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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.4:  The institution demonstrates through policies and practices an appropriate understanding of and concern for issues of equity and diversity.
3.A.4.a: The institution creates and maintains appropriate programs, practices, and services that support its diverse personnel. 
3.A.4.b: The institution regularly assesses its record in employment equity and diversity consistent with its mission. 
3.A.4.c: The institution subscribes to, advocates, and demonstrates integrity in the treatment of its administration, faculty, staff and students. 
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:  

3.A.4:

· In what ways does the institution foster an appreciation for diversity?
· How effective are the institution’s policies and practices in promoting understanding of equity and diversity issues?  How does the institution know these policies and practices are effective?

3.A.4.a: 
The institution creates and maintains appropriate programs, practices, and services that support its diverse personnel. 
· How does the college determine what kinds of support its personnel need?
· How does the institution design programs and services that provide for the range of personnel at the institution? 
· What programs and services does the institution have to support its personnel? How effective are these programs? 
3.A.4.b:
The institution regularly assesses its record in employment equity and diversity consistent with its mission. 
· What is the institution’s record on employment equity and diversity? 
· How does the institution track and analyze its employment equity record? How does it use this information? 
3.A.4.c:
The institution subscribes to, advocates, and demonstrates integrity in the treatment of its administration, faculty, staff and students. 
· What policies and procedures about the treatment of personnel does the institution have in place? 

· How does the institution ensure that its personnel and students are treated fairly? 
Step 3:
 Review the Evidence
3.A.4.a:

3.A.4.b: 

· Consultation with Linda Jackson on College Affirmative Action policies


Documents:  Employees’ Americans With Disabilities Act Accommodations program



          SFCCD Policy & Procedures for Handling Complaints of Unlawful 




          Discrimination Under Title 5 Sections 59300 et seq.


3.A.4.c:
· Consultation with Clara Starr on College policies regarding equitable and fair treatment of CCSF employees


Reference:  Diversity Committee (Shared Governance Committee) recommendations 


enacted:  Sample Faculty Job Announcement, see Application Procedures.  

Other sources of evidence:


Resolution 030130-S3, 020530-S3


CCSF Faculty/Mentor Internship Program (www.ccsf.edu/Resources/Diversity/intern.html)


Professional Development – Flex events (www.ccsf.edu.Services/Staff_Development/StaffDev.html)

Step 4: Briefly describe how CCSF is addressing this standard
Equity and Diversity

3.A.4


In what ways does the institution foster an appreciation for diversity?

(Foster – to promote growth or development)

In previous years, the District focused and funded its recruitment efforts associated with diversity in the realm of the Affirmative Action Office.  However, much of these efforts were undertaken under the leadership of the Human Resources Director.   The Human Resources Department actively recruits under-represented populations and participates in the California Community College Affirmative Action Job Fairs.  Previously, the institutions advertising budget for job announcements was solely under the control of the Affirmative Action Office.  In January 0f ’99, Partnership for Excellence funds were allocated to Human Resources for additional advertising to help broaden the pool of applicants.  With this budget, job announcements were placed in additional publications, newspapers, trade journals, and Web sites, targeting specific populations. 
The advancement of diversity at City College is also at the forefront of the instructional and student services sectors of the College.  Indicative of the high performance and accomplishments that City College has reached, the following examples are a sampling of recent and significant initiatives undertaken across the institution.  Throughout the institution, faculty have made concerted efforts to revamp their curriculum by infusing a multicultural content and perspective.  The Multicultural Infusion Project, the Asian Infusion Project, and the On-Ramp to Biotech Program are a few examples of the dedication toward a climate of inclusiveness.  Additionally, two other exemplary programs deserve mention, the Lessons in Tolerance Program and the Grow Your Own Program.  The leaders of the Lessons in Tolerance Program have created lessons to use across a variety of disciplines to engage students in exercises that ask them to analyze diversity, cope with stereotyping and prejudice, and develop tolerance in the midst of diversity.
  The Grow Your Own Program is designed to inspire currently enrolled City College students to teach at the community college level.  The students participate in a special support program, receive scholarships to pursue advanced degrees, and serve as teaching interns at the College.  This initiative is crucial toward the goal of increasing the faculty representative of our student populations.
In addition to these efforts, the college has an active Diversity Committee.  The Diversity Committee is a shared governance committee that meets regularly to ensure that diversity remains on the College’s agenda for continuing and future curriculum, students and employees.  This committee has been very effective in implementing and changing practices to increase knowledge and understanding of diversity.  Most recently their recommendation to update the faculty application procedure by adding the following requirement, “Discuss how your course content and teaching methods (counseling methods) meet the needs of culturally and academically diverse learners.  (Please include a listing of any classes or professional development activities you have participated in that directly relates to working with diverse student populations.) was implemented by the Human Resources Department Academic Unit.  The Diversity Committee members participate annually in the National Conference on Race and Ethnicity (NCORE). 

Moreover, tremendous efforts have been made by the retention/success programs and centers throughout the college, i.e. the African American Scholastic Programs (AASP), the Disabled Students Programs and Services (DSPS), the Extended Opportunity Programs (EOPS), the Latino Services Network (LSN), the Writing Success Project (WSP), and the newest center, the Asian Pacific Islander Student Success program (APASS). These programs reach out to the students who are the highest risk and provide them with supplementary instruction and counseling.  In this continued vein, the District is looking to continue to improve the delivery of services and to better accommodate more students by forming the Academy for Improved Student Success.  Work sessions to gather comments and viewpoints from the college constituents will begin Spring 2005.

How effective are the institution’s policies and practices in promoting understanding of equity and diversity issues?  How does the institution know these policies and practices are effective?

The policies and practices are very effective and are linked to the allegiance of the institutional mission statement.  The college’s student population is the most diverse in the country which places greater emphasis and responsibility on understanding current issues pertaining to equity and diversity.  The college is also very involved and instrumental politically to ensure that all students are given equal access to educational opportunities.  The institution evaluates effectiveness of policies and practices by analyzing student enrollment in underrepresented categories and student participation.  The effectiveness can also be evaluated by the interest level shown by prospective applicants. Our growing applicant pools certainly reflect a positive response to recruitment and advertising efforts.  Effectiveness in promoting understanding at the institution is evident from the board room to the classroom.  Even still, to ensure excellence in this area in the future, policies and practices are reviewed regularly. 

3.A.4.a

How does the college determine what kinds of support its personnel need?

The college determines the kind of support its personnel needs through various forums such as College Council, the Joint Labor Management Council, the Diversity Committee, employee unions, and various shared governance advisory committees, as well as through the Academic Senate, the Classified Senate, and the Administrators’ Association.  The management team of the institution, under the leadership of the Chancellor is very involved and sensitive to the needs of personnel. As such, the institution administers the Employee Satisfaction Survey through the Office of Research and Development which serve as a tool to identify the kind of support personnel needs. Professional development surveys are also requested on a semester basis through the Office of Professional Development to provide another avenue for faculty and staff to disclose their professional developmental needs.  An administrative retreat is held each semester for the administrators and management staff. 

How does the institution design programs and services that provide for the range of personnel at the institution?

Union and senate representatives in consultation with the Chancellor and upper management are instrumental in ensuring that programs and services are designed to provide for the range of personnel needs.  In addition, the institution networks with local and state community colleges to stay abreast and on the competitive edge of retention.  The institution has been very cooperative in accommodating personnel who have not historically been afforded the level of services desired as identified per the Joint Labor Management Council.  
What programs and services does the institution have to support its personnel?  How effective are these programs?

Flex Days continue to be an integral part of the institutions support of faculty.   While funding for the programs have been discontinued on a state level, the institution in consultation with the Human Resources Department continues to fund this program.

Classified Flex Day was established in 2001/2002 for all Classified employees to ensure that the more specific needs of support staff which may be significantly different from academic staff are addressed. In addition, a non-represented management team has also been established with the same goal in mind.  The programs are a very effective forum to invite outstanding speakers/lecturers on campus to address current trends.  The institution is also committed to providing all personnel the opportunity to stay abreast of technology trends by regularly offering courses through workshops offered by the Technology Learning Center.
3.A.4.b –MAKE SURE TO SOFTEN LANGUAGE – USE ALY’S EXEC. SUMMARY 03/04
What is the institution’s record on employment equity and diversity?

At the request of the Board of Trustees, the Human Resources department of the institution prepares an annual Employee and Hiring Data Report.  This document provides an extensive summary of the institutions hiring record and is used as a reference and educational tool for the institutions hiring needs/goals.  From the history of the data reports, it is concluded that the institution has a record of attracting and retaining qualified employees.  However, while the institution is committed to equity and diversity in employment, the record does reflect that there has been some reluctance particularly in faculty hiring, to increase the number of diverse faculty in the institutions classrooms.  While the institutions record speaks for itself in administrative and classified hiring, the record does not reflect the same for faculty.  It is concluded that the record has had minimal change in faculty hiring because history has continued to repeat itself.  In other words those most dominant in the faculty arena have continued to hire the same, thus stagnating the institutions ability to change its record. A five-year comparison of new faculty (tenure-track) hires for fiscal years 1999/2000 through 2003/2004, shows a median:  62% Caucasian; 11.2% Hispanic; 2% Filipino; 9.4% African American; and 15.6% Asian/Pacific Islander.  

 In an attempt to address this challenge, the institution has implemented a “Grow Your Own” program whereby current employees will be afforded an opportunity of mentorship and success in areas where they have historically been overlooked/unrepresented.  Additionally, the Human Resources Department in collaboration with the Chancellor’s Office and department representatives is planning City College of San Francisco’s first job fair to be held January 2005.

3.A.4.c –What policies and procedures about the treatment of personnel does the institution have in place?

The institution has established procedures and guidelines to enable it 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.  Furthermore, the institution has an Equal Opportunity Statement which addresses the institutions policy on equal employment and educational opportunities.  The compliance officer/coordinator for purposes of this policy is the District Affirmative Action Officer.  The Affirmative Action Officer is responsible for  disseminating informational brochures to all students and employees regarding District policies and procedures pertaining to Sexual Harassment and Unlawful Discrimination.  This information may also be found in the Affirmative Action website and via the employee handbooks. 

The Board of Trustees adopted policy 1.16. - Workplace Violence Policy on June 10, 2004.  The procedures are currently in draft form and are being distributed for review and feedback through the Shared Governance process.  We expect complete the review process and dissemination a brochure to all employees this Fall 2004.

How does the institution ensure that its personnel and students are treated fairly?
In 1995, the City College of San Francisco Board of Trustees adopted the following resolutions emphasizing that the entire College Community address diversity by participating in activities focused on four areas of discrimination:  racism, gender bias/sexual harassment, homophobia, and the rights of the differently abled: Resolution 950824-S3 – Authorization to direct appropriate actions and resources towards the prevention of discriminatory behavior against persons with disabilities in the District; Resolution 950824 – S4 – Authorization to direct appropriate actions and resources towards the prevention of discriminatory racist behavior in the District; Resolution 950824-S5 Authorization to direct appropriate actions and resources towards the prevention of gender discrimination and sexual harassment in the District; and, Resolution 950824-S6 – Authorization to direct appropriate actions and resources towards the prevention of discriminatory homophobic behavior in the District.  
Moreover, the District has identified the Associate Dean of the Office of Affirmative Action to the State Chancellor's Office and to the public as the single District officer responsible for receiving all unlawful discrimination complaints filed pursuant to Title 5, section 59328, and for coordinating their investigation.   The Office of the Dean of Student Advocacy, Rights and Responsibilities is responsible for student conduct.  Student College Rules and Regulations are also contained in the College Catalog and in the faculty handbook.
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 institution  promotes a supportive work environment, which foster collaboration and improved levels of communication.  The institution is committed to building effective staff development programs, ensuring healthy working conditions, and fostering an environment of respect and trust. 

Step 6:
 Comments and suggestions relative to the College’s response to the standard
City College constituencies are committed to promoting diversity at a variety of levels throughout the College’s administrative and academic programs and services.
Standard 3.A.4


Section:  The institution demonstrates through policies and practices an appropriate understanding of and concern for issues of equity and diversity.


Standard 3.A.4.a


Section: The institution creates and maintains appropriate programs, practices, and services that support its diverse personnel. 


Standard 3.A.4.b


Section: The institution regularly assesses its record in employment equity and diversity consistent with its mission. 


Standard 3.A.4.c


Section: The institution subscribes to, advocates, and demonstrates integrity in the treatment of its administration, faculty, staff and students. 
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