
The  prac t i ce  o f  assess ing  an  organ iza t ion ’ s  cu l ture ,  po l i c i e s ,  and  prac t i ces  and
ident i f y ing  ways  to  change ,  adapt ,  and  grow to  improve  outcomes  for  s tudents .  

In  the  survey ,  Hotep Consu l tants  asked SMC co l leagues  whether  or  not  there  was  a
shared understand ing  o f  “equ i ty ”  w i th in  each  const i tuency  group.  Whi le  the
major i t y  o f  respondents  rep l ied  Agree  to  S t rong ly  Agree ,  there  were  a  notab le
amount  o f  responses  that  responded “D isagree”  between 25% and 35%,  wh ich  can
be cons idered a  s ign i f i cant  amount  i f  up  to  a  th i rd  o f  a  par t i cu lar  const i tuency
group does  not  be l ieve  that  there  i s  consensus  about  the  the  i ssue  be ing
addressed and the  approach to  reso lve  i t .

Char t  1 :  Employee  Survey  Response  -  Co l l eagues  have  a  shared  unders tand ing  o f  what  “ equ i t y ”
means
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2019-2022 Student
Equity Plan Executive

Summary

Faculty Equity Resource
Guided developed in 2018

EPI Glossary of Racial Equity
Terminology and Language

Equity: 
Fair and just inclusion.
An equitized society is
one in which all can
participate and
prosper. The goal of
equity must be to
create conditions that
allow ALL to reach
their full potential.

Equity: 
Fair outcomes,
treatment, and
opportunities for all
students (California
Dept. of Education).
Equity means giving each
student access to the
resources they need to
learn, thrive, and be
successful.



Racial Equity: 
Racial equity is the condition that
would be achieved if one's racial
identity no longer predicted, in a
statistical sense, how one fares.
When we use the term, we are
thinking about racial equity as one
part of racial justice, and thus we
also include work to address root
causes of inequities, not just their
manifestation. This includes
elimination of policies, practices,
attitudes, and cultural messages that
reinforce differential outcomes by
race or that fail to eliminate them.
“A mindset and method for solving
problems that have endured for
generations, seem intractable, harm
people and communities of color
most acutely, and ultimately affect
people of all races. This will require
seeing differently, thinking
differently, and doing the work
differently. Racial equity is about
results that make a difference and
last.”

Tab le  6 .  Equ i t y  De f in i t ions  across  SMC  
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In  rev iewing  var ious  ins t i tu t iona l  documents  the  Hotep Consu l tants  team ident i f ied
severa l  d i f ferent  def in i t ions  o f  equ i ty .   I t  cou ld  be  that  the  lack  o f  c lar i t y  around
understand ing  what  equ i ty  means  a t  SMC is  a  resu l t  o f  the  presence  o f  var ious
def in i t ions  and lack  o f  gu idance  around how any  o f  those  def in i t ions  might  d i rect l y
re la te  to  d i f ferent  const i tuency  groups .



I t  can  be  benef ic ia l  for  ind iv idua l  governance  or  work  groups  to  def ine  equ i ty  as
i t  re la tes  to  the i r  locus  o f  contro l ,  i t  wou ld  be  most  impact fu l  i f  there  was  an
overarch ing  def in i t ion  o f  equ i ty  that  gu ides  the  ins t i tu t ion  as  a  whole .   A
def in i t ion  that  serves  as  a  gu ide  post  to  prov ide  d i rect ion  when new in i t ia t i ves
are  launched ,  fund ing  and resources  are  be ing  requested ,  or  s t ructura l  sh i f t s  are
be ing  proposed a l l  in  the  e f for t  to  “advance  equ i ty . ”  I f  there ’ s  no  ins t i tu t iona l
def in i t ion  to  c lar i f y  what  SMC ’s  def in i t ion  o f  equ i ty  i s ,  i t  becomes more  d i f f i cu l t
to  ident i f y  and focus  e f for ts  that  are  ac tua l l y  work ing  towards  the  ins t i tu t ion ’ s
goa ls .

Whi le  there  are  severa l  documents  that  ment ion  the  pr ior i t i za t ion  o f  ach iev ing
equi tab le  outcomes for  s tudents ,  and there  i s  a  shared sense  o f  importance
around support ing  the  co l lege  in  do ing  so ,  there  lacks  a  c lear  overarch ing  set  o f
ins t i tu t iona l  goa ls  to  gu ide  the  var ious  in i t ia t i ves  and pract i ces  current l y  tak ing
p lace  across  the  Co l lege .   Dur ing  the  focus  groups ,  the  Hotep Consu l tants  team
asked employees  to  name the  top  three  pr ior i t ies  for  the  Co l lege ,  and responses
were  vast  –  when the  employees  were  ab le  to  answer  the  quest ion  a t  a l l .

Our  team was  d i rected  to  a  var ie ty  o f  documents  that  employees  re ferred  to  in
order  to  ident i f y  the  ins t i tu t iona l  goa ls  and pr ior i t ies  inc lud ing  the  “2022-2023
Board  o f  Trustees  Goa ls ”  and the  “2019-2022 SEP Execut i ve  Summary ” .   

Very  few ind iv idua ls  ment ioned the  “SMC Strateg ic  In i t ia t i ves  2017-2022”  or  the
“DPAC Act ion  P lans ”  yet  those  were  documents  that  our  team rev iewed as  a  par t
o f  th is  aud i t .   Hav ing  such a  broad array  o f  documents  and work  groups  that  a l l
seem to  be  work ing  towards  a  separate  set  o f  goa ls  can  lead  to  confus ion ,  missed
opportun i t ies  for  co l laborat ion ,  and th inn ing  out  resources  that  may  have  been
bet ter  d i rected  i f  there  were  not  such  s tark  s i loes  on  campus .   

“ . . .  we  have  groups  w i th  words  l i ke  ‘equ i ty ’  in  them,  we have  a  [S tudent  Equ i ty
P lan] ,  we  have  t ra in ing  around equ i ty ,  but  i t  hasn ’ t  been meaningfu l l y
incorporated  in to  our  dec is ion  mak ing  s t ructures .  There ’ s  no  comprehens ive
cr i t i ca l  ana lys i s  o f  how those  s t ructures  came to  be  in  p lace…”  (Facu l ty ,  Focus
Group)

“There  are  pockets  o f  fo lx  who address  equ i ty  i ssues ,  rac ism,  and d iscr iminat ion ,
but  i t ' s  not  par t  o f  the  organ izat iona l  cu l ture  and i s  not  embedded in  our
po l i c ies ,  procedures ,  pract i ces ”  (Admin is t ra tor ,  Survey )
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The EP I  c reated  a  “Crosswa lk  o f  Equ i ty  Act i v i t ies ”  wh ich  serves  as  a  v i sua l
representat ion  o f  the  var ious  groups  on  campus a l l  work ing  on  separate  equ i ty
in i t ia t i ves  w i thout  any  overarch ing  ins t i tu t iona l  goa ls  to  he lp  cohes ive ly  gu ide  the
work .

Image  6 .  Crosswa lk  o f  Equ i t y  Ac t i v i t i e s

Source :  EP I  PowerPo in t  Presen ta t ion  02 .04 .2021  -  Crosswa lk  o f  Equ i t y  Ac t i v i t i e s

Hav ing  a  mul t i tude  o f  d i f ferent  work ing  groups  a l l  w i th  the i r  ind iv idua l  goa ls  and
pr ior i t ies  does  not  a lways  have  to  resu l t  in  a  s i loed or  d is jo in ted  approach to
ach iev ing  ins t i tu t iona l  goa ls ,  the  cha l lenge  here  i s  that  there  are  not  c lear
ins t i tu t iona l  goa ls  to  a l l  o f  the  ind iv idua l  group goa ls  back  to .   The  Co l lege  o f  San
Mateo ’s  2028 Educat iona l  Master  P lan ,  5  year  Act ion  Steps  (pg  105-109) ,  prov ides  a
v isua l  representat ion  o f  ways  in  wh ich  ind iv idua l  d iv i s ions ,  governance  groups ,  and
work  groups  might  a l l  take  d i f ferent  approaches  to  address  the  c lear l y  def ined
inst i tu t iona l  goa ls .

The  lack  o f  an  Educat iona l  Master  P lan  to  lead  the  ins t i tu t ion  and c lear l y  ar t i cu la te
the  goa ls  for  wh ich  a l l  employees  shou ld  be  work ing  to  address  cou ld  be  one reason
th is  gap  ex is ts .   A l ternat i ve ly ,  the  SMC Strateg ic  In i t ia t i ves  cou ld  serve  as  a  gu id ing
document  for  wh ich  a l l  work  groups  are  connected back  to ,  resource  a l locat ions  are
t ied  to ,  and future  ins t i tu t iona l  p lans  are  der i ved  f rom.   Whichever  lead ing
document  the  Co l lege  dec ides  to  deve lop  shou ld  be  re ferred  to  ear l y  and o f ten
when d iscuss ing  the  ins t i tu t ion 's  goa ls  and pr ior i t ies  dur ing  any  g i ven  term.



Uti l iz ing  a  Campus Equity  Ecosystem

Creat ing  change  requ i res  the  organ iza t ion  to  func t ion  as  an  equ i t y -minded  communi ty
mean ing  that  a l l  ind i v idua l s ,  cons t i tuent  g roups ,  depar tments ,  and  se rv i ces  unders tand
what  the i r  ro l e  i s  in  s tudent  success  and  l eve rage  resources  to  advance  equ i t y  and  s tudent
success  in  a l i gnment  w i th  s tudent  equ i t y  p lan ,  s t ra teg i c  p lan ,  and  v i s ion  for  becoming  an
ant i - rac i s t  campus .

Dur ing  the  focus  groups  w i th  managers  the  Hotep Consu l tants  team asked “who i s
respons ib le  for  advanc ing  equ i ty  a t  SMC, ”  and the  resounding  response  was  “a l l  o f
us ” .  However ,  when we asked non-managers  what  the i r  ro le  was  in  advanc ing  equ i ty
at  SMC,  the  answers  var ied  depending  on  the  job  c lass i f i ca t ion  o f  the  ind iv idua ls  that
we spoke  w i th .   Spec i f i ca l l y ,  ind iv idua ls  that  were  c lass i f ied  as  C lass i f ied  Educators  or
C lass i f ied  Profess iona ls  d id  not  express  c lar i t y  in  understand ing  what  the i r  ro le  was
in  advanc ing  equ i ty  a t  SMC –  espec ia l l y  i f  they  were  not  in  ro les  that  d i rect l y  work
wi th  s tudents .   

I f  i t  i s  the  expectat ion  that  a l l  members  o f  the  SMC work force  are  respons ib le  for
ensur ing  the  advancement  o f  equ i tab le  pract i ces  and d ismant l ing  o f  inequ i tab le
po l i c ies  in  order  to  best  support  s tudents ,  then there  need to  be  s t ronger
expectat ions  o f  such  dur ing  the  h i r ing  process  and opportun i t ies  for  a l l  members  o f
the  SMC communi ty  to  engage  in  Profess iona l  Learn ing  Exper iences  focused on
address ing  equ i ty  w i th in  the i r  respect i ve  un i t  o f  serv ice .

Job  Descr ip t ions

There  are  incons is tenc ies  in  SMC job  descr ip t ions  around expectat ions  for  engag ing
in  equ i ty -minded pract i ces ,  across  a l l  job  c lass i f i ca t ions .  Even the  layout  o f  the  job
post ings  var ies  by  employee  type  -  spec i f i ca l l y  the  ment ion  o f  equ i ty ,  inc lus ion ,  or
d ivers i t y  and where  i t  appears  w i th in  the  job  post ing .
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Employee Type DEI Mention in Posting

Dean, First Year Programs
Associate Dean, Student Life
Vice President, Academic Affairs

Administrator
Positions Reviewed:

Diversity Statement and Equity Statement is
found towards the end of the job posting.

Only, VP Academic Affairs had a mention of
expectations to engage in equity related work
within “Job Duties”“Vice President leads
instructional efforts to reduce racial equity gaps
and foster a diverse, equitable and inclusive
learning and work environment”

DSPS Specialist 2023
DSPS Student Services Assistant
Community College Police Sergeant
Community College Police Dispatcher
2022-10

Classified Educator/Professional
Positions Reviewed:

Equity Statement is found in the second half
of the job posting after Benefits, Salary
Placement, Selection Process.

No mention of expectations to engage in
equity related work within “Job Duties.”

Earth Science 
History (Ethnic Studies)
Mathematics
Counseling - Career Services
Respiratory Care

Faculty - Full-Time/Tenure Track
Positions Reviewed:

Institutional Commitment to Equity and
Diversity listed at the top of the job posting.

Diversity Statement and Equity Statement is
found towards the end of the job posting,
after Pay Philosophy.

No mention of expectations to engage in
equity related work within “Job Duties.”

Communication Studies (Pool)
English (Pool)
Ethnic Studies (Pool)
Mathematics (Pool)
Philosophy & Social Sciences -
Women’s Studies (Pool)

Faculty - Part-Time
Positions Reviewed:

Equity Statement is found in the second half
of the job posting after Benefits, Salary
Placement, Selection Process.

No mention of expectations to engage in
equity related work within “Job Duties.”
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There  was  on ly  one  facu l ty  job  descr ip t ion  that  the  Hotep Consu l tants  Team
rev iewed that  exp l i c i t l y  s ta ted  the  expectat ion  o f  the  cand idate  to  ut i l i ze  cu l tura l l y
re levant  teach ing  pract i ces  and equ i ty  minded course  mater ia l s :  Eng l i sh
Compos i t ion  Tenure  Track .

Image  7 :  Equ i t y  Expec ta t ions  in  Job  Descr ip t ion :  Eng l i sh  Compos i t ion  Tenure  T rack

Source :  Fu l l - T ime/Tenure  T rack  Ins t ruc tor ,  Eng l i sh  Compos i t ion  -  “ Job  Dut i e s ”

The lack  o f  cons is tency  in  h igh l ight ing  the  expectat ion  that  a l l  employees  would
engage  in  the  equ i ty  advanc ing  work  tak ing  p lace  on  campus fur ther  perpetuates
the  idea  that  on ly  some employees  –  most l y  facu l ty  teach ing  w i th in  the  Go lden 4  –
are  expected to  focus  on  equ i ty .   I f  the  expectat ion  i s  that  a l l  members  o f  the  SMC
work force  shou ld  be  address ing  equ i ty  w i th in  the i r  areas  o f  serv ice ,  the  job
descr ip t ions  shou ld  be  updated across  a l l  c lass i f i ca t ions  to  c lear l y  s ta te  such .

Professional  Development

S imi lar  to  the  lack  o f  cons is tency  about  expectat ions  o f  engag ing  in  equ i ty -minded
pract i ces  across  a l l  job  c lass i f i ca t ions ,  there  i s  a  lack  o f  cons is tency  around the
profess iona l  deve lopment  opportun i t ies  prov ided to  var ious  employee  groups  to
engage  in  such  meaningfu l  work .   Much o f  the  profess iona l  deve lopment
workshops ,  web inars ,  and t ra in ings  that  the  co l lege  hosts  or  par t i c ipates  in  that
focus  on  equ i ty  i s  o f ten  exp l i c i t l y  marketed towards  ins t ruct iona l  facu l ty .   Whi le
there  are  non- ins t ruct iona l  facu l ty  that  may  be  inv i ted  to  such  profess iona l
deve lopment  opportun i t ies ,  the  pr imary  focus  for  the  t ra in ings  are  perce ived  to
on ly  c reate  space  for  ins t ruct iona l  facu l ty  and d iscuss  ways  in  wh ich  to  advance
equi tab le  pract i ces  in  the  c lassroom.   The  quotes  on  the  fo l lowing  page  are  shared
from co l leagues  regard ing  the  equ i ty  focused profess iona l  deve lopment
opportun i t ies  a t  SMC.



“ I 'm forward ing  a  per fect  example  o f  how SMC equ i ty  o f fer ings  a l ienate  the
c lass i f ied  s ta f f .  I t s  pr imary  header  says  A f f i rming  Students ’  Rac ia l  Ident i t ies  in
Curr icu lum.  What  i s  c lass i f ieds  ro le  in  th is?  You have  a l ready  los t  our
at tent ion ! ! ”  (Class i f i ed  Educator  pos t  focus  g roup  emai l  r egard ing  the  USC  Race  &
Equ i t y  Cente r  e -Conven ing  emai l )  

“Not  everyone i s  inv i ted  to  the  “equ i ty  conversat ion”  and even when/ i f  they
show up ,  they ’ re  not  we lcomed because  they  aren ’ t  speak ing  the  same ‘equ i ty
language ’ "  (Admin i s t ra tor ,  Focus  Group)

“A l l  depts  work  in  s i los  and a l though there  are  a  few who would  l i ke  to
d ismant le  that  cu l ture ,  there  i s  no  support .  The  work  "FLEX"  in  i t se l f  i s  not
inc lus ive .  Th is  spec i f i ca l l y  descr ibes  facu l ty  PD.  There  i s  none for  c lass i f ied
profess iona ls . ”  (Class i f i ed  Educator /S ta f f ,  Survey )

“ I  have  not  fe l t  that  these  opportun i t ies  are  ‘ sa fe  spaces ’  and I ’ ve  been
s ign i f i cant l y  more  ‘qu ie t ’  a t  these  spaces  than I  ever  have  been in  my  career . ”  
 (Facu l t y ,  Survey )

In  order  to  cu l t i va te  a  communi ty  o f  co l leagues  who advance  equ i ty  across  the
Col lege  i t  w i l l  be  v i ta l  to  ensure  that  there  are  profess iona l  deve lopment
opportun i t ies  for  a l l  const i tuency  groups  to  par t i c ipate ,  learn ,  and engage .
Equa l l y  as  important  as  prov id ing  the  opportun i t ies  for  a l l  const i tuency  groups  to
par t i c ipate  in  equ i ty  re la ted  profess iona l  deve lopment ,  the  Co l lege  has  to  create
the  space  for  ind iv idua ls  who may  not  have  par t i c ipated  before  to  be  we lcomed
into  these  spaces  o f  exp lorat ion ,  d ia log ,  and learn ing .

Culture of  Mistrust

The lack  o f  c lar i t y  around the  equ i ty  advanc ing  in i t ia t i ves  and ins t i tu t iona l
pr ior i t ies  a t  SMC has  resu l ted  in  ind iv idua ls  and smal l  g roups  deve lop ing  s i loed
act i v i t ies  focused on meet ing  a  var ie ty  o f  needs  and goa ls .  Though the  outcomes
of  these  smal l  g roups  have  been impact fu l  and resu l ted  in  meaningfu l  work ,  such
as  the  Equ i t i z ing  Gateway  Courses  program (as  an  example  o f  a  program that  was
in i t ia ted  by  a  smal l  g roup of  co l leagues  in  d i rect  serv ice  to  s tudents ) ,  the  s i lo ing
of  these  act i v i t ies  have  l imi ted  w idespread par t i c ipat ion .  

Whi le  i t  i s  wonder fu l  that  there  are  ind iv idua ls  a t  the  co l lege  that  are  pass ionate
about  advanc ing  equ i ty  e f for ts ,  unfor tunate ly  that  in tense  pass ion  has  ost rac ized
others  who may  not  express  the  same leve l  o f  pass ion  or  purport  to  be  advanced
wi th in  the i r  equ i ty  journey .  Focus  group par t i c ipants  shared reservat ions  in
at tend ing  many  o f  the  equ i ty  re la ted  events  because  they  d idn ’ t  fee l  as  though
they  were  we lcomed or  the i r  quest ions  were  va lued in  open forums.  Be low i s  a
quote  f rom a  co l league shar ing  the i r  exper ience  in  equ i ty  focused spaces  on
campus :
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“DE I  i s  los ing  i t s  t rue  meaning  and now,  some facu l ty  are  a f ra id  o f  speak ing  for
fear  o f  re ta l ia t ion  or  be ing  deemed rac is t  or  not  a  team p layer . ”  (C lass i f i ed
Educator /S ta f f ,  Survey )

My department  d iscusses  equ i ty  dur ing  meet ings  and has  an  equ i ty  workgroup.
Pushback  f rom one or  two people  w i th in  our  department  has  ha l ted  any
progress  and created tox ic  fear .  Our  leadersh ip ,  both  a t  the  department  leve l
and the  admin is t ra t i ve  leve l ,  has  no  sk i l l s  or  ab i l i t ies  to  address  th is .  I  have
spoken w i th  the  las t  three[_____ ]  about  th is  a tmosphere ,  wh ich  i s  r i ch  w i th
whi te  supremacy  and misogyny .  They  have  done noth ing  because  i t  i s  not  "bad
enough. "  I  no  longer  speak  dur ing  department  meet ings  because  o f  the  t ro l l ing
I  have  exper ienced . ”  (Facu l t y ,  Survey )

“ I t  never  dawned on me that  our  s tudents  fee l  the  same th ing .  We br ing  them
to us ,  we  br ing  them to  an  inherent l y  not  we lcome p lace…The turn ing  po int  for
me and my equ i ty  journey  was  understand ing  that  p iece  o f  what  our  s tudents
go  through.  We not  on ly  recru i t  them,  but  they  choose  us . ”  (Admin is t ra tor ,
Focus  Group)

Such s i lo ing  o f  equ i ty  advanc ing  profess iona l  deve lopment ,  workshops ,  or
d iscuss ions  on  campus ,  resu l ts  in  the  same ind iv idua ls  par t i c ipat ing  in  each  o f  the
act i v i t ies  on  campus w i thout  we lcoming  or  inv i t ing  others  to  the  conversat ion .  Th is
prevents  the  opportun i ty  for  d iverse  thoughts  and ideas  to  be  shared and ins tead
keeps  the  conversat ions  and learn ing  insu lar ,  where in  the  cho i r  cons is tent l y
preaches  to  the  cho i r .  

When the  c l imate  a t  an  ins t i tu t ion  i s  one  in  wh ich  there ’ s  a  lack  o f  c lar i t y  around
the  ins t i tu t ion ’ s  overa l l  goa ls ,  employees  are  not  c lear  in  the i r  ro le  o f  advanc ing
equi ty ,  employees  are  not  be ing  consu l ted  across  the  ins t i tu t ion  on  po l i c ies  and
procedures  that  cou ld  impact  s tudent  outcomes (exp l i c i t l y  or  impl i c i t l y ) ,
co l leagues  don ’ t  fee l  we lcomed to  even exp lore  the  ways  in  wh ich  they  can
advance  the  equ i ty  re la ted  work  on  campus ,  the  s tudents  are  the  d i rect  rec ip ients
of  the  harmfu l  outcomes .

Mov ing  forward ,  i t  w i l l  be  incred ib ly  important  for  SMC to  es tab l i sh  c lear  and
cons is tent  goa ls ,  c lear  expectat ions  o f  ind iv idua l  ro les  to  advance  the  work ,  c reate
space  for  a l l  employees  to  grow wi th in  the i r  own equ i ty  journey ,  and
inst i tu t iona l i ze  opportun i t ies  to  co l laborate  and s t rengthen equ i ty  advanc ing  work
both  on  the  ind iv idua l  and department/d iv i s ion  leve l  across  the  ins t i tu t ion  and a l l
const i tuency  groups .
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Equi ty -Minded i s  an  ana lys i s  a t  the  ind iv idua l  leve l  and one ’s  consc iousness ,  va lues ,
and be l ie f  sys tems about  s tudents ,  onese l f ,  and the  process  o f  teach ing  and
learn ing .  Equ i ty -minded h igher  educat ion  profess iona ls  in tent iona l l y  ca l l  a t tent ion
to  pat terns  o f  inequ i ty  in  s tudent  exper iences  and outcomes .

Highl ights

Santa  Monica  Co l lege  o f fers  opportun i t ies  that  s tudents  be l ieve  w i l l  he lp  them
succeed in  the i r  academic  goa ls .  S tudents  be l ieve  that  SMC s ta f f  and facu l ty  care
about  the i r  success  and some go  above  and beyond to  support  s tudents .  These
pos i t i ve  employee-s tudent  re la t ionsh ips  and in teract ions  are  meaningfu l  because
they  he lp  s tudents  fee l  l i ke  they  are  we lcomed at  the  co l lege ,  regard less  o f  what
cha l lenge  or  s t rugg le  they  might  be  exper ienc ing .

Demonstrat ing Bel ief  in  Students

Th i s  i s  the  authent i c  and  unwaver ing  be l i e f  tha t  s tudents  ( in  par t i cu lar ,  s tudents  o f
co lor ,  f i r s t  genera t ion ,  and/or  low income)  have  the  capac i t y  to  l earn  and  be  success fu l .

Santa  Monica  Co l lege  i s  we l l  known for  i t s  reputat ion  for  hav ing  s te l la r  academic
programs ,  a  var ie ty  o f  support  programs ,  and an  incred ib le  number  o f  s tudents  that
t rans fer  to  the  Un ivers i t y  o f  Ca l i forn ia  sys tem each year .  Whi le  a l l  o f  those  aspects
are  impress ive  on  the i r  own,  what  i s  even more  impress ive  are  the  ind iv idua ls  who
support  a l l  o f  those  areas  o f  ins t i tu t iona l  pr ide .  The  ded icated  employees  o f  SMC
that  deve lop  meaningfu l  and impact fu l  re la t ionsh ips  w i th  s tudents  and encourage
the i r  success .

The  overwhe lming  major i t y  o f  SMC s tudents  surveyed ,  reported  that  they  Agree  or
Strong ly  Agree  to  the  s ta tement  “ I  th ink  SMC employees  are  genu ine ly  concerned
about  my we l l  be ing  and success ”  w i th  no  c lear  d i f ference  when d isaggregated by
race  or  gender .

EQUITY MINDED
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Char t  2 .  S tudent  Survey  Response  -  I  th ink  SMC employees  are  genu ine l y  concerned  about
my we l l  be ing  and  success

75% of  employees  (n=277)  reported  that  co l leagues  have  h igh  expectat ions  o f
s tudents  regard less  o f  race ,  gender  or  cu l tura l  ident i t y .

86% of  employees  (n=  278)  reported  that  they  are  aware  o f  how the i r  be l ie fs
can  create  b ias  towards  spec i f i c  groups  o f  peop le .

S tudents  par t i c ipants  o f  the  survey  and the  focus  groups  reported  fee l ing
supported  by  a  var ie ty  o f  ind iv idua ls  across  the  Co l lege .   Severa l  a t t r ibuted key
programs ,  support  serv ices ,  and ind iv idua ls  to  the i r  success ;  programs and
resources  such as :  B lack  Co l leg ians ,  Ade lante ,  Counse l ing ,  Center  for  S tudents
wi th  D isab i l i t ies ,  In ternat iona l  S tudent  Program,  jus t  to  name a  few.   The  support
that  s tudents  in  these  programs ,  and others ,  reported  rece iv ing ,  a l i gns  w i th  the
responses  f rom SMC employees  around demonstrat ing  a  s t rong  be l ie f  in  s tudents .   
SMC employees  reported  that  they  be l ieve  they  and the i r  co l leagues  have  h igh
expectat ions  o f  a l l  s tudents  regard less  o f  background.

 Add i t iona l l y ,  employees  reported  an  awareness  o f  the  b iases  they  may  have .



Hav ing  an  awareness  o f  ind iv idua l  b iases  and the  impact  o f  such  b iases  for  such  a
large  percentage  o f  the  SMC work force  i s  work  that  takes  in tent ion  and t ime.
Tra in ings  have  been o f fered co l lege  w ide  on  important  top ics  such  as
microaggress ions  and Impl i c i t  B ias  in  order  to  a l low ind iv idua ls  the  opportun i ty  to
re f lec t  on  the i r  current  be l ie fs  and ways  o f  be ing ,  and asses  the  ways  in  wh ich  those
be l ie fs  may  impact  the  s tudents  they  serve .  Though in  the  prev ious  sect ion  we
commented on the  lack  o f  co l lege  w ide  equ i ty  based t ra in ings ,  t ra in ings  on
Microaggress ions  and Impl i c i t  B ias  are  ava i lab le  to  C lass i f ied  Educators ,  many  o f
whom would  par t i c ipate  i f  the i r  schedule  a l lowed.

Santa  Monica  Co l lege  employees  across  a l l  c lass i f i ca t ions  and departmenta l  un i ts
express  great  joy  in  work ing  for  the  co l lege .  There  i s  a  s t rong  sense  o f  pr ide  in
work ing  for  an  ins t i tu t ion  that  he lps  s tudents  and communi ty  members  in  ach iev ing
the i r  goa ls .  The  Co l lege  has  invested  opportun i t ies  to  support  the  incred ib ly  d iverse
work force  to  bet ter  serve  the  incred ib ly  d iverse  s tudent  populat ion  that  SMC
at t racts .  Two such opportun i t ies  inc lude :  The  Equ i t i z ing  Gateway  Courses  Program
and the  Data  Coach ing  Program.

Both  Equ i t i z ing  Gateway  Courses  and Data  Coach ing  Programs are  in terna l l y  based
programs created by  a  coup le  o f  SMC facu l ty  members  and the  Of f i ce  o f
Ins t i tu t iona l  Research .  Both  programs prov ide  space  for  learn ing ,  in tent iona l
re f lec t ion ,  and app l i ca t ion  to  pract i ce .  Equ i t i z ing  Gateway  Courses  and Data
Coach ing  create  an  env i ronment  where  theory  meets  pract i ce  us ing  data ,  research ,
and thought  par tnersh ip .

Image  8 .  Equ i t i z ing  Gateway  Courses  Overv i ew
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Source :  SMC Webs i t e  -  Equ i t i z ing  Gateway  Courses
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In  add i t ion  to  o f fer ing  ins t ruct iona l  facu l ty  the  opportun i ty  to  in tent iona l l y  rev iew
the i r  course  leve l  data ,  the  Data  Coach ing  Program has  expanded to  support ing
Department  Cha i rs  in  the  rev iew of  depar tmenta l  leve l  data  and coach ing  to  support
facu l ty  as  they  seek  to  improve  the i r  course  outcomes .

Image  9 .  Data  Coach ing  Program Overv i ew 

Source :  SMC Webs i t e  -  Data  Coach ing  Program

Comprehens ive  Profess iona l  Deve lopment  opportun i t ies  for  embedding  equ i ty -
minded pract i ces  in to  one ’s  work  are  one o f  many  ways  SMC supports  employees  in
cu l t i va t ing  a  cu l ture  that  be l ieves  in  s tudents ’  ab i l i t y  to  be  success fu l ,  and prov ide
them wi th  the  too ls  to  do  so .

Areas of  Opportunity

Though there  have  been a  number  o f  profess iona l  deve lopment  opportun i t ies  to
prov ide  the  space  for  SMC employees  to  cr i t i ca l l y  re f lec t  upon the i r  ind iv idua l
pract i ces  in  an  e f for t  to  make  appropr ia te  ad justments  to  bet ter  advance  equ i ty ,  not
a l l  employee  groups  have  been inv i ted  to  par t i c ipate  in  such  cr i t i ca l  conversat ions .  
 As  such ,  there  i s  a  d isconnect  between the  ins t i tu t iona l  leadersh ip  be l iev ing  that  a l l
employees  are  respons ib le  for  advanc ing  equ i ty ,  and the  rea l i t y  that  not  a l l
employees  see  equ i ty  as  be ing  an  actua l  component  to  the i r  day  to  day
respons ib i l i t ies .   Therefore ,  many  employee  groups  –  spec i f i ca l l y  those  whose
pr imary  funct ion  i s  outs ide  o f  the  c lassroom –  have  not  been inv i ted  to ,  nor
rece ived  encouragement  or  permiss ion  to ,  ca l l  a t tent ion  to  pat terns  o f  inequ i ty  in
s tudent  exper iences  and outcomes .

https://www.smc.edu/epicenter/data-coach.php
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Crit ical  Ref lect ion
The  prac t i ce  o f  assess ing  an  organ iza t ion ’ s  cu l ture ,  po l i c i e s ,  and  prac t i ces  and
ident i f y ing  ways  to  change ,  adapt ,  and  grow to  improve  outcomes  for  s tudents .  

Cr i t i ca l  Re f lec t ion  in  Pract i ce

There  i s  a  d isconnect  between be l iev ing  that  a l l  SMC employees  are  respons ib le  for
advanc ing  equ i ty  e f for ts  a t  SMC,  and the  rea l i t y  o f  how do ing  so  f i t s  in to  var ious
ro les  on  campus .   C lass i f ied  Educators  were  the  on ly  respondents  that  responded
“Not  App l i cab le ”  when asked i f  they  were  aware  o f  SMC ’s  equ i ty  re la ted  goa ls  and
whether  the i r  co l leagues  had a  shared understand ing  o f  equ i ty  a t  SMC.

Char t  3 .  Employee  Survey  Response  -  Co l l eges  have  a  shared  unders tand ing  o f  what  “ equ i t y ”  means

“As  a  c lass i f ied  educator ,  I  be l ieve  SMC needs  equ i ty  and b ias  t ra in ing  that
re la tes  to  our  ro les ,  and not  jus t  facu l ty  ro les . ”  

(C lass i f ied  Educator /Sta f f ,  Survey )

The  C lass i f ied  Educator /Sta f f  employee  c lass i f i ca t ion  i s  w idespread throughout
the  ins t i tu t ion  and inc ludes  employees  who prov ide  d i rect  serv ice  to  s tudents
and those  that  do  not .   As  such ,  the  C lass i f ied  Educators /Sta f f  were  the  largest
group w i th in  the  survey  and focus  groups  that  reported  a  d isconnect  between
equi ty  focused in i t ia t i ves  because  they  d id  not  work  d i rect l y  w i th  s tudents .  
 Th is  cou ld  ind icate  an  opportun i ty  for  more  in tent iona l  equ i ty  advanc ing
profess iona l  learn ing  exper iences  focused spec i f i ca l l y  on  support ing  C lass i f ied
Educators /Sta f f  on  the  ways  in  wh ich  they  p lay  a  ro le  in  advanc ing  equ i ty  a t
SMC -  espec ia l l y  for  those  who do not  d i rect l y  support  s tudents  ( i .e . ,  bus iness
admin is t ra t ion ,  aux i l i a ry  serv ices ,  operat ions  and maintenance) .



Employee Type Employee Review Documentation

Administrator
No mention of Equity, Diversity, or Inclusion within
Review Documents

Classified Educator/Staff

#17. Relates to diverse student, faculty and/or public
populationsImportant, though vague and does not
connect to the expectation of advancing
equity/equitable outcomes within department/unit

Faculty - Full-Time/Tenure
Track

Professionalism Form: #11. Maintains currency in
professional knowledge through professional
literature, professional memberships, workshops,
conferences, or other activitiesImportant, though
vague and does not connect to the expectation of
advancing equity/equitable outcomes within
department/unit.  Could be more explicit as it relates
to employing culturally relevant teaching practices,
promoting diverse learning materials, regularly
evaluating data to identify trends in outcomes, etc.

Faculty - Part-Time
No mention of Equity, Diversity, or Inclusion within
Review Documents
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Cr i t i ca l  Re f lec t ion  in  Po l i cy
As  prev ious ly  ment ioned ,  the  expectat ion  that  a l l  employees  have  a  respons ib i l i t y  in
advanc ing  equ i ty  a t  SMC is  d is jo in ted  and unc lear .   Such  expectat ions  are  not
prov ided in  a  cons is tent  way ,  i f  a t  a l l ,  in  the  documentat ion  that  most  d i rect l y
impacts  and in f luences  the  employee  exper ience :  recru i tment ,  onboard ing ,  and
eva luat ion .

The  Facu l ty  Handbook  i s  a  th ick  manua l  that  covers  a  lo t  o f  in format ion  but  makes
no ment ion  o f   “equ i ty ”  outs ide  o f  the  EEO,  Equ i ty ,  and Equ iva lency  s ta tements .  Even
wi th  that  in format ion  be ing  present ,  there  i s  no  exp l i c i t  connect ion  to  the  ro le  o f
facu l ty  and the i r  respons ib i l i t y  and support  for  equ i ty  e f for ts .   Add i t iona l l y ,  none o f
the  current  employee  eva luat ion  forms conta in  any  space  to  eva luate  one 's
engagement  w i th  equ i ty  advanc ing  work  on  campus ,  or  contr ibut ing  to  improv ing
equi tab le  outcomes w i th in  the i r  depar tment/un i t .

Tab le  8  :  Equ i t y  Ment ions  in  Employee  Rev i ew  Documenta t ion
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“We  have  a  depar tment  on  th i s  campus  that  pr ides  themse l ves  in  a  horr ib l e  pass
ra te  on  th i s  campus ,  w i th  the i r  s tudents .  And  I  have  a  co l l eague  that  i s  in  tha t
program,  and  the i r  pas t ,  and  her  cur ren t  pass  ra te  in  her  c lass  i s  83%,  where  the
[pass  ra te ]  campus  w ide  for  th i s  program i s  l e s s  than  50%. ”  ( Facu l t y ,  Focus  Group)

“There  i s  a  g rowing  movement  w i th in  my  depar tment  and  w i th in  my  co l l ege  to  lower
s tandards .  Th i s  i s  p resen ted  in  the  gu i se  o f  suppor t ing  our  b lack  and  la t ino
s tudents .  To  me ,  wh i l e  mot i va ted  by  the  des i re  to  he lp  s tudents ,  i t  i s  in  fac t  harmfu l
and  pat ron iz ing .  Cer ta in l y  b lack  and  brown s tudents  can  succeed  when  g i ven  the
necessary  resources  and  suppor t .  To  sugges t  o therw i se  i s  rac i sm.  Grad ing  po l i c i e s
that  ass ign  A ' s  to  s tudents  who mee t  on ly  the  bas i c  s tudent  l earn ing  outcomes  does
not  acknowlege  [ s i c ]  o r  prepare  s tudents  fo r  exce l l en t  academic  per formance .  The
Equ i t y  movement  on  campus  appears  to  be  ded ica ted  to  lower ing  s tandards ,
equat ing  them wi th  forms  o f  oppress ion . ”  

Without  a  sys temic  approach to  eva luat ing  the  ways  in  wh ich  the  Co l lege  work force
is  engag ing  in  equ i ty  advanc ing  work ,  and s imul taneous ly  encourage  those  who
have  not  been par t i c ipat ing  in  the  opportun i t ies  ava i lab le  to  them,  there  w i l l
cont inue  to  be  an  imba lance  between those  who are  commit ted  to  re imag in ing
Co l lege  s t ructures  that  have  resu l ted  in  d isproport ionate  outcomes ,  and those  who
uphold  the  ex is t ing  s t ructures .

Inc lud ing  an  expectat ion  o f  equ i tab le  pract i ces  w i th in  the  employee  rev iew process
a lso  creates  a  sys tem of  accountab i l i t y  for  the  employee  to  engage  in  the  work ,  as
we l l  as  for  the  Co l lege  to  prov ide  the  resources  and too ls  for  the  employee  to  do
so .

Demonstrat ing Bel ief  in  Students

Th i s  i s  the  authent i c  and  unwaver ing  be l i e f  tha t  s tudents  ( in  par t i cu lar ,  s tudents  o f
co lor ,  f i r s t  genera t ion ,  and/or  low income)  have  the  capac i t y  to  l earn  and  be
success fu l .

The prev ious  sect ion  h igh l ighted  the  ways  in  wh ich  SMC employees  demonstrated  a
be l ie f  in  s tudents ’  ab i l i t y  to  learn  and be  success fu l .   Whi le  there  are  many
examples  o f  employees  who embody  such a  be l ie f ,  there  are  a lso  those  who
cont inue  to  uphold  the  t rad i t iona l  out look  o f  h igher  educat ion .   One that  a l igns
wi th  the  R ight  to  Fa i l  mode l  where in  s tudents  are  so le ly  respons ib le  for  the i r
successes  or  fa i lures  w i th in  h igher  educat ion ;  one  that  perpetuates  the  not ion  that
s tudents  are  e i ther  ready  for  co l lege  or  they  aren ’ t ,  but  e i ther  way  i t  i sn ’ t  the
inst i tu t ion ’ s  respons ib i l i t y  to  see  that  they  are  success fu l .   When uncha l lenged ,
such be l ie fs  c reate  barr iers  to  innovat i ve  and equ i ty -minded approaches .  

    ( Facu l t y ,  Survey )
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“When  you  ask  i f  Santa  Mon ica  Co l l ege  have  [ s i c ]  a  shared  unders tand ing  o f  what
“equ i t y ”  means ,  I  th ink  some pro fessors  th ink  equ i t y  means  to  water  down the
course  to  l e t  s tudents  pass  w i thout  ac tua l l y  knowing  the  mater ia l .  They  cover  l e s s
conten t ,  r educe  or  e l im inate  t e s t ing ,  e t c .  Consequent l y ,  these  s tudents  are
underprepared  when  mov ing  on  to  the  nex t  course  or  when  they  en te r  the
work force . ”  ( Ins t ruc t iona l  Facu l t y ,  Survey )

" I ’m  in  sc i ence  c lasses ;  ins t ruc tors  aren ’ t  known to  be  f l ex ib l e  in  emergenc ies . I  f ee l
l i ke  I  cannot  ge t  assurance  w i th  bas i c  s tu f f  somet imes  because  I ’m d i sab led .  Co l l ege
employees  re fused  to  he lp  w i th  ge t t ing  access ib l e  fo rms  or  even  jus t  r ead ing  them
of f ,  e t c . "  (Nat i ve  Amer i can/A laskan  Nat i ve  S tudent ,  Survey )

"As  an  adu l t  r e -en t ry  s tudent ,  I  f ind  i t  ve ry  d i f f i cu l t  to  de te rmine  wh ich  course  (and
ins t ruc tors )  ac tua l l y  adhere  to  the  f l ex ib l e  l earn ing  des ignat ion .  I  a l so  f ind  i t
pa ins tak ing  to  exp la in  tha t ,  i f  my  k id  i s  s i ck  or  I  had  to  p i ck  up  some ex t ra  work ,  I
may  need  more  t ime  to  comple te  an  ass ignment ,  and  wh ich  ins t ruc tors  w i l l  e ven  be
recept i ve  to  i t . "  (Wh i te  S tudent ,  Survey )  

The two quotes  h igh l ighted  above  are  examples  o f  the  ways  in  wh ich  some facu l ty
members  v iew equ i ty  focused work  as  a  way  to  lessen r igor  and expectat ions  for
s tudent  success ,  ins tead ways  to  increase  s tudent  success  by  creat ing  the
opportun i ty  to  be  more  in tent iona l  around mak ing  connect ions  w i th  s tudents  to
increase  the i r  l i ke l ihood of  success .  Success  in  the  prev ious  quotes  i s  one  in  wh ich
the  so le  respons ib i l i t y  i s  on  the  s tudent .   Employees  who uphold  these
exc lus ionary  pract i ces  tend to  create  env i ronments  where  s tudents  do  not  fee l
we lcomed or  va lued –  and the  s tudents  are  d i rect  rec ip ients  o f  the  lack  o f
compass ion  and humani ty  w i th in  the i r  educat iona l  spaces .

Severa l  s tudents  w i th  d isab i l i t ies  and o lder  s tudents  shared ins tances  where  they
had d i f f i cu l ty  work ing  w i th  an  ins t ructor  in  order  to  meet  an  accommodat ion  or
prov ide  grace  dur ing  an  emergency .

Research  has  proven that  when curr i cu lum is  grounded in  the  pract i ca l  app l i ca t ion
of  knowledge ,  can  connect  w i th  s tudents  and up l i f t  the i r  cu l tura l  cap i ta l ,  and the
inst ructor  creates  a  space  where  the  s tudent  fee ls  as  though they  be long ,  s tudents
-  espec ia l l y  B lack  and Lat inx/a/e  s tudents  -  have  bet ter  educat iona l  outcomes .  
 Adapt ing  curr i cu lum to  incorporate  examples  that  can  resonate  w i th  s tudents ,
tapp ing  in to  the  knowledge that  they  br ing  in to  the  c lassroom,  and cu l t i va t ing  a
space  o f  inqu i ry  that  va lues  s tudents ’  humani ty  does  not  resu l t  in  “water ing  down”
academia  -  in  fac t ,  one  cou ld  argue that  i t  makes  the  space  r i cher .
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“ The  B lack  Co l l eg ians  c lub  and  the  smc  events  he lp  me  f ee l  connec ted  in  my  f i r s t  year
o f  smc . ”  ( A f r i can  Amer i can  S tudent ,  Survey )

“SMC seems  be t t e r  organ ized  and  up  to  date  in  compar i son  to  o ther  co l l eges .  SMC
has  a  wor ld  v i ew ,  no t  per f ec t ,  bu t  much  be t t e r  than  o ther  c i t i e s  and  co l l eges  in  Los
Ange les .  I  wou ld  love  to  work  a t  SMC someday ! ”                                   
 (H i span ic /La t inx  S tudent ,  Survey )

TRANSFORMATIVE 
 
T rans format ive  i s  the  mani fes ta t ion  o f  pract i ces  that  address  the  h is tor ica l  and
soc iopo l i t i ca l  causes  o f  inequ i t ies  found in  educat ion  and engage  in  data - in formed
ef for ts  to  repa i r  and restore  the  educat iona l  sys tem.  

Overview

Santa  Monica  Co l lege ’ s  beaut i fu l  campuses ,  comprehens ive  program of fers ,  and
reputat ion  for  h igher  t rans fer  ra tes  have  a t t rac ted  s tudents  in ternat iona l l y ,
reg iona l l y ,  and f rom loca l  communi t ies .  There  have  been ongo ing  e f for ts  to
implement  cu l tura l l y  a f f i rming  learn ing  exper iences  to  s tudents  and o f fer  resources
and serv ices  to  a id  in  the i r  success  a t  the  co l lege .  

Highl ights

Students  a t  Santa  Monica  Co l lege  prov ided ins ight  and perspect i ve  about  the i r
exper ience  w i th  co l lege  serv ices  and ins t ruct ion .  The  qua l i t y  o f  support  and care
f rom co l lege  employees  and key  programs and resources  p lay  a  cr i t i ca l  ro le  in  a
s tudent ’ s  success  a t  SMC.  

Sense of  Welcome & Belonging

Students  fee l  we lcomed and a  sense  o f  be long ing  when an  ins t i tu t ion  va lues
students ’  cu l tura l / rac ia l  d i f ferences ,  connects  them to  opportun i t ies  and resources ,
and creates  communi ty  for  s tudents .  In  the  survey ,  832  s tudents  prov ided an  open-
ended response  to  the  quest ion ,  “What  he lped you fee l  a  sense  o f  be long ing  and
connect ion  to  the  Santa  Monica  Co l lege  communi ty . ”  83% of  those  responses  were
pos i t i ve  comments  that  h igh l ighted  how a  s tudent  was  t reated  by  facu l ty  and peers ,
co l lege  communicat ions ,  or  a  spec i f i c  ac t i v i t y ,  program or  communi ty  the  s tudent
was  invo lved  w i th .  
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“When  every th ing  went  v i r tua l  dur ing  the  pandemic  ,  i t  was  as  i f  eve ryone  cared  more
about  one  another .  P ro fessors  were  more  unders tand ing  and  l en ien t .  They  o f f e red
more  o f f i ce  hours ,  SMC wanted  to  he lp  i t s  s tudents  more .  Counse lors  and  o ther
depar tments  were  more  ava i lab le  and  unders tand ing . ”  (H i span ic /La t inx  S tudent ,
Survey )

“ I  wou ld  say  probab ly  the  in te rac t ions  w i th  s tudents  and  facu l t y  a t  SMC has  he lped
me to  f ee l  a  sense  o f  be long ing  and  connec t ion  to  the  SMC communi ty  w i th in  the
pas t  year .  (B lack /A f r i can  Amer i can  S tudent ,  Survey )

"A t  the  beg inn ing  o f  each  semes te r ,  s tudents  co l l ec t i ve l y  c rea te  expec ta t ions  and
communi ty  agreements  (norms ) .  Th i s  a l lows  s tudents  to  have  agency  in  the
c lass room,  and  i t  i s  a  document  tha t  we  can  re fe rence  throughout  the  t e rm. "
(Facu l t y ,  Survey )

" I  p rov ide  an  equ i t y -minded  l iqu id  sy l labus  us ing  s tudent  f r i end ly ,  s t r eng ths -based
language ,  I  p rac t i ce  cont rac t  g rad ing  and  s tudents  f ina l  g rades  are  based  on  e f for t
and  growth ,  I  p rov ide  f l ex ib l e  submiss ion  dead l ine ,  accept  a l l  la te  work ,  and
s tudents  are  encouraged  to  rev i se  work  as  needed ,  I  am ava i lab le  to  prev i ew  s tudent
work  and  o f f e r  f eedback  pr ior  to  submiss ion ,  I  r each  out  to  s tudents  who have
missed  ass ignment  submiss ion  or  no t  par t i c ipa ted  a t  the  same l eve l  on  a  week l y
bas i s  (by  emai l  and  phone ) . "  ( Facu l t y ,  Survey )

“ . . . EOPS  was  my  number  one  he lp  dur ing  th i s  t ime  (pandemic )  tha t  rea l l y  suppor ted
me when  I  was  sad ,  when  I  was  d i scouraged ,  when  I  cou ldn ’ t  make  i t .  I  had  14  un i t s ,
I  was  jus t  c ry ing .  They  ( s ta f f )  were  a lways  there  fo r  me…they  were  a l l  f r i end ly  and
suppor t i ve  and  encouraged  me .  I  needed  i t  because  I  was  go ing  down ,  and  espec ia l l y
that  I ’m  o lder  and  my  memory  and  I  thought  I  cannot  make  i t…”  (M idd le  Eas te rn
S tudent ,  Focus  Group)   

Ins t ructors  shared examples  o f  pract i ces  f rom creat ing  we lcoming  messages  w i th in
sy l lab i ,  g rad ing  that  a l lows  s tudents  to  demonstrate  how they  are  learn ing  the
mater ia l ,  and estab l i sh ing  mutua l  t rust  and respect
 

Programs such as  the  Extended Opportun i ty  Programs and Serv ices  (EOPS) ,
Ade lante ,  and B lack  Co l leg ians  were  ment ioned in  focus  group d iscuss ions  when
students  were  asked to  descr ibe  any  programs ,  resources ,  and/or  serv ices  a t  th is
ins t i tu t ion  that  have  supported  the i r  academic  success .  The  quote  be low i s  shared
from a  s tudent  who earned her  Assoc ia tes  Degree  th is  past  June  (a f ter  25  years )
and i s  current l y  work ing  towards  earn ing  a  cer t i f i ca te .  



The exper ience  be ing  descr ibed by  the  s tudent  underscores  the  s ign i f i cance  o f
exerc is ing  emot iona l  in te l l i gence  in  one ’s  work  w i th  s tudents  and the
commitment  c lass i f ied  s ta f f  and facu l ty  have  to  equ i ty  and s tudent  success .
There  i s  a  sa fe  space  o f  communi ty  cu l t i va ted  so  s tudents  fee l  comfor tab le  to
share  cha l lenges  they  are  exper ienc ing ,  fee l  va l idated ,  and top  qua l i t y  serv ice
and recommendat ions .  Increas ing  ins t i tu t iona l  capac i ty  and support  i s  important
to  cont inue  th is  core  network  o f  support  and resources  for  the  success  o f  B lack ,
Lat inx ,  and f i rs t  generat ion  s tudents .  The  image be low,  f rom the  Frequent l y
Asked Quest ions  page  on the  B lack  Co l leg ians  webs i te ,  shares  program stat i s t i cs
that  demonstrate  h igher  leve ls  o f  success  for  those  who par t i c ipated  in  the
program.

Image  10 .  B lack  Co l l eg ians  Ins igh t  
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Uti l iz ing  a  Campus Equity  Ecosystem

With in  the  survey ,  overa l l ,  s tudents  recogn ized the  genu ine  care  and leve l
support  ava i lab le  to  them at  SMC f rom the  re la t ionsh ips  and camarader ie  and the
opportun i t ies ,  and resources  ava i lab le  to  them.  A  major i t y  o f  s tudent
respondents  demonstrated  awareness  about  Bas ic  Needs  resources  ava i lab le  a t
SMC.

Overa l l ,  70% agreed w i th  the  s ta tement ,  “ I f  I  am exper ienc ing  cha l lenges  w i th
get t ing  my bas ic  needs  met  (e .g .  food ,  hous ing ,  t ransportat ion ) ,  I  am aware  o f
what  support  i s  ava i lab le  to  me on campus ( in  person or  v i r tua l l y ) . ”   The  tab le
be low i l lus t ra tes  the  responses  when d isaggregated by  race  and ethn ic i t y ,
demonstrat ing  that  th is  sent iment  was  s imi lar  across  rac ia l  g roups .

Source  .  B lack  Co l l eg ians  Program Umoja  Communi ty  

https://www.smc.edu/student-support/academic-support/counseling/special-support-programs/black-collegians/faq.php
https://www.smc.edu/student-support/academic-support/counseling/special-support-programs/black-collegians/
https://www.smc.edu/student-support/academic-support/counseling/special-support-programs/black-collegians/
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With in  in teract ions  between co l lege  personne l  and s tudents ,  there  i s  an
opportun i ty  to  create  awareness  about  resources  on  campus .  Serv ices  such  as
the  Bodega ,  Transportat ion  Serv ices ,  and access  to  profess iona l  c lo th ing ,  were
ment ioned by  facu l ty  and s ta f f  as  examples  o f  what  equ i ty  looks  l i ke  a t  the
co l lege .  Facu l ty  use  sy l lab i ,  l ec ture ,  and o f f i ce  hours  to  in form s tudents  about
these  resources  as  we l l .  

85% of  s tudent  respondents  agreed that  w i th  the  s ta tement ,  “ Ins t ructors
prov ide  in format ion  about  important  campus  resources  ( i .e .  D isab i l i t y  Support
Serv ices ,  the  Learn ing  Center )  on  course  sy l lab i . ”

Char t  4 :  S tudent  Survey  Responses  -  Bas i c  Needs  Suppor t  Awareness
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Char t  5 :   S tudent  Survey  Responses  -  Campus  Resources  on  Sy l lab i

Char t  6 .  S tudent  Survey  Responses  -  Campus  Resources  Prov ided  Dur ing  Lec ture  or
in  Of f i ce  Hours  



Image  11 .Sn ippe t  f rom Ways  to  Connec t  S tudents  to  Bas i c  Needs -  Employee  Resource  Gu ide  
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Image  12 .  #Rea lCo l l ege  Survey  F ind ings  

 Source :  Ways  to  Connec t  S tudents  to  Bas i c  Needs -  Employee  Resource  Gu ide  

The Co l lege ’ s  commitment  to  Bas ic  Needs  i s  ev ident  in  i t s  grounded data-
in formed approach us ing  research  f rom the  Hope Center ’ s  f ind ings  o f  the  2019
CCC #Rea lCo l lege  Survey ,  the  deve lopment  o f  a  bas ic  needs  ecosystem,  and the
deve lopment  o f  bas ic  needs  gu ides  des igned to  in form and connect  s tudents
wi th  greatest  needs  to  these  serv ices .  I t ’ s  important  that  the  Co l lege  cont inue  to
commit  human and f i sca l  resources  to  sca le  the  impact  o f  these  resources .

https://www.smc.edu/student-support/health-wellbeing/documents/Basic-Needs-Presentation-for-Employees.pdf
https://www.smc.edu/student-support/health-wellbeing/documents/Basic-Needs-Presentation-for-Employees.pdf
https://www.smc.edu/student-support/health-wellbeing/documents/Basic-Needs-Presentation-for-Employees.pdf
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Image  13 .  SMC Bas i c  Needs  Adver t i s ing

Source: Basic Needs Ecosystem - For Students

https://www.smc.edu/student-support/health-wellbeing/documents/Basic-Needs-Deck-for-Students.pdf
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The images  adver t i s ing  the  serv ices  are  examples  o f  c lear  and appea l ing
communicat ion  to  s tudents  wh ich  i s  mean ingfu l  becomes o f  the  cu l tura l  s t igmas
assoc ia ted  w i th  seek ing  he lp ,  shar ing  about  one ’s  persona l  and f inanc ia l
c i rcumstances ,  and rece iv ing  f ree  resources .  

The  survey  shared some ins ight  about  s tudent ’ s  in teract ions  and percept ion  about
co l lege  personne l  and the  qua l i t y  o f  gu idance  and ass is tance  they  rece ive  as  they
t ry  to  nav igate  the  co l lege  on  a  da i l y  bas is .   72% of  s tudent  respondents  agreed
wi th  the  s ta tement ,  “Employees  invo lved  in  reg is t ra t ion  for  c lasses  are  he lp fu l . ”   

Char t  7 .   S tudent  Survey  Responses  -  Reg i s t ra t ion  Suppor t  

70% of  s tudent  respondents  agreed w i th  the  s ta tement ,  “ I f  I  am s t rugg l ing  to
f ind  a  department  on  campus ( in  person or  v i r tua l l y ) ,  I  can  eas i l y  get  he lp
f rom a  co l lege  employee . ”
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Char t  8 .  S tudent  Survey  Responses  -  Ass i s tance  in  F ind ing  Suppor t

71% of  s tudents  agreed w i th  the  s ta tement ,  “ I f  I  am confused about  how
to  complete  a  task ,  I  can  eas i l y  get  he lp  f rom a  co l lege  employee  (e .g . ,
complet ing  a  form) . ”

Char t  9 .  S tudent  Survey  Responses  -  Ass i s tance  in  Comple t ing  Tasks



69% of  s tudent  respondents  agreed w i th  the  s ta tement ,  “ I f  I  am faced  w i th  an
unexpec ted  c i r cumstance  ( e .g . ,  fami l y  needs ,  med ica l  emergency )  tha t  puts  me  beh ind
in  c lass ,  my  ins t ruc tors  are  w i l l ing  to  prov ide  f l ex ib i l i t y  so  I  can  l earn  the  mater ia l . ”

Char t  10 .  S tudent  Survey  Responses  -  F l ex ib i l i t y  Dur ing  Unexpec ted  Emergenc ies
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These  data  revea l  that  a  ma jor i t y  o f  s tudent  respondents  were  sat i s f ied  w i th  the
nature  o f  the i r  in teract ions  w i th  employees  who support  s tudents  in  the
enro l lment /onboard ing  phase ,  dur ing  t imes  o f  d is t ress  and emergenc ies ,  and
when t ry ing  to  access  in format ion  as  they  nav igate  the i r  co l lege  exper ience .  

Opportunit ies  for  Growth 

Recogn iz ing  that  great  work  that  i s  a l ready  tak ing  p lace  a t  the  Co l lege  and
benef i t ing  s tudents ,  there  i s  a  long  road ahead to  meet  the  Co l lege ’ s  v i s ion  goa ls .
There  i s  opportun i ty  for  the  co l lege  to  leverage  current  resources  to  change
pol i c ies ,  pract i ces ,  and procedures  that  c reate  barr iers  to  a  rac ia l  equ i ty  agenda .  

Sense of  Welcome & Belonging

Employees  asked quest ions  to  learn  the  extent  to  wh ich  the  mater ia l s  a t  the
co l lege  are  inc lus ive ,  access ib le ,  and c lear  to  s tudents .  There  was  feedback
regard ing  the  Co l lege ’ s  communicat ions  inc lud ing  webs i te  pages  and nav igat ion .  



Char t  11 .  Employee  Survey  Responses  -  Recru i tment  Mater ia l s  in  D i f f e ren t  Languages
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“ I  sugges ted  hav ing  forms  and  mater ia l s  in  d i f f e ren t  languages  d i rec t l y  to
[ redac ted ]  in  an  open  Zoom meet ing  and  o ther  than  i t  was  a  good  idea ,  I  never
heard  back  and  no  forms  were  made…”  (C lass i f i ed  Educator ,  Survey )  

“Genera l  ou t reach  mater ia l  i s  no t  t rans la ted ,  I  have  not  rece i ved  ass i s tance  in
t rans la t ing  our  depar tmenta l  webpages ,  bu t  our  pr in ted  mater ia l  i s  t rans la ted
in to  d i f f e ren t  languages .  Images  o f  s tudents  o f t en  dep ic t  t rad i t iona l  aged
s tudents ,  rare l y  show age  d i ve r s i t y . ”  ( Admin i s t ra tor ,  Survey )

“Management  has  s ta ted  s tudents  don ' t  want  to  u t i l i z e  the  webs i t e .  They  are
encourag ing  s tudents  to  book  appo in tments .  However ,  no t  a l l  s tudents  have  the
means  to  go  to  an  appo in tment .  There fore ,  they  need  to  have  the  same resources
ava i lab le  on l ine  as  what  wou ld  be  g i ven  in  person . ”  (C lass i f i ed  Educator ,  Survey )



PAGE |65

In  most  course  sy l lab i  we  rev iewed ,  we  found the  tone and language to  be
d isc ip l inary  and t reated  l i ke  a  contract .  There  i s  a  la rge  vo lume of  in format ion
wi th in  the  sy l lab i  that  a  s tudent  needs  to  d igest  w i th  most  o f  the  content
cover ing  c lassroom po l i c ies ,  expectat ions ,  procedures ,  and s tudents ’
respons ib i l i t ies  in  the  course .  

The  image be low shows an  ins t ructor ’ s  po l i cy  that  s ta tes  no  make-up tes ts
of fered in  the  course  meaning  s tudents  w i l l  need to  ensure  they  do  not
schedule  anyth ing  that  conf l i c ts  w i th  the  tes t  date .  In  the  case  an  except ion  i s
made ,  a  20-page  research  report  can  be  used to  rep lace  an  exam.  

Image  14 .  Sy l labus  Word ing  Example  -  Tes t s

The second image i s  an  ins t ructor ’ s  a t tendance  po l i cy  s ta t ing  that  because
at tendance  i s  conducted at  the  s tar t  o f  the  c lass  and qu izzes  are  t imed
admin is tered v ia  Canvas  a t  the  s tar t  o f  c lass  meaning  i f  a  s tudent  i s  la te  to
log  in  or  i f  they  miss  the  qu iz ,  they  get  a  zero  regard less  o f  the  reason.  

Image  15 .  Sy l labus  Word ing  Example  -  A t t endance
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Rig id  c lassroom po l i c ies  and ru les  prov ide  s t ructure  for  academic  exper iences  and
he lp  manage d isrupt ions  to  learn ing  but  in  many  cases  have  become the  centra l
focus  o f  sy l lab i .  We be l ieve  the  approach to  a l l  sy l lab i  shou ld  be  to  use  them as
learn ing  too ls  that  spark  exc i tement  and cur ios i ty  about  the  course ,  set  c lear
expectat ions  for  the  semester ,  and show the  r igorous  c lassroom and co l lege
supports  that  w i l l  be  there  to  prepare  them for  a  r igorous  academic  curr i cu lum.  

Examin ing  documents  such as  sy l lab i  can  revea l  the  extent  to  wh ich  the  “h idden
curr icu lum, ”  a  normal i zed  and unspoken set  o f  academic ,  cu l tura l  and soc ia l
messages  and expectat ions  w i th in  an  academic  set t ing ,  are  embedded wi th in
inst i tu t iona l  cu l ture  and pract i ce .  In  the  case  o f  the  examples  prov ided ,  a  sy l labus
that  va lues  s t r i c t  po l i c ies  regard ing  schedul ing  and t ime might  s ign i f y  to  a  s tudent
parent ,  a  s tudent  who i s  a  careg iver  for  a  fami l y  member ,  a  s tudent  who works  fu l l
t ime ,  or  a  s tudent  dea l ing  w i th  hous ing  insecur i ty  i ssues ,  that  they  w i l l  not  be
success fu l  in  the  course .  The  very  fac t  that  the i r  l i fe ’ s  respons ib i l i t ies  in ter fere  w i th
academic  respons ib i l i t ies  can  send a  message  to  s tudents  that  they  s imply  do  not
be long  in  co l lege .

S tudents  shared cha l lenges  they  exper ienced w i th  s tandard  processes  and
procedures .  Examples  o f  i ssues  ment ioned by  s tudents  inc luded rece iv ing
mis in format ion ,  not  hear ing  back  or  get t ing  a  fo l low up f rom a  department  or  key
contact ,  and fee l ing  f rust ra ted  over  not  be ing  ab le  to  get  a  c lear  answer  or
in format ion .  The  quote  be low i s  f rom a  f i rs t  year  s tudent  exp la in ing  f rust ra t ion  w i th
the  process  for  enro l l ing  in  courses  and the  i ssues  exper ienced w i th  F inanc ia l  A id ,
pr imar i l y  around communicat ion .  

“ I  wou ld  say ,  my  exper i ence  enro l l ing  in  c lasses  was  pre t t y  t e r r ib l e .  Not  gonna l i e .  I  don ' t
l i ke  be ing  the  bearer  o f  bad  news .  But  I  f ee l  l i ke  i t ' s  jus t  be t t e r  to  be  hones t .  And ,  you  know,
I  f e l t  l i ke  when  I  o f f i c ia l l y ,  you  know,  go t  in  contac t  w i th  them,  and  the  admiss ions  and  the
counse l ing  tha t  I  f e l t  r ea l l y  suppor ted ,  and  they  were  ve ry  on  top  o f  th ings .  They  were  ve ry
communica t i ve ,  ve ry  he lp fu l  and  happy .  And  then ,  as  soon  as  I  was  enro l l ed ,  i t ' s  l i ke ,  a l l  o f
tha t  k ind  o f  dropped  o f f .  I t  was  ve ry  d i f f i cu l t  r each ing  them on  the  phone .  I  s t i l l  haven ' t
go t t en  rep l i e s  f rom my counse lor ,  and  I ' ve  been  t ry ing  for  over  a  month .  Enro l l ing  in  c lasses
was  ve ry  d i f f i cu l t ,  because  I 'm dys l ex i c ,  and  I  have  ADHD.  So  I  qua l i f i ed  for  the  d i sab i l i t y
o f f i ce  on  campus ,  and  they ' r e  more  than  he lp fu l .  100%.  But  l i ke ,  yeah ,  they ' ve  been
amaz ing .  L i ke ,  I  ge t  r ep l i e s  w i th in  a  24  hour  per iod ,  wh ich  i s  fan tas t i c .  I  mean ,  tha t ' s ,  I
know,  they ' r e  ve ry  busy  and  every th ing .  But  when  i t  came to  enro l l ing  in  c lasses ,  I  was  to ld ,
jus t  r e f e r  to  the  webs i t e ,  jus t  r e f e r  to  the  webs i t e ,  and  I 'm l i ke ,  okay ,  bu t  i f  I 'm t ry ing  to  go
for  web  deve lopment ,  there ' s  no  c l ear  ind i ca t ion  o f  what  c lasses  I  need  to  s ign  up  for .  And
so  I  jus t  l i s t ened  to  them.  And  I  s e l ec ted  the  c lasses  tha t  I  thought  were  par t  o f  i t .  And  then
i t  tu rns  out ,  none  o f  them were  what  I  needed .  And  there  was  no  rea l  way  for  me  to  f i gure  i t
ou t .  I  wasn ' t  ge t t ing  ca l l s  back .  I  wasn ' t  ge t t ing  emai l s  back .  And  I  even tua l l y  jus t  go t
f rus t ra ted  to  the  po in t  where  I  jus t  went  to  campus  even  though  they  were  c losed . ”
(Wh i te /European  S tudent ,  Focus  Group Quote )
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Students  a lso  ra ised  i ssues  about  d iscr iminatory  behav ior  and in teract ions  w i th
some co l lege  personne l .  Employees  need to  deve lop  the  cr i t i ca l  competenc ies  o f
rac ia l  l i teracy  and cu l tura l  f luency  in  order  to  e f fec t i ve ly  teach  s tudents  o f
d i f ferent  backgrounds .  

Char t  11 .  Employee  Survey  Response  -  S tudents ’  Negat i ve  T rea tment  On Campus  by  Race

“A l though some of  my  co l leagues  are  exce l lent  and have  h igh  expectat ions
of  s tudents ,  o thers  ho ld  rac is t ,  misogyn is t i c ,  and ab le is t  ideas  toward
students  that  make  me fee l  l i ke  they  are  not  proper ly  prepared to  address
student  needs .  There  i s  a l so  a  great  dea l  o f  s lack ing  o f f  when i t  comes to
improv ing  our  per formance as  tutors  as  we l l  as  dur ing  d i rect  serv ices  to
students .  I  don ' t  fee l  that  the  department  i s  adequate ly  address ing  s tudent
needs  w i thout  address ing  these  employee  i ssues . ”   ( Facu l ty ,  Survey )

S tudents  shared about  i ssues  they  exper ienced when i t  came to  in teract ing
wi th  facu l ty  members ,  par t i cu lar l y  around r ig id  po l i c ies  and dec is ions  and
lack ing  empathy  and sens i t i v i t y  to  a  s tudent ’ s  needs  and exper iences .
Employees  a lso  addressed prob lemat ic  a t t i tudes  and behav iors  o f  co l leagues :
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“ . . . Some professors  e i ther  have  no  idea  how to  use  an  in terpreter  and/or  th ink
the  in terpreter  i s  more  worth  ta lk ing  to  than me.  (They  do  not  ta lk  to  me but
to  the  in terpreter .  I ’m the  s tudent !  Not  the  in terpreter .  That ’ s  rude . )  My  main
issue  i s  that  many  ins t ructors  do  not  adequate ly  p lan  the i r  mater ia l s  even
when not i f ied ,  or  t ry  to  use  unsu i tab le  rep lacements  for  access ib i l i t y .  Capt ions
CANNOT be  rep laced by  t ranscr ip ts  for  mov ies  for  Deaf .  I t ’ s  not  fa i r  to  make  us
t ry  to  speechread and match  up to  the  t ranscr ip t .  Speechread ing  i s  much
eas ier  for  hear ing  than Deaf  as  on ly  30% of  words  are  on  the  mouth .  I  cannot
speechread and read the  t ranscr ip t  a t  the  same t ime ,  and i f  I  speechread on ly
I  miss  or  misunderstand words ,  but  i f  I  on ly  read the  t ranscr ip t  I  miss  v i sua l
in format ion  that ’ s  important .  I ’m a lso  v i sua l l y  impa i red  and MOST professors
fa i l  to  use  a l t  text  and use  t iny  images  w i th  poor  reso lut ion .  These  cannot  be
b lown up and are  inaccess ib le  to  me.  I t ’ s  not  fa i r  when c lasswork  or
ass ignments  depend on be ing  ab le  to  see  t iny  images  that  cannot  be  en larged ,
don ’ t  have  a l t  text ,  and don ’ t  have  capt ions  or  any  other  sor t  o f  descr ip t ion
that  can  be  eas i l y  re ferenced .  I ’ ve  been negat i ve ly  a f fec ted  academica l l y  by
these  th ings  and forced to  drop or  w i thdrawa l  f rom c lasses .  (Mul t i -Rac ia l
S tudent ,  Survey )

“Dur ing  the  Spr ing  semester  2022 ,  my  car  broke  down in  the  park ing  garage
basement .  I t  was  a  very  terr i f y ing  exper ience .  I  had  to  s leep in  my  car  in  the
park ing  garage  basement  and due to  those  c i rcumstances  I  had l imi ted  access  to
wi f i  and e lec t r i c i t y .  Th is  enab led  me f rom be ing  t ime ly  to  turn  in  my  ass ignments
on t ime or  even be ing  ab le  to  turn  in  my  ass ignments  a t  a l l .  I  was  tak ing  a  _ ___
c lass  and an  in ternsh ip  c lass .  Desp i te  exp la in ing  my s i tuat ion  to  both  professors
they  re fused to  accommodate  me.  I  am a lso  a  s tudent  w i th  a  d isab i l i t y .  I  was
unaware  about  my  r ights  in  regards  to  d isab i l i t y  unt i l  I  a t tended or ientat ion  a t
Ca l  S ta te  o f  LA . ,  wh ich  I  had been accepted to  but  because  Professor  _ _____
re fused to  accommodate  me or  even show compass ion  to  my s i tuat ion ,  I  fa i led  h is
c lass .  I  was  unab le  to  move forward  to  Ca l  S ta te  o f  LA .  So  here  I  am at  SMC tak ing
h is  c lass  for  the  th i rd  t ime.  I  l i ve  across  the  s t reet  f rom Ca l  S ta te  o f  LA  and my
car  broke  down.  So  now I  have  to  wa lk  past  Ca l  S ta te  o f  LA  everyday  to  catch  the
bus  for  near l y  2  hours  jus t  to  get  back  t rack  to  SMC. ”  
(A f r i can  Amer ican  Student  Quote ,  Document  Rev iew)  

S tudents  w i th  d isab i l i t ies  shared about  d i f f i cu l t ies  they  had w i th  the  qua l i t y  o f
serv ice  and support  they  rece ived .  

The  quote  be low i s  f rom a  s tudent  who came to  SMC a f ter  s t rugg l ing  academica l l y
a t  a  former  ins t i tu t ion  due to  Post  Traumat ic  S t ress  D isorder ,  who recounts  an
exper ience  o f  be ing  dropped f rom a  c lass  due to  be ing  la te .  
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“SMC admin is t ra tors /managers  and many  facu l ty  res is t  shared or  co l laborat i ve
serv ices  as  we l l  as  document ing  departmenta l  processes .  Es tab l i sh ing
leg i t imate  jur i sd ic t iona l  l im i ts ,  bu i ld ing  s ta f f  exper t i se ,  and set t ing
appropr ia te  serv ice  channe ls  for  s tudents  are  a l l  d i f f i cu l t  as  many
admin is t ra tors /managers  want  every th ing  un ique for  the i r  persona l
pre ferences ,  even i f  i t  dup l i ca tes  the  same bas ic  serv ice  a l ready  o f fered
e lsewhere .  I f  the  accred i tors  d id  not  demand that  ins t i tu t iona l  po l i c ies  and
regu la t ions  be  in  wr i t ing ,  there  wouldn ' t  be  any  wr i t ten  po l i cy  or  regu la t ion  a t
SMC…”  (Facu l ty ,  Survey )  

“So  I  was  we l l  I  was  12  minutes  la te  or  someth ing  rea l l y  r id icu lous  l i ke  under  15
minutes  I  th ink  I  had  l i ke  a  ru le  and he  had th is  ru le  l i ke  he  d idn ' t  want  you to  be
la te… I  to ld  h im I ’m dr i v ing  f rom Ca labasas .  I  work  rea l l y  ear l y  in  the  morn ing .
There 's  no  other  way  for  me to  get  here  way  before  that .  I  need to  s leep to  be  in
th is  c lass…he was  l i ke  no ,  somebody  e lse  got  your  spot… I  p leaded w i th  h im.  And
he goes ,  No ,  you ' re  la te .  You can ' t  even be  in  the  c lass ,  l i ke ,  leave  the  c lass  r ight
now. . .when I  turned around ,  and I  jus t  p leaded w i th  them.  I  was  l i ke ,  p lease ,  I
drove  th is  far ,  you  have  no  idea  what  my  l i fe  i s  l i ke ,  I  d idn ' t  even te l l  h im about
my l i v ing  s i tuat ion .  I  wanted to  scream a l l  these  th ings .  But  I  was  jus t  l i ke ,
p lease ,  I  rea l l y  wanted th is  c lass .  I  drove  a l l  the  way  over  here .  I  can ' t  l i ke  I  can ' t
jus t  dr i ve  back  in  t ra f f i c .  And he  was  l i ke ,  No ,  you ' re  la te .  There 's  o ther  peop le
that  showed up on t ime.  You shou ld  have  come ear l ier .  L i ke  he  d idn ' t  care .  So  I
le f t  the  schoo l  jus t  par t  o f  po l i t i cs ,  hear tbroken . ”  (A f r i can  Amer ican  Student ,
Survey )

Uti l iz ing  a  Campus Equity  Ecosystem

Creat ing  change  requ i res  the  organ iza t ion  to  func t ion  as  an  equ i t y -minded
communi ty  mean ing  that  a l l  ind i v idua l s ,  cons t i tuent  g roups ,  depar tments ,  and
serv i ces  unders tand  what  the i r  ro l e  i s  in  s tudent  success  and  l eve rage  resources  to
advance  equ i t y  and  s tudent  success  in  a l i gnment  w i th  s tudent  equ i t y  p lan ,  s t ra teg i c
p lan ,  and  v i s ion  for  becoming  an  ant i - rac i s t  campus .   

Many employees  have  ident i f ied  spec i f i c  approaches  and pract i ces  that  need to
be e l iminated or  updated to  bet ter  serve  s tudents .  Some employees  have  even
communicated  suggest ions  and recommendat ions  to  appropr ia te  channe ls ,  but
d id  not  rece ive  the  requ is i te  support  to  address  an  i ssue  or  concern .  From those
who have  been act i ve ly  engaged in  the  Co l lege ’ s  equ i ty  e f for ts ,  the  sent iment  o f
fee l ing  gas l ighted  by  admin is t ra t ion  came up in  focus  groups  when descr ib ing
the  f rust ra t ion  o f  equ i ty  e f for ts  not  be ing  ins t i tu t iona l i zed .



“My  department  d iscusses  equ i ty  dur ing  meet ings  and has  an  equ i ty  workgroup.
Pushback  f rom one or  two people  w i th in  our  department  has  ha l ted  any
progress  and created tox ic  fear .  Our  leadersh ip ,  both  a t  the  department  leve l
and the  admin is t ra t i ve  leve l ,  has  no  sk i l l s  or  ab i l i t ies  to  address  th is .  I  have
spoken w i th  the  las t  three  VPs  o f  Academic  A f fa i rs  about  th is  a tmosphere ,
wh ich  i s  r i ch  w i th  wh i te  supremacy  and misogyny .  They  have  done noth ing
because  i t  i s  not  "bad enough. "  I  no  longer  speak  dur ing  department  meet ings
because  o f  the  t ro l l ing  I  have  exper ienced . ”  (Facu l t y ,  Survey )  

“ Fee ls  l i ke  there  are  a  range  o f  ideas  and op in ions  when i t  comes to  i ssues  o f
equ i ty .  There  i s  a l so  a  d ispar i t y  because  the  work  o f ten  i s  done by  women and
people  o f  co lor . ”  ( Facu l t y ,  Survey )

“Equ i ty  i s  la rge ly  asp i ra t iona l  for  a  spec i f i c  group.  Of ten  that  work  i s  led  by
B lack  and Lat inx ,  queer  fo lks ,  that  i s  o f ten  you ’ re  the  on ly  peop le  who s tep  up
and that  comes at  a  cost .  That  work  i s  o f ten  faced w i th  a  number  o f  barr iers
and comes at  an  emot iona l  cost  and reputat iona l  cost .  Whi le  there ’ s  o f ten
forward  fac ing  support  for  equ i ty ,  i t  doesn ’ t  a lways  mater ia l i ze  w i th  ease  in
terms o f  the  work  advanc ing  and the  campus w ide  support  for  that  work . ”
( Ins t ruc t iona l  Facu l t y ,  Focus  Group)

Across  employee  const i tuent  groups ,  there  i s  a  sense  o f  fee l ing  underva lued by
the  organ izat ion .  A lmost  a  quar ter  o f  employee  respondents  d isagreed w i th  the
statements ,  “ I  fee l  as  though my contr ibut ions  are  va lued by  my d i rect  superv isor ”
and “ I  fee l  as  though my contr ibut ions  are  va lued by  my department . ”  

Char t  12 .  Employee  Survey  Response  -  Cont r ibu t ions  Are  Va lued  by  D i rec t  Superv i sor
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Char t  13 .  Employee  Survey  Response  -  Cont r ibu t ions  Are  Va lued  by  My  Depar tment

The employee-manager  re la t ionsh ip  and the  re la t ionsh ip  between an  employee
and co l leagues  w i th in  the i r  immediate  department  are  important  because  o f  the
leve l  o f  in teract ions  and co l laborat ion  that  these  re la t ionsh ips  requ i re  on  a
regu lar  bas is .  

When i t  comes to  rece iv ing  commendat ion  or  recogn i t ion  for  one ’s  e f for ts .  The
tab le  be low ind icates  that  over  35% of  employees  be l ieve  they  do  not  rece ive  the
due cred i t  for  the i r  ideas  or  work  and a lmost  ha l f  o f  respondents  (42%)  agreed
wi th  the  s ta tement ,  “ I  fee l  I  have  to  work  harder  than my co l leagues  to  be
perce ived  as  a  competent  employee . ”  
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Char t  14 .  Employee  Survey  Response  -  Rece i ved  Cred i t  fo r  My  Work / Ideas

Char t  15 .  Employee  Survey  Response  -  Fee l  As  Though I  Mus t  Work  Harder  Than
Co l l eagues  



PAGE |73
Char t  16 .  Employee  Survey  Response  -   Fee l  A  Sense  o f  Be long ing  On Campus






“We  need  to  have  a  mentor ing  program for  co l l ege  employees  and  facu l t y .  We  need
to  have  more  f l ex ib i l i t y  fo r  C lass i f i ed  employees  to  go  in to  Facu l t y  careers .  HR  needs
to  do  a  be t t e r  job  c rea t ing  oppor tun i t i e s  fo r  cur ren t  employees  to  become facu l t y
members ”  (Admin i s t ra tor ,  Survey )

“As  par t  t imer  facu l t y ,  I  o f t en  f ee l  my  ideas  are  d i smissed  and  not  va lued  by  my
depar tment ,  e spec ia l l y  i f  I  ques t ion  any th ing .  I  f ee l  l i ke  I  have  l e s s  power  even
though I  have  been  here  fo r  decades . ”  ( Facu l t y ,  Survey )

“ . . . Th i s  co l l ege  ac t i ve l y  g i ves  s ta f f  the  message  that  we  are  expendab le ,  tha t  we  are
wh iny ,  ungra te fu l  s ta f f  and  that  SMC shou ld  be  our  pr ior i t y  in  a l l  th ings…I  s t i l l  have
a  se t  o f  tasks  and  respons ib i l i t i e s  tha t  have  on ly  g rown over  the  years  as  peop le
have  re t i r ed  or  absences  have  occurred  in  wh ich  I  have  absorbed  added  tasks .  When
my peak  t imes  occur ,  I  am abso lu te l y  over loaded  w i th  work  and  cha i r  needs  w i th
ABSOLUTELY  NO BACKUP f rom admin i s t ra t ion- - jus t  empty  promises  tha t  I  w i l l  r ece i ve
suppor t .  So  I  f ran t i ca l l y  work  dur ing  these  t imes ,  o f t en  sk ipp ing  my  breaks  or
bend ing  my  t ime  a t  the  beg inn ing  and  end ing  o f  the  day  to  t i e  up  loose  ends  and
sacr i f i c ing  my  own phys i ca l  hea l th  to  do  so  ( I ' v e  had  a  workp lace  in jury  f rom
excess i ve  computer  work ) .  When  I ' ve  reached  out  to  po in t  ou t  the  i s sues  beh ind  my
work load  and  even  o f f e red  so lu t ions ,  they  have  been  den ied  or  argued  aga ins t  as
not  ab le  to  be  done . ”  (C lass i f i ed  Educator /S ta f f ,  Survey )

These  data  are  concern ing  because  o f  what  they  ind icate  about  employee  mora le  a t
Santa  Monica  Co l lege .  Var ious  fac tors  that  in f luence  the  extent  to  wh ich  an
employee  fee ls  va lued by  the  organ izat ion  inc lude :  work load and expectat ions ,  leve l
o f  autonomy and support  in  a  ro le  and communicat ion  (wr i t ten ,  verba l ,  and v i sua l ) ,
the  ab i l i t y  to  ba lance  one ’s  profess iona l  w i th  one ’s  persona l  l i fe ,  among other
factors .  



“ I  f ee l  there  are  mic roaggress ions  in  my  own depar tment .  There  i s  a  lack  o f  sa fe ty
and  co l l eg ia l i t y .  When  we  ge t  in to  g roups  dur ing  depar tment  mee t ings ,  facu l t y  o f t en
d i scount  what  o thers  say  or  even  a t tack  them when  they  have  an  op in ion  they  do  not
agree  w i th .  I  am hes i tan t  to  cont r ibu te  on  the  depar tment  l eve l  because  o f  th i s . In  my
depar tment ,  we  have  been  d i scouraged  f rom hav ing  open  d i scuss ions  about  rac i sm
and microaggress ions .  There  i s  no  way  to  ac tua l l y  have  a  conversa t ion  about  these
i s sues  in  our  depar tment .  So  the  prob lem jus t  f ee l  l i ke  an  e l ephant  in  the  room. ”
Facu l t y ,  Survey )

These  quotes  shared f rom the  survey  address  i ssues  that  in f luence  employees '
sense  o f  be long ing  to  the  ins t i tu t ion .  H igh  employee  mora le  i s  one  o f  the  bu i ld ing
b locks  to  creat ing  a  hea l thy  and thr i v ing  communi ty  for  learn ing  and support .
Campus c l imate  i ssues  inc lud ing  t rauma,  mis t rust  o f  leadersh ip ,  and res is tance  to
an equ i ty  agenda ,  have  to  be  regu lar l y  addressed in  a  construct i ve  manner  to  make
dec is ions  and take  act ions  that  benef i t  s tudents .  

In  add i t ion  to  owning  and naming  the  i ssues  in  f ront  o f  us ,  ac t i ve ly  bu i ld ing  a
cu l ture  o f  cont inuous  improvement  and mutua l  respect  and t rust ,  c reates  the
condi t ions  for  equ i ty  e f for ts  to  have  the  in tended impact .  To  work  towards  th is ,
there  needs  to  be  a  reckon ing  in  var ious  par ts  o f  the  ins t i tu t ion ,  w i th  the  fac t  that
dominant  a t t i tudes  and approaches  to  educat ion  in  the  R ight  to  Fa i l  Era  need to  be
innovated and t rans formed in  order  to  serve  the  r i ch ly  d iverse  s tudent  communi t ies
at  Santa  Monica  Co l lege .   

Th is  s ign i f ies  a  sh i f t  f rom p lac ing  so le  respons ib i l i t y  on  ind iv idua l  s tudents  for  the i r
success  but  onus  on  ins t i tu t ions  to  use  the i r  f i sca l ,  human,  and in te l lec tua l
resources  to  create  an  academic  env i ronment  where  s tudents  o f  a l l  backgrounds
and cu l tures  can  thr i ve ,  where  outcomes are  no  longer  pred ic tab le  by  race .  
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RECOMMENDATIONS
Af ter  cons ider ing  both  the  h igh l ights  and areas  o f  growth  ident i f ied
in  the  Equ i ty  Aud i t  f ind ings ,  Hotep Consu l tants  o f fers  the  fo l lowing
recommendat ions  to  promote  equ i ty  advanc ing  po l i c ies ,  pract i ces ,
and procedures  a t  Santa  Monica  Co l lege .  The  recommendat ions  are
presented in  a l ignment  w i th  the  S .E .T .  F ramework  in  order  to
prov ide  support  for  the  ins t i tu t ion  as  a  whole  (S tudent  Ready ) ,
in terpersona l  growth  (Equ i ty  Minded) ,  and ind iv idua l  serv ice
(Trans format ive ) .   In  add i t ion  to  the  recommendat ions ,  l inks  to
externa l  examples  and resources  are  prov ided as  we l l  as
pre l iminary  ident i f i ca t ion  o f  goa ls  w i th in  the  2017-2022 St ra teg ic
P lan ,  may  d i rect l y  a l i gn .   One o f  the  key  recommendat ions  that
Hotep Consu l tants  i s  up l i f t ing  i s  the  need for  SMC to  ident i f y  what
the  ins t i tu t ion ’ s  overarch ing  goa ls  are .   As  such ,  there  may  be  a
rea l i t y  in  wh ich  the  St ra teg ic  P lan  goa ls  are  not  the  overarch ing
goa ls  for  wh ich  members  o f  the  SMC communi ty  seeks  to  connect
to  in  order  to  move forward  the  recommendat ions  l i s ted  be low.  
 We encourage  SMC leaders  and implementers  w i th in  the
inst i tu t ion  to  determine  which  set  o f  goa ls  are  best  su i ted  to  lead
the  Co l lege  over  the  next  f i ve  years .



Administrative Capacity Building

Recommendation Resource/Example
SP

Goal*
P, P, A

Confirm and solidify the College’s overarching
institutional goals via Educational Master Plan,
Strategic Plan, or Board of Trustee Goals.  These
Goals should serve as the leading goals for which
all institutional activities, individual group goals,
and governance bodies should be in alignment to
support.

Example: College of San Mateo
- Education Master Plan - CSM
Forward 2028, Institutional
Priorities, Integrated Plans &
Action Steps (pg. 105-109)

1-6 Practice

Implement a Shared Equity Leadership (SEL)
Framework, to provide a collaborative and
inclusive approach to structuring equity work. This
philosophy differs from a traditional
understanding of leadership that views power as
hierarchical but instead, recognizes the inherent
value that all stakeholders have in the efforts to
transform the campus community.

Resource: Shared Equity
Leadership Toolkit - American
Council on Education and USC
Rossier's Pullias Center for
Higher EdResource: Webinar
on Rethinking Accountability in
Shared Equity Leadership -
American Council on Education
and USC Rossier's Pullias
Center for Higher Ed

1, 2, 3, 4,
5, 6

There needs to be a paradigm shift from a box-
checking-compliance orientation to institutional
transformation, in the examination of policies,
practices, and assessments. This includes an
equity-minded approach to decision making
within the context of the current institutional
landscape. 

1, 2, 3, 4,
5, 6  Practice

Assess the current status of recommendations
and qualitative data provided by former
consultants and internal campus experts about
the student experience.  Identify which
recommendations have been implemented, which
need additional support, and which may not be
prioritized at the moment.  Develop an action
plan to support the recommendations that are to
move forward.

Resource: Inclusive Program
Review: A Justice and Equity
Framework - Salt Lake City
Community College 

1, 3, 5, 6
Practice,
Assessme
nt
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 A Student -Ready  organ izat ion  creates  sys tem-wide  impact  by  cons is tent l y  examin ing
processes  and pract i ces  that  are  h inder ing  learn ing  for  a l l  s tudents  and act i ve ly  work ing
towards  so lut ions .

*Hotep Consu l tants  Team numbered the  St ra teg ic  Goa ls  found w i th in  the  2017-2022 St ra teg ic  P lan  document
for  ease  o f  t rans la t ion  w i th in  the  fo l lowing  recommendat ion  tab les .
P ,  P ,  A  =  Po l i cy ,  Pract i ce ,  or  Assessment  -  re fers  to  the  three  areas  o f  wh ich  Hotep Consu l tants  rev iewed and
ana lyzed data  rece ived  f rom SMC



Recommendation Resource/Example SP Goal P, P, A

Develop a communication guide to explain
the college prioritization process and
resource allocation process. 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.

Resource: Initiative Prioritization
Handout - Riverside City
CollegeResource: Resource Allocation
Guide - Cosumnes River College

3E, 6A, 6B Practice

Employee Relations & Support

Recommendation Resource/Example SP Goal P,P,A

Recruit and onboard a permanent Dean for
the Division of Equity, Pathways, and
Inclusion. 

1A, 1B Practice

Develop capacity for Human Resources to
mandate accessible and effective DEI
training for all employees, in order to
participate on a recruitment committee. 

Example: Diversity Search & Hiring -
University of Colorado at Boulder 

1,2, 3, 4,
5, 6D

Practice,
Policy

Develop an internal “how-to” guide (sharing
the college’s current and updated processes
and practices) for conducting an inclusive
and equitable search process. Provide
accessible and updated information on how
to prepare, chair/lead, and participate on a
committee, with an equity-minded
perspective.

Resource: Candidate Evaluation Form
Tips & Guidelines, DEI Commitment
Statement, & Staff Diversity Hiring
Toolkit - University of
WashingtonResource: Equity-minded
Hiring Principles & Practices -
ASCCCExample: Ensuring Equity &
Inclusivity in Faculty Hiring - Cal Poly
Pomona Resource: Inclusive Hiring
Resources Guide - Harvard Human
Resources

1,2, 3, 4,
5, 6D


























Practice
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STUDENT READY -  (CONTINUED)



Equity Advancing Initiatives

Recommendation Resource/Example SP Goal P,P,A

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, and what experiences are
open to the community. 

Example: Diversity and Inclusion
Calendar - UC Davis’ Example: Diversity
Mapping Project - CSU San Marcos

1D
Assessme

nt

Continue to review and revise Course Outlines
of Record, Student Learning Outcomes,
Program Learning Outcomes as originally
intended in the 2021-2022 Action Plans to
Support the Institutional Strategic Initiatives
and Objectives.

Example: Equity Minded Practices in the
SLO Cycle - Emerson CollegeExample:
Creating Inclusive Assignments &
Assessments - Univ of Michigan 

1, 3D
Practice,

Policy
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STUDENT READY -  (CONTINUED)

How do we th ink  about  i ssues  o f  ident i t y ,  race ,  and cu l ture ,  w i th in  the  context  o f  our
dec is ion  mak ing ,  re la t ionsh ip  bu i ld ing ,  da i l y  pract i ces  and operat ions?  

What  would  i t  look  l i ke  for  ALL  co l lege  operat ions  and act i v i t ies  to  be  conducted in  a  manner
that  fo l lows  the  same set  o f  pr ior i t ies  in  terms o f  improv ing  outcomes for  d isproport ionate ly
impacted s tudents?  

How can we deve lop  a  cu l ture  where  ALL  const i tuent  par ts  o f  the  co l lege  see  themse lves  use
the i r  spheres  o f  in f luence  to  remove barr iers  for  s tudents?  

How can the  co l lege  deve lop  the  in f ras t ructure  to  engage  ALL  employees  in  profess iona l
learn ing  opportun i t ies  on  a  regu lar  bas is ,  recogn iz ing  that  a l l  employees ,  depar tments ,  e tc .
p lay  a  key  ro le  in  creat ing  an  env i ronment  that  i s  we lcoming ,  support i ve  and empower ing .

How can the  co l lege  in tent iona l l y  deve lop  a  cu l ture  o f  co l laborat ion  ( in format ion  shar ing ,
seek ing  feedback ,  shar ing  resources ,  e tc . )   to  so lve  s t ructura l  i ssues?

Which  o f  the  h igh l ights  and areas  o f  opportun i ty  are  most  connected to  shared governance
bodies?  Spec i f i ca l l y ,  wh ich  might  be  under  the  gu idance  or  purv iew of  the  Academic  Senate?
Which  would  be  easy  to  address ,  and which  might  be  more  d i f f i cu l t ?  Why?  

Guiding Quest ions and Considerations

 



Administrative Capacity Building

Recommendation Resource/Example SP Goal P,P,A

Access tools and resources that help
support individuals in using their agency
and locus of control to practice equity in
their work.

Example: Understanding Equity and
Inequity Module - Equity Literacy
InstituteExample: Becoming Agents of
Change in STEM : Tools for Increasing
Latino and Latina STEM
Baccalaureates- Center for Urban
Education

1, 2 Practice

Employee Relations & Support

Recommendation Resource/Example SP Goal P,P,A

Conduct a review of employee review,
onboarding, and evaluation forms to
incentivize equity-minded practices,
provide support needed for employee
learning and growth, and to address
behaviors not aligned with SMC’s vision,
mission, and goals.

Example: CSEA Employee Evaluation
Form - College of MarinExample: ACE
Translating Equity-Minded Principles
into Faculty Evaluation Report 

1,3,4 Assessme
nt, Policy

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.

Example: Employee Engagement and
Talent Management Plan - Moraine
Park Technical College

1,3,4 Assessme
nt, Policy
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EQUITY MINDED ( INDIVIDUAL)

Equi ty -minded h igher  educat ion  profess iona ls  in tent iona l l y  ca l l  a t tent ion  to  pat terns  o f
inequ i ty  in  s tudent  exper iences  and outcomes .  They  a lso  take  persona l  and profess iona l
respons ib i l i t y  for  the  success  o f  the i r  s tudents  and cr i t i ca l l y  reassess  the i r  own pract i ces .  The
recommendat ions  be low are  centered on the  deve lopment  o f  in terpersona l  understand ing  o f
equ i ty  and ind iv idua l  impact  on  equ i ty  advancement  w i th in  the  Santa  Monica  Co l lege
communi ty .

*Hotep Consu l tants  Team numbered the  St ra teg ic  Goa ls  found w i th in  the  2017-2022 St ra teg ic
P lan  document  for  ease  o f  t rans la t ion  w i th in  the  fo l lowing  recommendat ion  tab les .
P ,  P ,  A  =  Po l i cy ,  Pract i ce ,  or  Assessment  -  re fers  to  the  three  areas  o f  wh ich  Hotep Consu l tants
rev iewed and ana lyzed data  rece ived  f rom SMC

 



Professional Learning Experiences

Recommendation Resource/Example SP Goal P,P,A

Develop Employee Learning Pathways to
guide employees in accessing activities and
programs best aligned with their interests
and needs as it pertains to professional
growth. This would include an inventory of
all organized PD activities, when they take
place during the year, expertise levels,
modality, and resources.

Example: Teachers’ Creating High-
impact Opportunities for Innovation,
Collaboration and Equity (Choice)
Program - Miami-Dade County Public
SchoolsExample: Employee Learning
and Development - East Tennessee
State University

1, 3
Practice,

Assessme
nt

Expand Equitizing Gateway Courses
opportunities to non-transfer related
courses to support equitable
approaches in CTE and degree
applicable courses.

1F, 1G,
1H 

Practice

Provide training and coaching for
managers/administration with formal
responsibilities over equity initiatives. This 
level of support is intended to produce
the following:Develop a process for
dialogue that addresses conflict in a
constructive way.Deepen knowledge base
around key issues and trends affecting
various student groups and
communities. Develop funding/resource
strategies to sustain impact of equity
initiatives across the college.

Resource: Coaching and Consultation
on Equity-Minded management from
Bryant Smith Consulting and
NetworkingResource: Institutional
healing and capacity building towards
a more collaborative work
environment from Flourish Agenda

1A, 3D,
3E, 5B

Practice

Develop leadership training
(modules/workshops) for students leaders
& student employees. Incorporating these
experiences at the beginning of a
student’s employment or leadership role
will help develop their self-awareness and
skills so they can help create a welcoming
environment for a diverse student body.

Example: Colorado State University-
Students Empowering & Engaging in
Dialogue.

1, 2 Practice
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Cons ider ing  the  d ivers i t y  o f  perspect i ves  that  ex is t  a t  the  co l lege ,  how can
conversat ions  be  fac i l i ta ted  cr i t i ca l l y  AND product i ve ly?  

Cons ider ing  the  d ivers i t y  o f  perspect i ves  that  ex is t  a t  the  co l lege ,  how can we
nav igate  the  res is tance  for  updat ing  key  processes  and pract i ces ,  inc lud ing  the
tenure  process  and employee  eva luat ions?  

How are  ind iv idua l  employees  inv i ted  to  par t i c ipate  in  key  campus  act i v i t ies  and
in i t ia t i ves  focused on equ i ty  and s tudent  success?  Do employees  typ ica l l y  fee l
comfortab le  ask ing  c lar i f y ing  quest ions ,  o f fer ing  suggest ions ,  and/or  o f fer ing
perspect i ve  to  the  top ic  be ing  addressed?  

How can ind iv idua ls  who are  in terested  in  deve lop ing  cu l tura l  f luency  and rac ia l
l i teracy  sk i l l s ,  engage  in  independent  learn ing ,  i f  they  do  not  have  access  to  key
campus events  or  learn ing  act i v i t ies?  

Dur ing  employee  onboard ing ,  how are  new employees  in t roduced to  the
communi ty  a t  SMC engaged in  equ i ty  work?  Are  there  resources  and
recommendat ions  they  are  prov ided w i th?

Who on your  campus  i s  most  l i ke ly  to  res is t  equ i ty -centered conversat ions  and
discuss ions?  Why  do you be l ieve  these  co l leagues  are  res is tant?  What  s teps  can
you take  to  br ing  them into  the  conversat ion?

Guiding Quest ions and Considerations:

EQUITY MINDED (CONTINUED)



Administrative Capacity Building

Recommendation Resource/Example SP Goal P, P, A

Engage in Cultural Humility and Healing Centered
Leadership & Engagement training/practices to
re-establish a clear culture of trust,
understanding, and collegiality. 

Resource: Flourish Agenda
Healing Centered Engagement,
Smith Consulting and
Networking

1-6 Practice

Utilize time within Department/Division meetings
to facilitate dialogue with staff, faculty, and
administrators for sharing best practices and how
to implement culturally sustaining practices within
their work. 

Example: Creating a schedule
of presentations for each
dept./unit/office to share
updates, goals & how they
connect with institution’s goals,
high-impact practices, and
opportunities for collaboration.

1-6 Practice

Employee Relations & Support

Incorporate outreach practices that center
relationship building internally through staff
career development and advancement efforts
and with external communities and
organizations. 

Example: HR develops a list of
affinity based professional and
career organizations where job
postings will be
shared.Example: UC Berkeley
Career Opportunities and
Resources for Equity

Practice
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 Transformat ive  i s  the  mani fes ta t ion  o f  pract i ces  that  address  the  h is tor ica l  and
soc iopo l i t i ca l  causes  o f  inequ i t ies  found in  educat ion  and engage  in  data - in formed e f for ts
to  repa i r  and restore  the  educat iona l  sys tem.  The  recommendat ions  l i s ted  be low have
been deve loped to  bet ter  support  the  way  in  wh ich  ind iv idua ls  across  the  campus engage
wi th  s tudents  in  an  e f for t  to  support  the i r  success .

*Hotep Consu l tants  Team numbered the  St ra teg ic  Goa ls  found w i th in  the  2017-2022
Strateg ic  P lan  document  for  ease  o f  t rans la t ion  w i th in  the  fo l lowing  recommendat ion
tab les .
P ,  P ,  A  =  Po l i cy ,  Pract i ce ,  or  Assessment  -  re fers  to  the  three  areas  o f  wh ich  Hotep
Consu l tants  rev iewed and ana lyzed data  rece ived  f rom SMC



Recommendation Resource/Example SP Goal P, P, A

Establish a staff ombudsperson (or office)
dedicated to being a resource to the community
of campus employees who have issues or
concerns with fairness with college processes,
policies, or procedures, and to communicate
confidentially about their experiences. The
ombudsperson can support individuals and
provide systemic recommendations without
disclosing confidential information.

Florida State University Human
Resources - The Faculty/Staff
Ombuds Program

1A, 4B  Policy

Professional Learning Experiences

Revise the Data Coaching program to include
external facilitators - especially as it comes to
supporting Classified Educators, Administrators,
and Hesitant/Less Engaged Faculty.

Example: Skyline Equity
Training Series

1D-1J Practice

Develop a cohorted professional learning series
that features external experts, focused on
developing cultural and racial literacy for
employees. For the first few years, offer the same
series of topics to establish a shared foundational
baseline experience. Senior staff and
management create capacity to allow employees
to participate in the program.

Example: Diablo Valley College -
Equity Speaker Series 1D-1J Practice

Transformative Service

Recommendation Resource/Example SP Goal P, P, A?

Establish a forms committee to review the
effectiveness of required forms, update language,
and evaluate the submission and review process on
a regular basis (annually).

Resource: Web Scan - USC’s
Center for Urban
EducationResource: Conscious
Style Guide by Karen Ying

1,3 
Assessme
nt
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TRANSFORMATIVE (CONTINUED)
 *Hotep Consu l tants  Team numbered the  St ra teg ic  Goa ls  found w i th in  the  2017-2022
Strateg ic  P lan  document  for  ease  o f  t rans la t ion  w i th in  the  fo l lowing  recommendat ion
tab les .
P ,  P ,  A  =  Po l i cy ,  Pract i ce ,  or  Assessment  -  re fers  to  the  three  areas  o f  wh ich  Hotep
Consu l tants  rev iewed and ana lyzed data  rece ived  f rom SMC



Recommendation Resource/Example SP Goal P, P, A?

Implement equitable and inclusive instructional
strategies from preparing the syllabus to
assessment & grading: 1. Create a welcoming and
accessible environment so students can
communicate their needs. 2. Use a framework for
lesson planning that incorporates & builds on
students’ different levels of understanding. 3.
Facilitate engaging experiences that contextualize
course concepts in a way that is relevant to
students (i.e. incorporate ethnically and racially
diverse experts/thinkers in your discipline, learn
what students are interested in and what broader
issues are relevant and use this info as an anchor to
create curiosity and interest around the content.
4. Implement low stakes assignments and
assessments where students are actively involved in
their learning, conscious of their areas for
improvement and progress, and can better
demonstrate their knowledge. 

Example: University at Buffalo’s
Curriculum, Assessment and
Teaching Transformation -
Equitable and Inclusive
Instruction and Content

1D-1J
Practice,
Assessme
nt

Establish a process to review and revise the model
syllabus template, 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.

Example: IUPUI Center for
Teaching & Learning - Learning
Centered and Equity-Minded
SyllabusResource: USC’s
Document Review - Equity
Minded Inquiry Series

1D-1J
Assessme
nt,
Practice

Departments create opportunities to address
student equity issues that are discovered through
feedback of students, staff, and faculty. Examples of
key questions are:To what extent can the
department adjust its procedures and practices to
be more equitable? How is student feedback
elicited by the department? If no feedback is
collected, where are there opportunities to discuss
improvement of current services and offerings?

Resource: Critical Friends
Conversation Protocol

1H, 1I,
5B, 6D

Assessme
nt,
Practice

Promote usage of the Gateway to Persistence and
Success (GPS) platform for faculty. 

Example: Promote usage at the
department level and include
within onboarding
communications and in the
faculty handbook.  

1D-1J
Assessme
nt,
Practice
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 *Hotep Consu l tants  Team numbered the  St ra teg ic  Goa ls  found w i th in  the  2017-2022
Strateg ic  P lan  document  for  ease  o f  t rans la t ion  w i th in  the  fo l lowing  recommendat ion
tab les .
P ,  P ,  A  =  Po l i cy ,  Pract i ce ,  or  Assessment  -  re fers  to  the  three  areas  o f  wh ich  Hotep
Consu l tants  rev iewed and ana lyzed data  rece ived  f rom SMC
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TRANSFORMATIVE (CONTINUED)
 

How can we approach des ign ing  curr i cu lum and spec ia l  programs to  address
soc ia l  i ssues  and promote  soc ia l  jus t i ce  through learn ing  engagement  w i th  the
campus communi ty?   
How can you encourage ,  empower ,  and equ ip  s tudents  to  ut i l i ze  the i r
educat ion  to  improve  the i r  l i ves  wh i le  pos i t i ve ly  contr ibut ing  to  a  more  jus t
soc ie ty?
How do we he lp  s tudents  to  deve lop  agency  in  s tudent  serv ices?   Spec i f i ca l l y ,
how do we meet  the  s tudents  where  they  are  and support  the i r  nav igat ion  o f
ins t i tu t iona l  pract i ces  and po l i c ies?   And i f  barr iers  are  d iscovered w i th in  th is
nav igat ion ,  how are  they  d ismant led  in  order  to  bet ter  support  s tudents ’
nav igat iona l  cap i ta l  in  the  future?
How do co l lege  communicat ions  ( i .e .  emai l s ,  webs i te ,  f l yers ,  app l i ca t ions  e tc . )
express  the  benef i t s  o f  par t i c ipat ion  in  support  programs w i thout  ut i l i z ing
inst i tu t iona l  language ,  lega lese ,  or  focus  on  def i c i t s?

Guiding Quest ions and Considerations:



NEXT STEPS
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NEXT STEPS 
Quote:
“You can ’ t  be  equ i ty  advanc ing  and r i sk  averse . ”  -  Lasana  O.  Hotep

The recommendat ions  presented in  th is  report  are  not  exhaust i ve  and there  i s
no  end to  equ i ty  advancement  or  cr i t i ca l  re f lec t ion .  In  order  to  be  an  ins t i tu t ion
that  centers  equ i ty  and s t r i ves  to  erad icate  s t ructura l  rac ism,  i t  w i l l  be
imperat i ve  to  make  t ime and space  for  cont inua l  inqu i ry ,  re f lec t ion ,  and
red i rect ion .  Each  f ind ing  and recommendat ion  i s  in tended to  impact  change at
Santa  Monica  Co l lege  f rom severa l  d i f ferent  lenses  and aspects  o f  the  s tudent
exper ience .  I t  w i l l  be  important  for  the  campus to  ident i f y  wh ich
recommendat ions  might  be  implemented in  the  short - term or  w i th in  ind iv idua l
pract i ce ,  and which  may  requ i re  add i t iona l  t ime and co l laborat ion .

The  recommendat ions  presented in  th is  report  are  in tent iona l l y  reported  in
a l ignment  w i th  the  campus 2017-2022 St ra teg ic  P lan  to  ident i f y  the  ins t i tu t iona l
goa ls  addressed by  each  recommendat ion  and the  governance  bod ies  that  might
be  most  connected to  the  implementat ion  o f  the  recommendat ions .  I t  w i l l  be
important  to  embed any  recommendat ions  g leaned f rom th is  report  in to  the
for thcoming  Educat iona l  Master  P lan  or  fu ture  s t ra teg ic  p lans  and program
rev iew processes  in  order  to  ensure  that  equ i ty  i s  embedded w i th in  the  po l i c ies ,
pract i ces ,  and procedures  o f  SMC mov ing  forward .  Th is  report  shou ld  be  shared
wide ly  w i th  members  o f  the  SMC communi ty ,  inc lud ing  those  that  set  po l i cy ,
determine  pr ior i t i za t ion  o f  resources ,  approve  profess iona l  learn ing  exper iences ,
gu ide  the  s tudent  equ i ty  p lan ,  and impact  h i r ing  dec is ions .  The  Equ i ty ,  Pathways ,
and Inc lus ion  Team;  D is t r i c t  P lann ing  and Adv isory  Counc i l  (DPAC) ;  Academic
Senate ;  CSEA;  Management  Assoc ia t ion ;  and others  shou ld  work  co l laborat i ve ly
to  deve lop  a  t ime l ine  o f  implementat ion  and ident i f y  mi les tones  to  ensure
cons is tent  forward  movement .

I t ’ s  important  that  the  campus fee ls  empowered and supported  in  tak ing
pract i ca l  and act ionab le  s teps  to  keep the  work  mov ing  forward  and avo id  the
common issue  o f  hav ing  yet  another  set  o f  research  recommendat ions  “s i t t ing  on
the  she l f , ”  w i thout  ac t ing  on  the  f ind ings .  A  too l  such  as  the  “RACI  Matr ix ”  can
of fer  he lp fu l  cons iderat ions  regard ing  how the  campus shou ld  th ink  about ,
d iscuss ,  and coord inate  the  implementat ion  o f  shor t  term and long  term
recommendat ions  w i th in  th is  report .  Answer ing  the  quest ions  be low can he lp
ident i f y  how the  work  can  move forward ,  ensur ing  that  key  campus  const i tuents
are  inc luded w i th in  conversat ions .    
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R-  RESPONSIBLE :  Who i s  respons ib le  for  carry ing  out  the  de l i verab les  o f  the  Equ i ty
Aud i t ?  

A-  ACCOUNTABLE :  Who owns ,  corrects ,  and ensures  that  resources  are  ava i lab le  so
that  tasks  may  be  completed  thorough ly  and accurate ly .  

C -CONSULTED:  Who has  expert i se  and perspect i ve  on  the  best  way  to  approach th is
th ing

I -  NFORMED-  Who needs  to  be  kept  updated about  the  progress  o f  de l i verab les?

We acknowledge that  there  are  other  pro ject  management  too ls  that  we  encourage
SMC to  exp lore  or  current  too ls  be ing  used ,  in  add i t ion  to  the  RACI  Matr ix ,  that  can
he lp  move the  work  forward .  The  recommendat ions  have  been prov ided in  a  manner
that  connects  each  respect i ve  recommendat ion  to  the  2017-2022 St ra teg ic  P lann ing
goa ls  and space  for  SMC to  ident i f y  wh ich  s t ra teg ic  bod ies  are  to  be  inc luded
cons ider ing  what  i s  w i th in  the i r  purv iew and expert i se .  Through the  inqu i ry  and
thought  par tnersh ip  w i th  the  Equ i ty  Aud i t  core  group and what  our  team has  learned
through Equ i ty  Aud i t  presentat ions  w i th  var ious  cons is tent  groups ,  there  was  a  c lear
des i re  for  forward  movement  and implementat ion  o f  the  recommendat ions .  There
were ,  however ,  a l so  quest ions  in  terms o f  what  the  Co l lege  can  do to  put  these
recommendat ions  in  p lace .  In  engagement  w i th  s takeho lders ,  i t  was  c lear  that
implementat ion  needed to  happen in  phases ,  pr ior i t ies  need to  be  created ,  and teams
and people  who can  work  towards  implementat ion  be  ident i f ied .  Add i t iona l l y ,  the
quest ion  o f  accountab i l i t y  came up as  important  to  ensure  that  there  i s  no
momentum loss  w i th  these  e f for ts .  

Wi th  a l l  o f  that  in  mind ,  we  a lso  recogn ize  that  change doesn ’ t  take  p lace  overn ight .
Change to  r ight  s i ze  sys tems that  have  produced outcomes pred ic tab le  by  race ,
ab i l i t y ,  and other  fac tors ,  w i l l  undoubted ly  take  a  b i t  longer .  Some of  the  f ind ings  and
recommendat ions  inc luded in  th is  report  may  be  d i f f i cu l t  to  e l i c i t  immediate  campus-
wide  buy- in .  Anyt ime we ,  as  humans ,  are  asked to  re f lec t  on  our  pract i ces  or  are
asked to  ad just  our  pract i ces ,  there  ex is ts  a  hes i tancy  because  much of  why  we work
in  educat ion  i s  connected to  our  sense  o f  purpose  and ident i t y .  For  many  o f  us  in
educat ion ,  the  rea l i za t ion  that  we have  poss ib ly  been perpetrators  o f  inequ i t ies
wi th in  the  educat iona l  sys tem so le ly  because  o f  the  way  in  wh ich  we were  t ra ined
wi th in  that  same sys tem,  i s  a  d i f f i cu l t  one  to  reconc i le .  However ,  as  the  quote  a t  the
star t  o f  th is  sect ion  s ta tes ,  one  cannot  be  equ i ty  advanc ing  and  r i sk  averse .  We are
ask ing  for  a l l  members  o f  the  campus communi ty  to  re f lec t  on  the i r  current  pract i ces
and the  ways  in  wh ich  they  engage  w i th  s tudents ,  d i rect l y  or  ind i rect l y ,  and the
connect ion  o f  those  engagements  on  s tudent  outcomes .  We are  no  longer  operat ing
wi th in  the  “ r ight  to  fa i l ”  mode l  wh ich  expects  s tudents  to  enter  our  ins t i tu t ions  w i th
e levated  awareness  and knowledge o f  co l lege  sys tems and processes .  
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Ins tead ,  we  are  sh i f t ing  in to  a  “ s tudent  ready”  mode l  wh ich  p laces  the  respons ib i l i t y
on  h igher  educat ion  ins t i tu t ions  to  meet  s tudents  where  they  are  and support  the i r
growth  and deve lopment  as  they  nav igate  these  co l lege  landscapes .  I t  i s  our  hope
that  the  recommendat ions  l i s ted  above  prov ide  the  opportun i ty  to  t ru ly  become a
student  ready  ins t i tu t ion  by  re f lec t ing  upon and rev is ing  ins t i tu t iona l  po l i c ies  and
pract i ces ,  prov id ing  profess iona l  learn ing  exper iences  for  the  in terpersona l
assessment  o f  pract i ces ,  and space  for  ind iv idua l  recommitment  to  t rans format ive
serv ice .  Ins t i tu t ions  o f  h igher  educat ion  were  not  or ig ina l l y  deve loped to  serve
rac ia l l y ,  soc ioeconomica l l y ,  or  gender  d iverse  s tudents .  However ,  i t  i s  an  honor  to
serve  d iverse  communi t ies  o f  learners  and impact  the  communi t ies  f rom which  they
come.  I f  SMC s t r i ves  to  “prov ide  a  sa fe ,  inc lus i ve ,  and  dynamic  l earn ing  env i ronment  tha t
encourages  persona l  and  in te l l e c tua l  exp lora t ion , ”  in tent iona l  changes  w i l l  need to  be
made in  order  to  center  and va lue  the  s tudent  exper ience  w i th in  a l l  po l i c ies ,
pract i ces ,  and procedures .  There  i s  a l ready  amaz ing ,  equ i ty -advanc ing  work  underway
at  Santa  Monica  Co l lege .  We are  exc i ted  for  the  next  chapter  in  SMC ’s  e f for ts  to
remove barr iers ,  c lose  opportun i ty  gaps ,  and mani fes t  outcomes that  re f lec t  the
Col lege ’ s  core  miss ion  o f  promot ing  a  commitment  o f  support ing  the  l i fe long  learn ing
of  s tudents  and the  surrounding  communi ty .
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REFERENCES 
Framework
Protoco l  for  Assess ing  Equ i ty -Mindedness  in  S ta te  Po l i cy -CUE
CUE Po l i cy  Rev iew prompt-  S ix  ind icators  that  represent  key  aspects  o f  an  equ i ty
minded approach (gu id ing  parad igm of  ph i losophy ,  equ i ty  in  language ,  data  co l lec t ion
and report ing ,  d isproport ionate  impact ,  po l i cy  cons is tency  and ub iqu i ty ,  equ i ty
f raming  why  are  we do ing  th is? )
 
We Been Knowin :  Toward  an  Ant i rac is t  Language and L i teracy  Educat ion-  Baker -Be l l  
Taken f rom the  ten  f raming  ideas  o f  Ant i  Rac is t  B lack  Language Pedagogy-  #1 :
Cr i t i ca l l y  in terrogates  wh i te  l ingu is t i c  hegemony  and ant i -b lack  rac ism,  #5  re jec ts  the
myth  that  the  same language (wh i te  mainst ream Eng l i sh )  and language educat ion  have
been used to  oppress  b lack  s tudents  can  empower  them.
 
F i ve  Pr inc ip les  for  Enact ing  Equ i ty  by  Des ign
The f i ve  pr inc ip les :  (1 )  C lar i t y  in  language ,  goa ls  and measures ,  (2 )  “Equ i ty -
Mindedness ”  as  a  gu id ing  parad igm,  (3 )  equ i tab le  pract i ces  and po l i c ies  are  des igned
to  accommodate  d i f ferences  in  the  contexts  o f  s tudents ’  learn ing—not  to  t reat  a l l
s tudents  the  same,  (4 )  Enact ing  equ i ty  requ i res  a  cont inua l  process  o f  learn ing ,
d isaggregat ing  data ,  and quest ion ing  assumpt ions  about  re levance  and e f fec t i veness ,
(5 )  Equ i ty  much be  enacted  as  a  pervas ive  ins t i tu t ion  and sys tem-wide  pr inc ip le .
 
Accountab i l i t y ,  Equ i ty  and Pract i t ioner  Learn ing  and Change-  Bens imon,  Rueda ,  Dowd,
and Harr i s  
“Equ i ty  for  a l l ”  i s  a  data -based model  focused on the  idea  that  cha l lenges  ins t i tu t ions
have  faced are  due to  the  lack  o f  spec ia l i zed  knowledge and expert i se  and lack  o f
understand ing  the  root  causes  o f  inequ i ty .  S tandard ized data  pract i ces  for
accountab i l i t y  o f ten  do  not  lead  to  ins t i tu t iona l  change or  learn ing  for  pract i t ioners
because  i t ’ s  far  removed for  the  d i rect  exper iences  o f  teach ing ,  learn ing  and schoo l
env i ronments  ( I .e .  a  remedia l  mathemat ics  ins t ructor  may  f ind  i t  in terest ing  that  the
s ix -year  graduat ion  ra te  for  a  par t i cu lar  group of  s tudents  a t  h is  co l lege  i s  48
percent ,  compared to  50  percent  a t  a  peer  co l lege .  However ,  i t  i s  h igh ly  un l i ke ly  that
th is  in format ion  w i l l  have  an  impact  because  in  i t se l f  i t  w i l l  not  make  h im wonder  how
his  teach ing  pract i ces  might  improve  the  graduat ion  ra te  i f ,  for  example ,  he  found a
way  o f  increas ing  s tudent  success  in  remedia l  mathemat ics .  Graduat ion  ra tes  are  so
far  removed f rom the  mathemat ics  ins t ructor ' s  c lassroom that  they  cannot  serve  as  a
gu ide  for  ac t ion  (Argyr i s  and Schon 1996) .  Pract i t ioner  learn ing/deve lopment  o f
ins t i tu t iona l  ac tors  i s  key  to  implement ing  change .

https://cue.usc.edu/files/2017/02/CUE-Protocol-Workbook-Final_Web.pdf
https://files.eric.ed.gov/fulltext/EJ1253929.pdf
https://aacu.org/diversitydemocracy/2016/winter/bensimon
https://journals.iupui.edu/index.php/muj/article/download/20314/19904/28154
https://journals.iupui.edu/index.php/muj/article/download/20314/19904/28154
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Employee  Survey  Ins t rument
Student  Survey  Ins t rument
Focus  Group Protoco l
Focus  Group Quest ions
Focus  Group Par t i c ipant  Demograph ics
Inst i tu t iona l  Documents

Employee  Survey  Responses  ( redacted)
Student  Survey  Responses  ( redacted)
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L is t  o f  Recommendat ions  
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APPENDIX
Below are  ins t i tu t iona l  resources  that  were  ut i l i zed  to  conduct  the  Equ i ty
Aud i t .  Fee l  f ree  to  c l i ck  on  any  t i t le  to  v iew the  i tem in  your  web browser .

Methodology -  Data Col lect ion Items

Survey Responses

Informational  Materials

https://docs.google.com/document/d/1WtCHzRo85zcISi4CzaGAKCPrNpVT1zVbW7vTcZDaOq4/edit?usp=sharing
https://docs.google.com/document/d/1fhVERz10iYxGdcS4WyQqdkY9S7Ho73-eJvl8n5vRxlo/edit?usp=sharing
https://docs.google.com/document/d/1-KFzU_UB2eBJbWEPSZ-ETgUtn2lfIKY11awMAA4riko/edit?usp=sharing
https://docs.google.com/document/d/1mUWS8n8f9nZBzLrhCrwA_vHAPADN5oFvo-HwX_J6IcM/edit?usp=sharing
https://drive.google.com/file/d/1XWT0E4v5KUMv0P5_sMpE-5SXlIdvPoeO/view?usp=share_link
https://docs.google.com/spreadsheets/d/1oY9lv5FcuQPvmobK5pt5B19qUEdQRhtKkChGwkuoGkg/edit?usp=sharing
https://drive.google.com/file/d/1vzRVRuAjtXJIvNTdK8n1A2NVqbWjFQuI/view?usp=share_link
https://drive.google.com/file/d/1x_HGgld3swdIiWw8pilm7udhHTNb46xI/view?usp=share_link
https://docs.google.com/document/d/1pEb6m8uopt-E7ylP5korvWbdP_pvTSjlvwF-ep4e_cI/edit?usp=sharing
https://docs.google.com/document/d/1ZEGcMMZtFp7AlCx1YXfsQK1jcGLRISURNX7YPE_zC_c/edit?usp=sharing
https://docs.google.com/document/d/1ZEGcMMZtFp7AlCx1YXfsQK1jcGLRISURNX7YPE_zC_c/edit?usp=sharing
https://docs.google.com/presentation/d/18mw_ShDFLEwqeWFfPiEPWuXhGdAPKRlml4r8-QSfR50/edit?usp=sharing
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RACI  MATRIX TEMPLATE  
Th is  template  may  be  used as  a  pro ject  management  too l  to  ensure  the  forward
progress  on  pro ject  implementat ion .  By  ident i f y ing  key  pro ject  aspects  such  as :  who
might  be  respons ib le  for  oversee ing  the  work ,  who shou ld  be  consu l ted  based on
the i r  exper t i se ,  and who w i l l  be  accountab le  to  ensure  that  resources  are  ava i lab le  to
actua l l y  see  the  pro ject  to  f ru i t ion ,  t ransparency  around the  implementat ion  process
and expectat ions  can  be  ga ined .   

R-  RESPONSIBLE:  Who is  responsible  for  carrying out  the del iverables  of  the
Equity  Audit?  

A-  ACCOUNTABLE:  Who owns,  corrects ,  and ensures  that  resources  are
avai lable  so  that  tasks  may be completed thoroughly  and accurately .  

C-CONSULTED:  Who has  expert ise  and perspect ive  on the best  way to  approach
this  thing

I -  NFORMED-  Who needs to  be kept  updated about  the progress  of  del iverables?

The template  be low i s  b lank  in  order  for  the  SMC communi ty  to  ut i l i ze  the  template  as
needed.  Th is  template  can  a lso  be  ut i l i zed  in  pro ject  management  too ls  such  as  Asana
or  Smartsheet  in  order  to  create  a  d ig i ta l  record  o f  in i t ia t i ves  underway .

Recommendation
Institutional

Goal
Responsible Accountable Consulted Informed Timeline


