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Executive Summary 
 

The Palomar Community College District Staffing Master Plan (Staffing Plan or 

Plan) is a systematic identification and prioritization of the District’s staffing needs over 

a six-year planning period.  The Plan, linked to the District’s other planning processes, 

details the human resources required to support the District’s vision, mission and 

values.  The Plan responds to objectives outlined in the Strategic Plan 2013 and is both 

the process and product by which the District evaluates and recommends staffing 

actions.   

The Plan establishes staffing baselines and provides recommendations based upon 

gap analysis and staffing priority assessments.  Gap analysis examines current staffing 

levels against current and future needs as informed by data, assumptions, and known 

constraints.  The result is a range from actual to optimum staffing levels, inclusive of 

estimated growth and attrition rates, and is projected over the six-year planning cycle. 

Each of the District’s four division planning councils and a fifth group of departments 

reporting directly to the Superintendent/President perform both the gap analysis and the 

staffing priority assessments for their respective organizations.  Taken together, the gap 

and priorities analyses provide the foundation from which staffing recommendations are 

informed.  Once the staffing priorities and needs are determined, the Plan 

communicates priorities and needs to the District. This is the District’s first 

comprehensive, integrated staffing plan.  Subsequent annual Plan updates will follow 

the methodology established for the first Plan. 
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SECTION 1:  OVERVIEW AND PLAN DESIGN 

1.1 Purpose of the Plan 

The purpose of the Staffing Plan (Plan)  is to identify current and future staffing levels and 

recommend future staffing priorities to best meet the needs of our students.  

Information considered in the Plan includes, but is not limited to the following: 

• Budgeted and actual staffing by classification 

• Statutory and regulatory obligations 

• Demographic data  

• Attrition, retirement, and retention data 

• Full-time faculty hiring assumptions 

• Governing Board policies and administrative procedures 

• Other District plans and priorities 

• Program review and planning 

The Plan’s elements and responsibilities utilize the conceptual design detailed in Appendix A, 

the Staffing Plan Draft Outline, which was reviewed by the Strategic Planning Council (SPC) in 

April, 2010. 

Figure 1 depicts the basic stages and associated emphases of the Staffing Plan from 

data collection through implementation and outcomes. 
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       Figure 1.  Staffing Plan Overview. 

Optimum staffing levels and priorities are based on multiple and often complex factors, 

many of which are difficult to control or predict. This uncertainty requires planning flexibility.  The 

Plan’s flexible approach is a function of ongoing, systematic evaluation to review and revise 

processes and assumptions, and relies on District planning councils and the 

Superintendent/President’s Group (SPG) to make recommendations based on each councils’ 

and group’s unique requirements and priorities. 

1.2 Integration with Accreditation and Strategic Planning 
 

The creation of the Plan and integration of the Plan with other District planning processes 

complies with ACCJC Accreditation Standard III.  The District has implemented an integrated 

model of planning, evaluation and resource allocation; of which the Staffing Plan is a 

component.  Figure 2 depicts the Integrated Planning Model (IPM). 
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                           Figure 2.  Integrated Planning, Evaluation, and Resource Allocation Decision-Making Model (IPM). 

 

The Plan responds to the District’s Strategic Plan 2013, Goal 4, objectives 4.2 and 4.3 

(http://www.palomar.edu/strategicplanning/STRATEGICPLAN2013.pdf), and is included in the 

Human Resource Services Program Review Plan (PRP) under Service Area Outcome (SAO) 2, 

Recruitment, Hiring and Retention.  Figure 3 depicts these relationships. 

 

http://www.palomar.edu/strategicplanning/STRATEGICPLAN2013.pdf
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Output Ties to Accreditation  Ties to Strategic Planning Ties to PRP 
Staffing Plan. 
-Sufficiency measured 
through actual to 
optimum staffing levels. 
-Timing determined 
through prioritization 
process. 
-Reflection of Council 
and College-wide 
priorities built into 
Staffing Plan’s evaluation 
model (use of Councils to 
determine optimum levels 
and priorities). 

 

III.A. Employ qualified 
personnel to support student 
learning /services. 
III.A.2. Maintain a sufficient 
number of qualified faculty, 
staff and administrators. 
III.A.6. Human resource 
planning is integrated with 
institutional planning.  The 
institution systematically 
assesses the effective use 
of human resources and 
uses the results of the 
evaluation as the basis for 
improvement. 

Values: Excellence in teaching, 
learning and service.  Access to 
programs and services. 
Goal 4.  Recruit hire and support 
diverse faculty and staff to meet 
the needs of students. 
Objective 4.2.  Develop a 
staffing plan that identifies 
minimum and optimum staffing 
levels throughout the district. 
Objective 4.3.  Evaluate the 
extent to which staffing plans and 
decisions reflect the needs 
expressed in the Council and 
College-Wide priorities. 

HR SAO-2. Optimize 
resources towards 
recruitment hiring and 
retention of a highly 
qualified faculty and 
staff. 

Figure 3.  Planning Relationships. 

1.3 Integration with the Resource Allocation Model (RAM) 

The Plan provides a means by which present and future staffing needs can be translated 

into budgetary impacts via the District’s Resource Allocation Model (RAM) as shown in Figure 4. 
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             Figure 4.  Resource Allocation Model (RAM). 

1.4 Integration with District Master Plans.   

In addition to the Staffing Plan, The District’s strategic planning goals and objectives are 

informed by the Master Plan 2022 (which integrates the Educational and Facilities Master Plans 

Update 2010) and the Technology Master Plan 2016.  These master plans provide the planning 

councils with detailed information regarding the District’s long-term instructional, facilities, and 

technology direction, and are accessible as follows.   
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The Master Plan 2022 Update includes and integrates two major sections: (1) the 

Educational Master Plan 2010 Update; and (2) the Facilities Master Plan 2010 Update. The 

Master Plan 2022 Update is accessible online at:  

http://www.palomar.edu/strategicplanning/MasterPlan2022Update03012011.pdf 

The Technology Master Plan 2016 is available online at:   

http://www.palomar.edu/strategicplanning/TMP2016.pdf 

 

1.5 The Plan’s Relationship to SP 2013 Goals and Objectives 

Figure 5 illustrates how the District’s human resource plans (EEO Plan and Staffing Plan) 

are driven by and tied to specific Strategic Planning goals and objectives. 

 
               Figure 5.  Connection between SP 2013 and Staffing-Related Planning. 

  

http://www.palomar.edu/strategicplanning/MasterPlan2022Update03012011.pdf
http://www.palomar.edu/strategicplanning/TMP2016.pdf
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1.6 Roles and Responsibilities.   

The primary responsibility for producing the Staffing Plan resides with the Human 

Resource Services Planning Council (HRSPC).  The Plan’s substantive content is determined 

by the following councils -- the Instructional Planning Council (IPC), the Student Services 

Planning Council (SSPC), the Finance and Administrative Services Planning Council (FASPC), 

and HRSPC, as well the Superintendent/President’s group (SPG) consisting of the units that 

report directly to the Superintendent/President (Institutional Research and Planning, 

Communications and the Foundation). Figure 6 depicts these roles and responsibilities. 

 

          Figure 6.  Plan Roles and Responsibilities. 

1.7 Timeframes 

Staffing Plan data are collected and analyzed and the Plan is updated annually, fitting 

into the college’s  six-year planning cycle, with comprehensive reviews occurring at mid-cycle 

(year three) and at the conclusion of the cycle (year six) as shown in Figure 7. 
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       Figure 7.  Palomar College Planning Cycles. 
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SECTION 2: PLAN DESIGN 
 

The Plan’s model contains two main components: gap analysis between actual and 

optimum staffing levels and position prioritization. The Plan can be conceptualized as the 

balance between the number and priorities of recommended hires, and various resources and 

constraints shown in Figure 8. 

 
         Figure 8.  Staffing Level Balance Model. 

2.1 Gap Analysis 

The Plan’s gap analysis identifies and addresses differences between actual current 

staffing and future staffing needs based on a range from minimum through budgeted to optimum 

levels over time.  Approximated rates for attrition (retirements, voluntary and involuntary 

terminations), as well as growth are provided through historical staffing data analysis.   

The resulting gap is the estimated difference between the actual and optimum 

recommended staffing for a given timeframe. Once the gaps are identified, recommendations 

are made to reduce/eliminate the gaps.  This gap analysis is repeated and appropriately 
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adjusted over the planning horizon.  Plan evaluations determine the efficacy of the planning 

recommendations and the planning process.     

2.2 Prioritization 

While gap analysis/staffing levels address the quantitative question of “how many” across 

a range of minimum to optimum and over time, prioritization answers the question “in what 

order” for new and vacant positions.  Planning councils and SPG rank their position 

recommendations, recognizing that certain constraints such as budget will limit hiring.   The 

recommendations for full-time faculty hiring priorities are made by the Instructional Planning 

Council (IPC), and are handled through the IPC Faculty Position Priority Subcommittee.  

In Spring 2006, the Faculty Senate and the Instructional Planning Council (IPC) 

established the IPC Subcommittee.  Each academic year, the IPC Subcommittee is responsible 

for developing a priority list for hiring full-time faculty positions.  With a membership of ten 

faculty members, five division deans, and the Vice President for Instruction, the Subcommittee 

recommends updates to the data, criteria, and process to the Faculty Senate each year and 

establishes the annual timeline.    It is also the role of the Subcommittee to take a global 

perspective on full-time faculty position needs and ultimately to develop a prioritized list that best 

supports the academic program of the College as a whole.    

Each academic discipline may submit a position request or requests each year for 

consideration by the Subcommittee.  The Subcommittee reviews and discusses all requests, 

seeks clarification of information when necessary, agrees on any weighted criteria, and 

considers recent hiring in its deliberations.  Subcommittee members individually prioritize all 

position requests and then collectively formulate one prioritized list.   The priority list is reviewed 
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and endorsed by the Instructional Planning Council, forwarded to the Strategic Planning Council 

(SPC) for information, and is a recommendation to the Superintendent/President. 

2.3 Plan Evaluation 

The Plan is evaluated both after initial development and as part of each annual update.  

2.3.1 Plan Development Evaluation   

The initial Plan development was developed and evaluated based upon research of other 

plans and feedback from the planning councils and SPG.  This evaluation answered four main 

questions: 

1. What are current (baseline-actual), funded and optimum staffing levels across the 

Plan population, by division? 

2. What are future actual and optimum staffing needs across the planning horizon?   

3. What is the difference between our actual and optimum staffing levels at current and 

across the planning horizon? 

4. What recommendations does the Plan make to address gaps between actual and 

optimum staffing levels at the various timeframes in the planning horizon? 

 

2.3.2 Annual Evaluation   

Annual evaluations will assess the effectiveness and efficiency of District staffing practices, 

as well as how the Plan is functioning as far as processes and alignment with District priorities.  

To accomplish this, the Plan will utilize three evaluation questions focused on staffing levels, 

measures and process: 



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  12 

1. Staffing Levels: How effective were implemented Plan recommendations at 

addressing any staffing gaps identified in the formative plan?   

2. Staffing Measures: How accurate were the forecasts of anticipated minimum 

levels, growth and attrition rates? 

3. Plan Process: What procedural adjustments need to be made in terms of the Plan 

itself (i.e., use of councils and SPG and prioritization process?).  

The answers to these questions will guide the councils and SPG in conducting annual plan 

updates. 

2.4 Annual Plan Update Process  

After completion of the initial Plan, the Plan and its elements will be updated annually.  

Each year, the four Planning Councils and the SPG will provide updates to their respective 

recommendations and analyses.  To inform this process, the planning councils and SPG will be 

provided annually updated data (employee totals, attrition data, vacancies), as well as any 

updates to the District-wide assumptions and constraints.   

The planning councils and SPG will review their division’s PRPs each year and will 

validate the criteria required to identify and rank staffing priorities.  The planning councils and 

SPG will review information, analyses, and other plans; identify positions required for each 

planning year; link each position to a plan requirement; and rank the positions required each 

year in priority order with rank 1 being the highest priority. 

The planning councils and SPG will provide complete Plan forms with their information 

analysis, and position ranking, accompanied by all the councils and SPG’s ranking criteria and 

assumptions.  Human Resource Services (HRS) will compile the updated forms, criteria, 
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assumptions, and evaluations. The Plan will be provided to SPC by February 1st of each year.  

After providing SPC this information, the District will use the Plan to inform the RAM and the 

relevant budgets.  Figure 9 illustrates the annual update cycle. 

 

                                                  Figure 9.  Annual Update Cycle. 
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SECTION 3: CONTEXT, FACTORS, CHALLENGES AND CONSTRAINTS 

3.1 Context 

The District faces challenges in the coming years in meeting increasing service demands 

from growth with numerous economic constraints.  At present, the District consists of the San 

Marcos campus, as well as one educational center in Escondido and five educational sites 

covering 2,555 square miles in North San Diego County. The District has two new centers 

planned, a North Education Center in Fallbrook and a South Education Center, both estimated 

to open no earlier than 2013-14 (see: Appendix I and Facilities Master Plan 2022).  The 

acquisition and initial development of these centers has and will be funded by Proposition M.  In 

the November 2006 General Election, District voters passed Proposition M, which contributed 

$694 million for a District-wide construction and remodel effort (Fact book, 2009).   

The District’s population continues to grow over time.  From 2000 to 2010, the population 

served by the District increased from 657,015 to 775,172 or 18% (San Diego Association of 

Governments, SANDAG).  By 2020, SANDAG forecasts that the population will increase by 7% 

to 831,486.  The student population reflects this growth, in that annual student headcount has 

increased from 44,834 in 2004-2005 to 47,575 in 2009-2010 (California Community Colleges 

Chancellor’s Office, Student Demographics by Academic Year, 2004-05 through 2009-10).  

Notably, however, nearly one-quarter of the students served are free-flow enrollments or 

students from outside of the District’s service area. The actual area the District serves, inclusive 

of free-flow enrollments, is growing at a faster rate than either the state or District rates (Master 

Plan 2022 Update). Increase in student headcount will come as a result of the District’s 

population growth, availability and location of instructional services and facilities, and free-flow 

enrollments.  Similarly, total FTES has risen from 18,779 in 2003-2004 to 20,461 in 2008-2009 
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[California Community Colleges Chancellor’s Office, Summary of Recalculation Apportionment 

Full-Time Equivalent Student (FTES), Actual FTES Reported for Apportionment Funding, 2003-

04 through 2008-9].  While the facilities, student headcount, and FTES totals reflect growth, the 

permanent employee headcount has actually reduced from 783 in 2005-2006 to 749 in 2010-

2011 (see Appendix J). 

3.2   Employee Groups. 

The Plan relies on EE06 occupational categories, which general employment categories 

are reported by all employers to the Federal government used in the analysis of compliance to 

equal employment opportunity law.  These same categories are used for reporting employee 

demographic MIS data to the State Chancellor’s Office; thus, using the EE06 categories allowed 

for Plan integration of data the District already collects and reports. The EE06 categories 

include: (1) executive, administrative and managerial; (2) faculty; (3) professional (non-faculty); 

(4) clerical/secretarial; (5) technical/professional; (6) skilled crafts; and (7) service/maintenance. 

(For definitions of each category, see: http://www.cccco.edu/Portals/4/eball.pdf).  From these 

categories, employee data are analyzed across five job classifications: (1) educational 

administrator and (2) classified administrator (EE06 category 1); (3) full-time faculty and (4) part-

time faculty (EE06 category 2); and (5) classified staff (EE06 categories 3 through 7).  Detailed 

information regarding the demographics of the faculty and staff can be found both in the 

Palomar College Fact Book (http://www.palomar.edu/irp/factbook.htm) and in the upcoming 

EEO Plan when it is completed.   

3.3   Factors Influencing Staffing. 

3.3.1 Growth   

http://www.cccco.edu/Portals/4/eball.pdf
http://www.palomar.edu/irp/factbook.htm
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Growth data are provided in 4 forms: student headcount, full-time equivalent student 

(FTES), facilities/new instructional centers, and permanent staff.  Appendix I contains the growth 

data that planning councils and SPG considered in the formation of their recommendations. 

3.3.2 Attrition   

Estimated attrition rates are based upon existing data collected by EE06 category for 

federal reporting.  EE06 attrition rates were calculated over a five-year average.  Rate accuracy 

was evaluated through use of a five-year average prior to the last known year and then 

compared for predictive accuracy of the last known year.  Attrition includes all retirements, as 

well as all voluntary and involuntary terminations.  Interim placements, for purposes of attrition 

calculations, were restored to their previous permanent position and counted as attrition in 

determining rates.    

To make EE06 reporting more meaningful in the community college context, the EE06 

reporting category “executives” has been translated to “educational and classified 

administrators.”  Table 1 contains the attrition data used by the Plan.  Based upon these data, 

the Plan utilizes a ten-year average attrition rate of 8.3 percent where appropriate. 

EE06 Occupation Head Count Attrition Percentage 
1  Educational & Classified Administrators 38 13.8% 
2  Full-Time Faculty 284 4.5% 
3  Professional (Non-Faculty) 38 18.8% 
4  Clerical/Secretarial 247 9.0% 
5  Technical/ Paraprofessional 109 9.9% 
6  Skilled Crafts 19 6.3% 
7  Service/Maintenance 47 11.8% 
Average Across EE06 Categories 781 8.3% 
 
Table 1.  Attrition Data Across EE06 Occupational Categories 2000-01 through 2009-10 (10-year averages).  Source: Institutional Research and 
Planning, District historical attrition rates based on fall staff data (MIS EB) submissions to the CCCCO.  *Note: an employee is considered to 
have attrited during the year if she/he was not in the same EE06 occupation the following fall. 
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3.3.3 Age Distribution  

Analysis of attrition data was also performed on the aging of the workforce, and analyzed 

by EE06 category. 

The number of full-time faculty aged 50 years and over continues to increase, while those 

in the under-50 age categories continue to decline.  Of 283 full-time faculty in fall, 2009, sixty-

five percent were over fifty, and nearly nine percent (25 of 283) were aged sixty-five or over (see 

Figure 10).  

 
                                       Figure 10.  Age Comparison of Full-time Faculty, Fall 2004-2009. 

 Similar to the full-time faculty, the administrator group stands out in terms of a skewed 

age distribution, with the bulk of administrators residing in the 50 years and over categories as 

seen in Figure 11. 
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                                        Figure 11.  Age Comparison for Administrators, Fall 2004-2009. 

The other EE06 categories (classified job category) show a broader distribution in terms 

of age.  Again, since one key measure of attrition is retirement, age is a serious consideration in 

examining potential hiring needs.  In contrast to the figures depicting full-time faculty and 

administrator age distributions, there is less indication of a clear aging trend in the five 

remaining EE06 categories, with the bulk of employees falling within the under 50 age category 

across the timeframe (see Figure 12). 

 
                      

                                   Figure 12.  Age Comparison for Classified Employees, Fall 2004-2009. 
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3.4 Assumptions, Challenges and Constraints 

3.4.1 Budget 

For the purpose of this Plan, the District assumes that the state will not fund any FTES 

apportionment increases in the budget year (2011-12) and all subsequent planning years.   

3.4.2 Hiring Freeze 

           In spring 2008, due to budgetary constraints, the District implemented a modified hiring 

freeze.  The impact of the freeze is evident in the number and proportions of funded, but unfilled 

positions (see Table 2).   

Division/Group Number and proportion of 
Positions Funded, but 

Unfilled* 
Instructional Services 47 (9.6%) 

Student Services 23 (6.5%) 
Finance and Administrative Services 19 (11.8%) 

Human Resource Services 2 (16.7%) 
Superintendent/President’s Group 1 (6.3%) 

Total 92 (10.7%) 
 

Table 2.  Number of Positions Funded, but Unfilled for FY 2010-11.  *Note: Totals for funded, but unfilled positions count as 
unfilled those positions filled with interim appointments based on manual input data from HRS and Finance.  Percentages 
reflect number of unfilled over Division/Group total funded positions.  The above totals include 20 full-time faculty positions that 
are currently under recruitment. Not all faculty retirements are contained in the budget. 

The persistence of the modified hiring freeze, coupled with the total of funded but as yet 

unfilled positions indicates that the District may currently be operating at or very close to its 

minimum staffing level.  This modified hiring freeze provides for filling critical positions on a 

case-by-case basis.   
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3.4.3 Statutory and Regulatory Constraints. 

3.4.3.1 The 50% Law.   Under California Education Code Section 84362, a minimum of 

fifty percent of the District’s general fund budget must be used for instructional salaries for 

faculty and qualifying instructional support staff (see Title 5 59200, et seq.).  

3.4.3.2 The Faculty Obligation Number (FON) and the 75/25 Ratio.  Under Education 

Code Section 87482.6 and California Code of Regulations, Title 5, Section 51025, full-time 

faculty should ideally comprise 75% of instructional workload.  The District’s Faculty Obligation 

Number (FON), which is set by the California Community College Board of Governors as a 

means of making progress toward the 75/25 ratio, was set by the California Community College 

Board of Governors for 2011-12 at the 2007-08 level.  The District is committed to maintaining 

or exceeding the FON. Therefore, the District will hire 20 full-time faculty positions for the 2011-

12 academic year. 

3.4.3.3 Title 5 Equal Employment Opportunity Regulations.  Currently under review by 

the Board of Governors, California Code of Regulations, Title 5, Section 53000, et seq. serve as 

the primary source of equal employment opportunity (EEO) regulation as pertains to the District.  

These regulations, as revised, require districts to carefully examine practices using mixed 

methods to assess not only composition of applicant and employee groups, but also specific 

practice efficacy over time or longitudinal analysis.  The Title 5 EEO Regulations mandate open 

recruitment and equality of employment opportunity, and outline the basic requirements for 

district EEO plans. 
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3.4.4 Systems and Software Support. 

 While the Staffing Plan is integrated with all other aspects of the District's planning 

processes, District staff currently manually compile and integrate all data and information related 

to positions.  This manual compilation and integration limits the District's ability to iteratively 

update the Plan in response to the planning councils’ and SPG’s input.  To perform this data 

and information integration electronically, the District will upgrade PeopleSoft.  The Strategic 

Planning Council has allocated $45,000.00 in 2010-11 SPPF (Strategic Planning Priority 

Funding) to implement appropriate upgrades.  Recognizing that manual application processes 

would not well serve the District’s equal opportunity responsibilities and reporting, SPC 

approved one-time SPPF 2010-11 funding of $67,000.00 to implement on-line application and 

applicant tracking software. 

3.4.5 Classification Study. 

The District is negotiating the implementation of a classification study for all non-faculty 

positions.  The Plan will be updated in a subsequent planning cycle to reflect any classification 

changes.  
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SECTION 4: INFORMATION AND DATA 

4.1 Information and Data. 

The following information is provided to the planning councils and SPG for use in 

preparing council staffing analyses and recommendations.  Councils and SPG may identify 

additional information, as appropriate (see Table 3). 

Information Source/Link 

Strategic and 

Master 

Planning 

http://www.palomar.edu/strategicplanning/ 

 

 

Palomar 
Strategic Plan 

2013 

http://www.palomar.edu/strategicplanning/STRATEGICPLAN2013.pdf 

 

Educational 

Master Plan 

2022 (contains 
Educational 

and Facilities 

Master Plans) 

http://www.palomar.edu/strategicplanning/MasterPlan2022Update0301
2011.pdf 
 

 

Technology  

Master Plan 
2016 

http://www.palomar.edu/strategicplanning/TMP2016.pdf 
 

Institutional 

Program 

Review Plans 

(PRPs) 

http://www.palomar.edu/strategicplanning/ 

(under Program Review and Planning Section by Division) 

Governing 

Board Policies 
and Procedures 

http://www.palomar.edu/GB/LeftNav/PoliciesAndProcedures.html 

 

All College 

Forum 

http://www.palomar.edu/pctv/all_college_forum.shtml 

 

 

Table 3.  Information Source List.  

http://www.palomar.edu/strategicplanning/
http://www.palomar.edu/strategicplanning/STRATEGICPLAN2013.pdf
http://www.palomar.edu/strategicplanning/MasterPlan2022Update03012011.pdf
http://www.palomar.edu/strategicplanning/MasterPlan2022Update03012011.pdf
http://www.palomar.edu/strategicplanning/TMP2016.pdf
http://www.palomar.edu/strategicplanning/
http://www.palomar.edu/GB/LeftNav/PoliciesAndProcedures.html
http://www.palomar.edu/pctv/all_college_forum.shtml
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SECTION 5: 2011-12 SUMMARY PLAN RECOMMENDATIONS 
 

5.1  District Summary 
 

 In Section 2.4, the Plan identified four (4) Plan development evaluation questions aimed at 

identifying staffing levels at present and across the planning cycle, and facilitating associated 

recommendations for addressing gaps.   

1. What are current (baseline-actual), funded and optimum staffing levels across the Plan 

population, by division? 

2. What are future actual and optimum staffing needs across the planning horizon?   

3. What is the difference between our actual and optimum staffing levels at current and across 

the planning horizon? 

4. What recommendations does the Plan make to address gaps between actual and optimum 

staffing levels at the various timeframes in the planning horizon? 

In addition, three (3) annual evaluation questions will explore the effectiveness of Plan 

recommendations, measures and processes.  Because this is the initial Plan is the developmental phase, 

the summary addresses the four Plan development evaluation questions. Detailed analyses and specific 

recommendations are indicated in the summaries for each division planning council and SPG. The three 

annual evaluation questions will be addressed in subsequent annual Plan updates. 

Plan Development Evaluation 

Question 1: What are current (baseline-actual), funded and optimum staffing levels across the 

Plan population, by division? 

Figure 13 provides a summary of these data. 
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                       Figure 13.  District Summary of Staffing Levels for FY 2010-11. 

At the District-level, the current actual-minimum staffing level to budgeted level is at 89 percent, 

while the actual to optimum level is 68 percent.   

Question 2:  What are future actual and optimum staffing needs across the planning 

horizon, and 

Question 3: What is the difference between our actual and optimum staffing levels at 

current and across the planning horizon? 

The data addressing these questions are summarized across divisions in Table 4.  

 

       Table 4.  Minimum-to-Optimum Staffing Levels and Associated Gaps, FY 2009-10 to FY 2014-15. 

As expected, the gap is greatest in the earliest part of the planning cycle (FY 2010-11 and 2011-

12), in part due to the modified hiring freeze and the larger number of budgeted, but unfilled positions. 
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Question 4: What recommendations does the Plan make to address gaps between actual and 

optimum staffing levels at the various timeframes in the planning horizon? 

Each council and SPG address the gaps between actual and optimum staffing levels through the 

utilization of planning assumptions, setting priorities for new and/or replacement staffing, and force-

ranking the staffing priorities.  These results are discussed in the Council and SPG summaries below. 

5.2 Planning Council and SPG Summaries 

The following section summarizes the key findings from data provided by the planning councils 

and SPG as pertains to the four Plan development questions.  The analysis focused on review of 

assumptions and staffing levels to determine the greatest areas of gap between minimum and optimum 

staffing levels, as well as review of the priority factors and prioritizations to look for the major areas of 

staffing need over the planning period.  As expected, staffing levels, priority factors and prioritizations 

revealed several salient issues within each planning council and SPG. 

5.2.1 IPC 2011-2012 Plan Analysis and Recommendations   

 IPC’s data are contained in Appendices C1-C3. These reflect assumptions, staffing levels, 

prioritizations and recommendations for the Division of Instructional Services. Instructional Services 

consists of the Vice President, and the following departments: Arts, Media, Business and Computer 

Science; Instruction; Career, Technical and Extended Education, Languages and Literature; Math and 

the Natural and Health Sciences; and Social and Behavioral Sciences. 

5.2.1.1 IPC Planning Assumptions. 

Instructional Services reflected assumptions by department, and included detailed breakdowns by 

employment unit (Confidential and Supervisory Team, Administrative, Classified and Faculty).  Optimum 

levels for full-time faculty were based on achievement of the 75/25 Full-time to Part-time goal established 

in AB 1725.  Factors like external accreditation requirements; size, current capacity, and anticipated 

growth and demand of programs; replacement of interim employees; and availability of qualified and 



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  26 

part-time faculty to teach anticipated courses were identified in the assumptions as impacting staffing 

levels. 

5.2.1.2 IPC Results and Analysis. 

The current actual-to-funded and actual-to-optimum staffing levels show that the Instructional 

Services ratio for actual-to-filled is 90 percent and for minimum-to-optimum positions at 65 percent, 

respectively.  Overall, Instructional Services ranges from the mid-eighties to mid-nineties for current 

minimum-to-budgeted ratio.  Notably, however, several departments are well below their optimum 

staffing levels, the lowest of which are Languages and Literature and Arts, Media, Business and 

Computer Services at 52.59 percent and 60.9 percent, respectively.  

It should be noted that the Instructional Services optimum staffing projections include the goal of 

achieving the 75/25 ratio. 

5.2.1.3 IPC Prioritizations and Recommendations. 

IPC identified four (4) priority factors in determining its staffing needs (health and safety; program 

accreditation; student success-direct classroom support; and department/program support), all of which 

were tied to Strategic Plan Goal 2, Objective 2.4. Given these factors and that faculty prioritization occurs 

outside of the Plan, seven positions were prioritized, most of which were Instructional Support Assistants 

for the following departments: Communications, Performing Arts, Reading Services, and Computer 

Science and Information Systems.  In addition, English as a Second Language (ESL) Student Specialist 

was ranked second in priority.  Rounding out the prioritized positions were a Library Staff Assistant and a 

Tutorial Assistant.  All of the prioritized positions are existing positions for which replacements are 

needed. 

 5.2.2 SSPC 2011-2012 Plan Analysis and Recommendations 

 SSPC’s data are contained in Appendices D1-D3. These reflect assumptions, staffing levels, 

prioritizations and recommendations for the Division of Student Services. Student Services consists of 
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the Vice President and Division office staff, and the following departments: Athletics, Enrollment 

Services, Counseling Services, Campus Police, Health Services, and Student Affairs. 

 5.2.2.1 SSPC Planning Assumptions. 

Like Instructional Services, Student Services reflected assumptions by department.  Student 

Services was extremely detailed in how growth and staffing levels were calculated by each department.  

Most departments used a ratio of employee per student headcount, although some also included factors 

like geographical area and population served (Campus Police), participation/application rates (Athletics 

and Financial Aid), and proportion of online to in-person services required (Enrollment Services).  All of 

the departments took into consideration the opening of the North and South Centers and, where 

appropriate, indicated adjusted employee-to-student headcount ratios.  Also noted by several 

departments as impacting staffing levels was the successful implementation of the Academic Advising 

Module of PeopleSoft. 

 

 5.2.2.2 SSPC Results and Analysis. 

The current actual-to-funded and actual-to-optimum staffing levels show that Student Services is 

at 89 percent for minimum-to-budgeted positions, and at 65 percent for minimum-to-optimum positions, 

respectively. Staffing increases appear largely attributable to the opening of the two new centers and 

addressing particularly low staffing levels in Counseling Services.  The largest gap between actual and 

optimum was observed in Counseling Services, with actual-to-budgeted one of the lowest District-wide at 

78 percent, and actual-to-optimum at 55 percent.  Unlike several of the other divisions, Student Services 

appears to be across-the-board below budgeted and optimum headcounts; only one department, 

Enrollment Services, has both ratios for minimum-to-budgeted and minimum-to-optimum above 90 

percent.  A couple departments, Campus Police and Student Affairs, are currently at 100 percent for 
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budgeted positions, but drop to 45 percent and 50 percent in their minimum-to-optimum ratios, two of the 

lowest ratios District-wide.   

It should be noted that the Student Services optimum staffing projections include the goal of 

achieving the 75/25 ratio. 

5.2.2.3 SSPC Prioritizations and Recommendations. 

SSPC identified four (4) priority factors in determining its staffing needs (health and safety; legal, 

audit and regulatory requirements; technology impacts; and adequate staffing levels for operations), all 

of which were tied to Strategic Plan Goal 2, Objective 2.3.  The position prioritizations reflected a range 

of departments; the top two prioritized positions were in Campus Police, consistent with Priority Factor 

one’s emphasis on health and safety.  These were followed by positions in Athletics, Enrollment 

Services and Counseling (Disability Resource Center).  Twelve of the top twenty prioritized positions 

were either in Counseling Services or Enrollment Services. 

 5.2.3 FASPC 2011-2012 Plan Analysis and Recommendations 

 FASPC’s data are contained in Appendixes F1-F3. These reflect assumptions, staffing levels, 

prioritizations and recommendations for the Division of Finance and Administrative Services (FAS).  FAS 

consists of the Vice President and Division office staff, including the internal auditor and facilities 

resource position, and the following departments: Business and Contract Services, Facilities, Fiscal 

Services, Information Services, and Proposition M. 

 5.2.3.1 FASPC Planning Assumptions. 

FAS is unique in that estimating staffing levels requires incorporating multiple growth measures, 

not just FTES, student or employee headcount or project-function demands.  This Division contains 

departments for which growth can be measured several ways, including employee and student 

headcounts, facilities (number of buildings, sites, locations), project-based, and workload-based.  

Similarly, optimal rates ranged considerably by department, from simply adding current minimum to 
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funded in some, while in others, factors like anticipated opening of new facilities and centers resulted in 

considerable increased headcounts. 

 5.2.3.2 FASPC Results and Analysis. 

The current actual-to-funded and actual-to-optimum staffing levels show FAS is at 85 percent and 

83 percent, respectively. Recommended increases appear largely attributable to added workload for the 

Facilities Department associated with the opening of the two new centers and ongoing campus 

construction.  The largest gap between actual and optimum was observed in Facilities, with actual-to-

budgeted at 79 percent, and actual-to-optimum at 74 percent, and for Fiscal Services, with actual-to-

budgeted at 80 percent and actual-to-optimum at 83 percent.   

 5.2.3.3 FASPC Prioritizations and Recommendations. 

FASPC identified four (4) priority factors in determining its staffing needs (specific 

service/function; health, safety and security; technology impacts; and regulatory and legal influences), 

all of which were tied to multiple Strategic Plan goals, but primarily Goals 1, 2 and 6. Given these 

factors, the most immediate need identified in both the staffing level data and prioritizations is in 

Facilities, with seven of the top ten vacant positions coming from that department alone.  The other 

three prioritized positions were a manager of Network and Technical Services in Information Services, 

and two positions in Fiscal Services.  Thus, these data align with the staffing levels where Facilities and 

Fiscal Services had considerably lower actual-to-budgeted and actual-to-optimum staffing levels.   

 5.2.4 HRPSC 2011-2012 Plan Analysis and Recommendations  

 HRSPC’s data are contained in Appendices G1-G3.  These reflect assumptions, staffing levels, 

prioritizations and recommendations for the Division of Human Resource Services (HRS).  HRS consists 

of the Vice President and an Administrative Assistant, Human Resources-Operations, Employment 

Services, and an analyst.  
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 5.2.4.1 HRSPC Planning Assumptions.  

HRSPC relied largely on two components in examining staffing levels: (1) priority factors for 

types, quality and quantity of services required; and (2) comparison to other similar Districts (the Gooder 

Colleges) in estimating its staffing levels.  In its assumptions, HRSPC points to data from the HRS 

Program Review 2008-2009, which identified the current ratio of HRS employees to employees served is 

1:138.3, higher than the majority of comparable single-college districts.  HRSPC also considered growth 

and attrition as significant drivers.  Attrition, in particular, can be a difficult measure with a considerable 

impact on HRS workload and staffing needs, as replacing personnel creates additional workload and 

need for staffing but does not impact overall totals of employees served. 

 5.2.4.2 HRSPC Results and Analysis. 

The current actual-to-funded and actual-to-optimum staffing levels show Human Resource 

Services is at 84.6 percent and 73.3 percent, respectively. Across the divisions and SPG, HRS has the 

lowest current actual-to-funded ratio. In addition, the total number of employees within HRS is extremely 

small.  Thus, a loss of one employee may have a far more significant impact to this group as a function of 

decreased flexibility to absorb work functions by other employees through out-of-class assignments.  

Across the planning cycle, HRS shows an early increase in staffing minimum and optimums at FY 2013-

14, where it levels off.  Staffing increases are largely attributed to additional HR Operations and 

Employment Services workload associated with the opening of the new centers.  The largest gap 

between actual and optimum was observed in Employment Services, with actual-to-budgeted at 85.7 

percent, and actual-to-optimum at 75 percent.  HRS’s minimum-to-optimum gap across the planning 

cycle is somewhat narrow in comparison to the larger councils.  Should the District’s future hiring levels 

tend more towards the optimal end of the staffing range, HRS’s total headcount would likely need to 

adjust accordingly. 
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 5.2.4.3 HRSPC Prioritizations and Recommendations.  

HRSPC identified four (4) priority factors in determining its staffing needs (District and internal 

planning priorities, external legal-regulatory drivers, quantity of service, and quality of service), all of 

which were tied to both HR Service Area Outcomes, as well as Strategic Plan goals 2 or 4. Given these 

factors, the most immediate need identified in both the staffing level data and prioritizations is in HR 

Operations, with the Manager of Human Resource Services position identified as the highest priority 

across all factors.  The second prioritized position, the Human Resource Analyst, was deemed critical 

across three of the four priority factors. 

 5.2.5 SPG 2011-2012 Plan Analysis and Recommendations  

 SPG’s data are contained in Appendices H1-H3.  These reflect assumptions, staffing levels, 

prioritizations and recommendations for the groups reporting directly to the Superintendent/President, 

including: Institutional Research and Planning, the Foundation, Communications and Marketing, and the 

Office of the Superintendent/President. 

 

 5.2.5.1 SPG Planning Assumptions.   

SPG’s data indicates that specific functions drive staffing levels and priorities.  SPG built growth 

into its minimum and optimum staffing levels by assuming certain functions would be required to support 

the District within given years across the planning cycle. 

 5.2.5.2 SPG Results and Analysis. 

 The current actual-to-funded and actual-to-optimum staffing levels show SPG’s employment 

groups are at 94 percent and 79 percent, respectively.  These numbers should be viewed cautiously; 

however, as the total number of employees within each division in SPG are extremely small and many of 

the positions are specialized.  Thus, a loss of one employee may have a far more significant impact to 

this group as a function of decreased flexibility to absorb work functions by other means, like out-of-class 
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assignments.  Across the planning cycle, SPG maintains close to its current level for minimum, with a FY 

2014-15 minimum of just one position over current actual staffing level.  The largest gap between actual 

and optimum was observed in Communications and Marketing, with actual-to-budgeted at 80 percent, 

and actual-to-optimum at 67 percent, followed by Institutional Research and Planning and the 

Foundation, both of which are currently operating at 80 percent of optimum staffing levels.  In its 

assumptions, SPG indicated the order of preference for optimum placements across the planning cycle. 

 5.2.5.3 SPG Prioritizations and Recommendations. 

SPG identified four (4) priority factors in determining its staffing needs (student success, critical 

function, new program area, and increased workload), all of which were tied to either Strategic Plan 

goals 2 or 4. Given these factors, the most immediate need identified in both the staffing level data and 

prioritizations is in Communications and Marketing, with the Director of Communications, Marketing and 

Public Affairs position identified in the assumptions as “critical.”  At present, the Director of 

Communications position is filled by an interim placement, and Title 5 limits the timeframes for such 

placements.  In the near future, SPG anticipates needing a Grants Manager in Institutional Research and 

Planning; this was identified both in the assumptions and the prioritizations, where the position ranked 

just behind the Director of Communications. 
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APPENDICES 

Appendix A. Staffing Plan Draft Outline (Presented to SPC 04/27/10). 
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Appendix B-1.  Planning Council and SPG Training Documents – Priority Factors Form. 
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Appendix B-2.  Planning Council and SPG Training Documents – Organization Chart. 
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Appendix B-3.  Planning Council and SPG Training Documents: Training Presentation. 
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Appendix C.  PeopleSoft Reporting Hierarchy 
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Appendix D-1.  IPC 2011-2012 Plan Analysis and Recommendations: Organizational Chart 
(Staffing Levels).
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Appendix D-2.  IPC 2011-2012 Plan Analysis and Recommendations: Priority Factors. 
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Appendix D-3.  IPC 2011-2012 Plan Analysis and Recommendations: Prioritizations. 
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Appendix E-1.  SSPC 2011-2012 Plan Analysis and Recommendations: Organizational 
Chart (Staffing Levels). 

 

 



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  70 

 

 



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  71 

 



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  72 

  



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  73 

 

  



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  74 

  



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  75 

  



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  76 

  



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  77 

 



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  78 

  



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  79 

 



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  80 

 



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  81 

  



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  82 

 

  



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  83 

 



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  84 

 



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  85 

  



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  86 

  



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  87 

 



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  88 

  



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  89 

 



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  90 

  



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  91 

Appendix E-2.  SSPC 2011-2012 Plan Analysis and Recommendations: Priority Factors. 
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Appendix E-3.  SSPC 2011-2012 Plan Analysis and Recommendations: Prioritizations. 
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Appendix F-1. FASPC 2011-2012 Plan Analysis and Recommendations: Organizational 
Chart (Staffing Levels). 
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Appendix F-2. FASPC 2011-2012 Plan Analysis and Recommendations: Priority Factors. 

 

Appendix F-3. FASPC 2011-2012 Plan Analysis and Recommendations: Prioritizations. 
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Appendix G-1.  HRSPC 2011-2012 Plan Analysis and Recommendations: Organizational 
Chart (Staffing Levels). 
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Appendix G-2.  HRSPC 2011-2012 Plan Analysis and Recommendations: Priority Factors. 
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Appendix G-3.  HRSPC 2011-2012 Plan Analysis and Recommendations: Prioritizations. 
 

  



Palomar Community College District Staffing Master Plan 2016  

March 16, 2011  102 

Appendix H-1.  SPG 2011-2012 Plan Analysis and Recommendations: Organizational 
Chart (Staffing Levels). 
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Appendix H-2.  SPG 2011-2012 Plan Analysis and Recommendations: Priority Factors. 
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Appendix H-3.  SPG 2011-2012 Plan Analysis and Recommendations: Prioritizations. 
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Appendix I. Growth Factors 
 

Staffing Plan Space Analysis for San Marcos Campus, North and South Centers 2006-7 to 
2014-15). 

Year 2006-07 2007-08 2008-09 2009-10 2010-11 2011-12 2012-13 2013-14 2014-15 
GSF @ 
SM 

591,425 698,425 662,414 662,414 764,499 794,499 956,371 913,872 976,825 

Space 
Added 

 NS 
Building 

MB  HS, MD,  
Sprung 
Structure 

IT, 
Planetarium 

Humanities, 
TLC 

T-Bdg, 
Theatre 
Addition 

Library 

GSF @ 
South 
Center 

       100,000  

GSF @ 
North 
Center 

       150,000  

 

Source: Facilities Master Plan 2020 and Staffing Plan Space Analysis Overview 2006-2015 (Facilities, 2011).  

 

Palomar College Student Headcount, 2004-05 through 2009-10. 

2004-05 2005-06 2006-07 2007-08 2008-09 2009-10 
44,834 45,490 47,650 50,123 49,336 47,575 
 

Annual total unduplicated student headcount, 2004-05 through 2009-10. Source: California Community Colleges Chancellor’s Office Student 
Demographics by Academic Year.  

 
  

        
   

 

Summary of Recalculation Apportionment FTES and Apprentice 
Hours for Palomar College, Fiscal Years 2004-5 to 2008-9. 

 
 

  
      

  
 

 
  General Apportionment Actual FTES Reported   

 
 

  Funded FTES for Apportionment Funding   
 

 
  Total Credit Noncredit Total Credit Noncredit   

 
 

FY 2008-9 19,493  18846 647 20461 19108 1354   
 

 
FY 2007-8 19,195  18468 727 20005 18469 1536   

 
 

FY 2006-7 20,038  18451 1587 20038 18451 1587   
 

 
FY 2005-6 20,314  18801 1514 20314 18801 1514   

 
 

FY 2004-5 19,349  17735 1614 20423 19349 629   
 

 
FY 2003-4 18779 16981 1798 18779 16981 1789   

  

Data Extracted from: Annual Funded and Actual FTES Based on Recalculation Apportionment Summary, 2003-04 through 2008-9. Source: 
California Community Colleges Chancellor’s Office, Fiscal Data Abstracts.   
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Appendix J.  Permanent Employee Totals by Year and Employee Group 
 

Year Administrators Full-Time 
Faculty 

Child 
Development 

Teachers 
Classified Total 

2010
2011 80 273 9 387 749 

2009
2010 83 284 9 393 769 

2008
2009 85 294 10 401 790 

2007
2008 84 294 9 398 785 

2006
2007 83 295 10 408 796 

2005
2006 87 288 10 398 783 

 

Source: Palomar College Active Employee Reports, 2005-06 through 2010-11 (dated September 1 of each year). 
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