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Step 1:

Review the specific standard section to be analyzed.  

Step 2:
Read and review the suggested questions identified from the Self-Study Guide about the evidence needed to make a strong case.  

Step 3:
Carefully review the evidence several times before drawing conclusions or making judgments.

Step 4:
Draft a brief one or two paragraph description of what the College is doing to address the standard and its related questions focusing on the facts.

Step 5:
Provide a rating of how well the College is addressing the specific standard (see below for scoring rubric).Draft a one or two paragraph explanation for this rating based upon your assessment of the College’s activities in relation to the standard. Pay particular attention to the quality of our involvement and interventions since the last WASC self-study report. 
Step 6:
Conclude with comments and suggestions relative to the College’s response to the standard.
Scoring Rubric
	Superior
	College has worked on this issue/area and considerable improvement is noted

	Satisfactory
	College has taken some actions to address the issue/area and some improvement is noted.

	Needs Improvement
	College has not adequately addressed the issue/area.


Step 1:
 Review the Specific Standard Section
Standard 3.A.1.a:  Criteria, qualifications, and procedures for selection of personnel are clearly and publicly stated.  Job descriptions are directly related to institutional mission and goals and accurately reflect position duties, responsibilities, and authority.  Criteria for selection of faculty include knowledge of the subject matter or service to be performed (as determined by individuals with discipline expertise), effective teaching, scholarly activities, and potential to contribute to the mission of the institution.  Institutional faculty play a significant role in selection of new faculty.  Degrees held by faculty and administrators are from institutions accredited by recognized U.S. accrediting agencies.  Degrees from non-U.S. institutions are recognized only if equivalence has been established.

Step 2: Read and Review Self-Study Questions

Suggested questions from the Self-Study Guide to help you think about how best to address the standard:  

· How does the institution decide on hiring criteria?  
· How are faculty involved in the selection of new faculty?  
· How does the college decide an applicant is well qualified?  
· How does the college know that faculty who are selected have knowledge of their subject matter?  
· By what methods does the college define and evaluate “effective teaching” in its hiring processes?  How is that effectiveness judged?

· How does the college define and judge scholarship in a candidate, and by what means does it judge a candidate’s potential to contribute to a college mission?

· How are jobs advertised? 
· By what means does the institution verify the qualifications of applicants and new hired personnel? 
· How does the college check the equivalency of degrees from non-U.S. institutions? 
· What evidence is there that hiring processes yield highly qualified employees?  
· What safeguards are in place to assure that hiring procedures are constantly applied?  
Step 3:
 Review the Evidence
· Faculty Hiring Procedures
· Faculty Position Application; Administrative Position Application;
· Faculty Hiring Orientation Materials               
· Faculty Evaluation & Tenure Review Process; consultation with Brian Ellison, Dean of Curriculum, Tenure Review and Faculty Evaluation
· For safeguards on the hiring process consulted with Clara Starr, Director of Human Resources
Step 4: Briefly describe how CCSF is addressing this standard
City College of San Francisco has established procedures and guidelines to hire highly-qualified individuals who will respond effectively and sensitively to the educational needs of students of diverse ethnic, cultural, socioeconomic, and educational backgrounds, sexual orientation, or disability. 
Departments establish democratic procedures for forming search committees as stated in the Faculty Hiring Procedures and the Administrative Hiring Procedures.  The background of the members of the search committee shall reflect the diversity, range of interests, philosophies, and programs in the department.  The composition of the committee should, as far as possible, be consistent with Federal and State guidelines on race and sex.  Whenever possible, members of protected groups shall be included in the committee, and it is recommended that the committee reflect the diversity of the student population. The Human Resources Academic Hiring Unit along with the Affirmative Action Office ensure that search committee members are orientated on the hiring procedures, Affirmative Action regulations, and Article 12 (Upgrading) provisions.
Criteria established by the hiring departments result in knowledgeable and effective hiring of faculty members and administrators.  Academic job announcements, paper screening criteria, interview questions, and teaching demonstration criteria are developed by the search committee and are reviewed and approved by the Human Resources Director.  Job announcements list the required employment qualifications, the State-mandated minimum qualifications and the desirable qualifications established by the hiring search committee.  Job announcement drafts are reviewed by the Search Committee/Department Chair, Associate Director of Affirmative Action, Academic Senate, and appropriate Dean/Vice Chancellor/Chancellor.  
The advertising and recruitment budget enables the Human Resources Department to more effectively recruit diverse applicants to hiring pools. The Academic Hiring Unit works closely with the search committees to target specific job related advertising media such as trade publications and websites.  Additionally, the Academic Hiring Unit advertises via various websites, local and national newspapers, ethnic newspapers, and at job fairs.  Job announcements are also distributed to a general mailing list of 500+ individual organizations and universities, including the California Community Colleges.  Moreover, the District’s practice in partially reimbursing the travel expenses of desirable candidates and subsequently the moving expenses of a chosen candidate has significantly increased recruitment efforts.  
Prospective candidates are required to provide evidence of effective teaching or administrative experience (application materials/interview/teaching demonstration), and to show their potential for contributing to the institution’s mission.  Additionally, prospective candidates are required to express in writing their sensitivity to, and understanding of, the diverse academic, socioeconomic, cultural, disabled, and ethnic backgrounds of California Community College students.
The Human Resources Academic Hiring Unit is responsible for ensuring that applicants meet the state-mandated minimum qualifications, including verification of degree(s) and relevant work experience.  Additionally, equivalency procedures for minimum qualifications and Administrative Equivalency have been established and are reviewed in accord with the Academic Senate Equivalency Committee.   A reference list of Foreign Degree evaluators is available for applicants requesting foreign degree evaluation.  Hiring Search Committees screen applicant materials and interview prospective candidates based on the stated job search criteria.  The Director of Human Resources and the Academic Hiring Unit monitor the hiring process and work collaboratively with the search committee chairs to ensure a fair, timely, and effective hiring process in compliance with mandated District policies.
The evaluation of each category of staff is systematic and conducted at stated regular intervals.  Evaluation processes for all segments are designed to identify strengths and special qualities of the evaluatee and to define areas where it is determined that improvement might be beneficial.  Criteria for evaluation of faculty include teaching effectiveness, scholarship or other activities appropriate to the area of expertise, and participation in institutional service.
Step 5: Provide rating of how well College meets the standard.  Provide written explanation of why you gave that rating.
My rating (see p. 1) is: Superior 
The reason I gave this rating is:  The Human Resources Department in conjunction with College constituents have made a concerted effort through their hiring procedures to maintain the highest levels of commitment to academic excellence as well as to diversity and equity as it relates to the College’s faculty, staff, students, and the community served by CCSF.
Step 6:
 Comments and suggestions relative to the College’s response to the standard
Despite budgetary constraints, continue to develop more expansive and aggressive strategies for increasing the diversity and representation of our applicant finalists.
Standard 3.A.1.a


Section:  Criteria, qualifications, and procedures for selection of personnel are clearly and publicly stated.  Job descriptions are directly related to institutional mission and goals and accurately reflect position duties, responsibilities, and authority.  Criteria for selection of faculty include knowledge of the subject matter or service to be performed (as determined by individuals with discipline expertise), effective teaching, scholarly activities, and potential to contribute to the mission of the institution.  Institutional faculty play a significant role in selection of new faculty.  Degrees held by faculty and administrators are from institutions accredited by recognized U.S. accrediting agencies.  Degrees from non-U.S. institutions are recognized only if equivalence has been established.
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