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Session 
Outcomes

 Understand data and research to support the need for 
faculty diversification.

 Examine institutional practices to promote equitable 
outcomes in hiring.

 Discuss and consider opportunities and challenges in 
recruiting, hiring, evaluating and retaining a diverse 
faculty. 

 Leave with a vision statement and one practical 
strategy to promote faculty diversity in hiring at your 
institution.



The Educational 
Landscape of California

Data from the Left Out Report: Campaign for College Opportunity
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Individual 
Reflection

What are the data showing?



Recruitment



Job 
Announcement

Who We Are
The San Mateo County Community District is committed to achieving educational 
equity for all students. As outlined in the District’s Strategic Plan, “success, equity, and 
social justice for our students are longstanding goals.” The District’s “Students First” 
Strategic Plan is focused on “Student Success, Equity and Social Justice.” 

The College and the District
The San Mateo County Community College District, which currently enrolls 
approximately 23,000 students, the majority of whom are from minoritized populations. 
Of the students at Skyline College, 2.6% are African American, 0.2% are American 
Indian,  18.2% are Asian, 18.4% are Filipino, 18.8% are Latinx, 1.2% are Pacific 
Islander, 19.3% are White, 19.8% are Multi-Ethnic, and 1.7% are unknown.  

Who We Want
The successful candidate will be an equity-minded individual committed to collaborating 
with faculty, classified staff, administration, students and community partners who are 
also committed to closing equity gaps. 

Deliberate Focus
Think of the most successful class you have taught.  What were the key factors in 
creating that success for racially-minoritized and other underserved disproportionately 
disadvantaged students?

https://www.smccd.edu/strategicplanning/SMCCCD%20Strategic%20Plan%20Brochure.pdf


Job 
Announcement

Desirable Qualifications 
Studies have shown that women and people of color are less likely to apply for jobs 
unless they believe they meet every one of the qualifications as described in a job 
description.  MiraCosta College is most interested in finding the best candidate for the 
job to support our diverse student population.  We encourage you to apply, even if you 
don’t believe you meet every one of the desirable qualifications described below.  

Applicant Diversity Question
MiraCosta College is an Equal Opportunity Employer with a commitment to diversity. We 
strive to be a model for equity and inclusion, effectively supporting students and employees 
from diverse socioeconomic and cultural backgrounds who possess a range of abilities, 
academic preparation, and life experiences. Please reflect on two or three examples of how 
you have or would create, modify, and/or perform one or more of the following to meet the 
needs of a diverse student population:
o Curricula;
o Learning activities;
o Teaching/counseling practices;
o Library reference services or collection development;
o Literary efforts (e.g., original scholarly works); and/or
o Budgetary and/or planning processes. 



Sample 
Supplemental 
Question

 “The department currently has identified the greatest equity and 
success gaps in the CS111 Intro to CS I: Java course.  The overall 
course success rate was 50% in Fall 2017, 47% in Spring 2018.  
Additionally, the overall success of Hispanics and Black/African 
American is at 50% and 47%, respectively, compared to 68% 
White and 71% Asian.  And although female students tend to have 
a higher success rate than male students (61% vs 45% respectively 
in Fall 2017), they only represent 27% of the students in the course 
across multiple sections.  How would you approach investigating 
reasons and best approaches to address some of these gaps?”

MiraCosta College Computer Science Job Announcement



Table Talk:

Is equity visibly valued in the job 
announcement? Would an applicant of 
color want to apply at your college?

If not, where/how can you embed 
equity-mindedness into the job 
announcement?



Faculty 
Diversity 
Internship 
Program







Hiring



Hiring 
Committee 
Training

MiraCosta College requires all faculty hiring committees 
to attend a full day training session each year before the 
start of the faculty recruitment process:  
• Administrators are required to attend.
• Classified  hiring committees are strongly encouraged 

to attend.
• HR recruitment staff and administrative team are 

required to attend.

Fall: Training focused on equity mindedness in job 
announcements

Spring: Hiring Committee training with focus on equity



Implicit Bias 
Training

What kind of Asian are you?

https://www.youtube.com/watch?v=DWynJkN5HbQ




Onboarding

Center for Transformative Teaching and Learning

 New Faculty Academy

 Equity Training Series

 Equity Academy

 Mentor Coaches

 VPI Connect



CIO and the 
Interview 
Process

Understand your president’s interests before the 
interview.

Make your president aware of sensitive issues BEFORE 
the interview.

Don’t underestimate your own experience and expertise 
in contributing to the interview process. 

Connect with your dean/department chair beforehand to 
understand needs of department.

Be sure to include questions related to cultural 
competence in the final interviews.



Table Talk What lessons have your learned that inform your 
approach to the faculty interview process?



Evaluation and Tenure 



Nuts and Bolts 
of the Tenure 
and Evaluation 
Process

Disclaimer:  The information on the 
following slides is not intended to be legal 
advice.  For questions about a specific 
situation, please consult with your district’s 
legal counsel.



Evaluations

Basics:
 Timing (Ed. Code § 87663)
 Probationary (contract) employees must be evaluated at least 

once in each academic year. 
 Regular (tenured) employees must be evaluated at least once in 

every three academic years. 

Requirements:
 Conducted in accordance with district standards and procedures
 Peer review process
 Process must reflect the diversity of California and be sensitive 

to equal opportunity concerns
 Student evaluation (to the extent practicable)
 Clear, fair, equitable evaluation procedures, defined through 

collective bargaining process.



Decisions for 
Continued 
Employment

 Before making a decision regarding the continued 
employment of a contract employee, the following 
requirements must be satisfied:

1) Employee has been evaluated in accordance with 
district standards and procedures;

2) Governing board has received all statements of 
evaluation upon which the decision is based;

3) Governing board has received recommendations 
from the district superintendent and president of 
the college; and

4) Governing board considers the statement of 
evaluation and recommendations at a properly 
noticed, lawful meeting of the board. 

(Ed. Code § 87607)



Options: 
First and 
Second 
Contracts

• Three options at end of first contract year: (Ed. Code § 87608)
1)  Not enter into a contract for the following academic year;
2)  Enter into a contract for the following academic year; OR
3)  Employ the contract employee as a regular (tenured) employee 
for all subsequent years.

• Three options at end of second contract year: (Ed. Code § 87608.5)
1)  Not enter into a contract for the following academic year;
2)  Enter into a contract for the following TWO academic years; OR
3)  Employ the contract employee as a regular (tenured) employee 
for all subsequent years.

• Subject to limited judicial review (Ed. Code §§ 87610.1 and 87611)
• No challenge to the merits of the decision. 
• Grounds are that the district violated, misinterpreted or misapplied 

policies and procedures concerning evaluation of the employee. 



Options: 
Third 
Contract

 If a probationary employee is working under their third consecutive 
contract, the governing board has only two options: (Ed. Code § 87609)

1) Employ the contract employee as a regular (tenured) employee 
for all subsequent years, OR

2) Not employ the contract employee as a tenured faculty member.

 If the decision is to deny tenure, the probationary employee may challenge 
the merits of the decision. 
 That the decision to deny tenure to a reasonable person was 

unreasonable
 That the district violated, misinterpreted or misapplied policies and 

procedures concerning evaluation of the employee. 



Proper 
Notice: 
March 15

 The governing board must give probationary employee written notice of 
its decision and the reasons therefore on or before March 15 of academic 
year of existing contract.  

 For the third year contract, the notice must be given during the last academic 
year of the contract (4th year).  

 Notice must be sent by registered or certified mail to most recent address 
on file with the district.

 Failure to give notice as required is deemed an extension of the existing 
contract.  

 Failure to give notice to an employee in their third consecutive contract 
shall be deemed a decision to employee them as a regular, tenured faculty 
member for all subsequent years.  

 Arbitrator cannot grant tenure UNLESS the district failed to give a proper 
notice on or before March 15.



Practical 
Advice

 Make sure your tenure review process provides enough 
time to comply with the March 15 notice requirements
 Keep your superintendent / president in the loop if there 

are concerns about a probationary employee
 Make sure that HR/labor relations is included in the 

discussion
 Make sure there is a properly noticed board meeting 

before March 15



Retention



Retention



Pair & Share
Vision Statement and One Strategy



Closing Reflections
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