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Standard III: Resources 

The institution effectively uses its human, physical, technology, and financial resources to 
achieve its mission and to improve academic quality and institutional effectiveness. Accredited 
colleges in multi-college systems may be organized so that the responsibility for resources, 
allocation of resources, and planning rests with the district/system. In such cases, the 
district/system is responsible for meeting the Standards, and an evaluation of its performance is 
reflected in the accredited status of the institution(s). 

Standard III.A. Human Resources 

Standard III.A.1.  
The institution assures the integrity and quality of its programs and services by employing 
administrators, faculty and staff who are qualified by appropriate education, training, and 
experience to provide and support these programs and services. Criteria, qualifications, and 
procedures for selection of personnel are clearly and publicly stated and address the needs of 
the institution in serving its student population. Job descriptions are directly related to 
institutional mission and goals and accurately reflect position duties, responsibilities, and 
authority. 

Evidence of Meeting the Standard: 

Qualification and procedures for all positions 
• Minimum qualifications are established in the District Office of Human Resources for all

academic positions (ST3A-8, p.1), administrators (ST3A-10, p.5), faculty (ST3A-6, p.2; 
ST3A-11, p.2), and classified staff (ST3A-14) 

• The LACCD Personnel Commission supports the College by advertising classified
positions, ensuring candidates meet minimum qualifications, and assigning salaries 
(ST3A-5a) 

• The College has a clearly defined local process for prioritizing and hiring probationary
faculty and classified staff (ST1A-14, p.26; ST3A-1; ST3A-2) 

• The District has a clearly defined process for hiring tenure track faculty (ST3A-6, p.2)
• The District has a clearly defined process for hiring non-classroom instructors (ST3A-7)
• The District has a process to review equivalencies of degrees from non-United States

institutions (ST3A-8, p.2)
• The District has a clearly defined process for hiring classified staff (ST3A-9a; ST3A-9b)
• The District has a clearly defined process for hiring certificated administrators (ST3A-10)

Analysis and Evaluation: 

Hiring criteria. Through its clearly defined hiring procedures, the College ensures that 
administrators, faculty and staff are qualified to provide and support its programs and services. 
Safeguards are in place to ensure consistent application of written hiring policies and procedures. 
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Equal employment opportunity officers, along with the Personnel Commission, District Human 
Resources, and District and College administration ensure the correct hiring procedures are 
followed.  

Qualification and procedures for all positions. The College follows District processes for 
processing, hiring, and evaluating all employees. All job classifications and job descriptions are 
approved at the District. Minimum qualifications are established in the District Office of Human 
Resources, which align with California Education Code (ST3A-11, p.2; ST3A-10, p.5; ST3A-6, 
p.2; ST3A-14). The District Personnel Commission supports the College by advertising
classified positions, ensuring candidates meet minimum qualifications, and assigning salaries. 
The Commission also has strict guidelines for hiring and establishing the duties of unclassified 
employees. In addition, the District and the College have clearly defined processes for hiring 
administrators and faculty including probationary and permanent classroom and non-classroom 
faculty and temporary or adjunct faculty (ST1A-14, p.26; ST3A-1; ST3A-2, ST3A-6). 

Probationary faculty. Requests for probationary faculty occur annually in program review 
through the resource request process, and these requests are prioritized by the Hiring 
Prioritization Committee (HPC) and sent to the College president as a formal recommendation 
from the Academic Senate (ST3A-1). The Probationary Faculty Prioritization Policy ensures that 
probationary faculty prioritization is based on fulfilling the College’s mission, goals, and 
priorities set by the ESMP. The policy was established by mutual agreement between the 
Academic Senate and College president and is in consonance with the faculty collective 
bargaining agreement. The process includes an analysis of data, including enrollments, 
FTES/FTEF ratio, program completion rates, and staffing needs based on the size of the 
department (ST3A-1c). Once the Senate forwards the prioritized list to the president, if the 
president decides to make changes to the list, then the president must provide the rationale for 
the changes along with the final approved list. Outcomes are documented through minutes and 
through the approval of the final hiring prioritization list (ST3A-1b, p.5). 

Once the College president finalizes and approves the priority and number of positions to be 
hired, the tenure track hiring process follows District policy (ST3A-6, pp.3-6). Each selection 
committee consists of at least three members—a majority of whom must be in the discipline of 
the position to be hired—and one administrator. The committee also includes a non-voting Equal 
Employment Opportunity (EEO) officer who monitors all committee meetings, the interviewee 
selection process, and interviews. The EEO and administration ensure the process follows fair 
employment practices and conforms to policy. The committee assures that the desired 
qualifications for the position are closely matched to programmatic needs. Selection committees 
engage in dialogue to create job descriptions guided by state-approved minimum qualifications 
and stated college goals and priorities. Once developed, the job descriptions are submitted to the 
College president and District Human Resources for approval and posting. Once the advertised 
position is closed, the selection committee chooses the applicants to be interviewed. When the 
initial interview process is complete, the selection committee forwards at least three unranked 
candidates to the president for final interviews. After references are checked and final interviews 
are conducted, the president makes the final selection.  
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Probationary faculty undergo a rigorous tenure review process. A committee of peers oversees 
the evaluative process, ensuring the faculty member has and maintains the appropriate 
professional qualities, is current in the discipline, follows course outlines, and performs the 
professional duties listed in the faculty contract. These professional responsibilities include such 
things as participating in the SLO assessment cycle, participating in college governance and 
decision making processes, and seeking ways through professional growth to enhance 
competency as a member of the college community (ST1C-34, pp.189-192). 

Adjunct faculty. Adjunct faculty are selected using state-approved minimum qualifications. 
Typically, the department chair interviews the candidate, although other faculty members (or the 
dean) may be involved as well. Upon selection, the candidate is referred to LACC Human 
Resources to complete a hiring packet, which includes an Adjunct Selection Form that allows for 
verification of minimum qualifications (ST3A-20). After reviewing official transcripts, the 
Adjunct Selection Form is signed by the department chair, the dean, and the vice president of 
Academic Affairs. Once Human Resources has cleared the candidate for hire, the vice president 
of Academic Affairs provides final approval. Generally, the vice president accepts the 
recommendation of the department chair and area dean. If the candidate is requesting 
“equivalency” as an exception to meeting stated minimum qualifications for a discipline, a 
District discipline committee reviews the candidate’s qualifications and makes a formal 
recommendation to the District Academic Senate as to whether to approve the applicant’s 
equivalency for minimum qualifications (ST3A-11, p.3). 

Faculty involvement in hiring faculty. Except for the final decision, faculty are involved in all 
steps of the probationary faculty hiring process. The HPC is comprised of six faculty members 
and three administrators for a total of nine voting members (ST3A-1, p.1). In addition, faculty 
comprise the majority of voting members on selection committees (ST3A-6, p.3). Usually, the 
department chair reviews applicants for adjunct positions and makes a recommendation to 
administration (ST3A-20). Upon receiving recommendations from the faculty, the appropriate 
administrator makes the final decision, subject to District clearance. New department chairs 
receive support via the orientation processes for hiring from administrators, other department 
chairs, and the Academic Senate, which has developed other supporting materials (ST4A-32; 
ST3A-18a; ST3A-18b). 

The College regularly hires probationary and adjunct faculty members: 

FY Probationary Adjunct 
2011-12 2 45 
2012-13 8 24 
2013-14 10 67 
2014-15 2 39 
2015-16 21 18 
Totals 43 193 

Classified staff. Hiring of classified staff follows District processes. The District Personnel 
Commission establishes minimum qualifications and job descriptions. Any reclassification of 
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positions may be requested by the College but is subject to Personnel Commission approval. In 
this way, the District and College assure that the qualifications for the position are closely 
matched to programmatic needs (ST3A-17). Requests for classified staff frequently occur 
through the program review resource request process and are sent to the College president as a 
formal request. Resource requests must align with unit planning objectives in support of the 
ESMP. The Classified Staff Prioritization Policy, which will go into effect for the 2016-17 hiring 
cycle, will document how staff prioritization is based on campus need and in concert with 
College strategic goals and priorities (ST3A-2). The District Personnel Commission advertises 
classified staff positions and verifies the qualifications of newly hired staff. When the college 
desires to hire a classified employee the College contacts the Personnel Commission to ascertain 
if there is an established list for the position. If one exists, the College must interview and make 
its choice from the top three ranks on the list. If a list with at least three names on it does not 
exist, the College may hire a provisional person until a new list is established. Lists are 
established by the Personnel Commission through written and oral examinations. In addition, a 
person serving provisionally in the position may sit for the exam and, if placed in the top three 
ranks, may be considered for the permanent position providing that at least three potential 
candidates are interviewed. 

Classified administrators. District Human Resources advertises certificated administrator 
positions through the District website and CCC Registry. The Personnel Commission governs 
the hiring of classified administrators (unrepresented) (ST3A-5b). The Personnel Commission 
develops job descriptions and advertises classified administrator positions. When a supervisory 
position is requested, the District follows a process to ensure that the position is appropriate for 
the classification. Qualifications of classified administrators are verified by the Personnel 
Commission to ensure minimum qualifications are met. 

Academic/Certificated administrators. The decision to replace or hire a new academic 
administrator ultimately lies with the president. However, in making the decision, the president 
typically consults with other senior staff, faculty leaders, and occasionally college planning 
committees that forward plans such as, grants, the Equity Plan, or SSSP Plan that sometimes 
include the hiring of a new administrator. Once the College president approves to hire or replace 
an administrator, the process enters the next phase. The academic administrator hiring process is 
governed by policy (ST3A-10). Selection committees are made up of at least two faculty 
members (one appointed by the Academic Senate president and one appointed by the local 
faculty AFT Chapter president), one AFT Classified 1521A member (appointed by the local 
Chapter chair), one administrator from another LACCD college or the District Office, and at 
least three LACC administrators who are selected by the appropriate vice president and are 
subject to the president’s approval. Policy stipulates the majority of the committee must be 
administrators (ST3A-10, p.3). The committee also includes a non-voting Equal Employment 
Opportunity (EEO) officer who monitors all committee meetings, the interviewee selection 
process, and interviews. The EEO, along with the administration, ensures that the process 
follows fair employment practices and conforms to the HR guide. The committee assures that the 
desired qualifications for the position are closely matched to college priorities and the ESMP. In 
addition, selection committees engage in dialogue to create job descriptions guided by state-
approved minimum qualifications and stated college goals and priorities. Once developed, the 
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job descriptions are submitted to the College president and District Human Resources for 
approval and posting. Once the advertised position is closed, the selection committee chooses 
from among the applicants those to be interviewed. When the initial interview process is 
complete, the selection committee forwards at least three unranked candidates to the president 
for final interviews. After references are checked and final interviews are conducted, the 
president makes the final selection.  

Equivalency. The District has a process to review equivalencies of degrees from non-United 
States institutions (ST3A-8, p.2). All applicants must meet the minimum qualifications for the 
instructional discipline or other academic field as specified in Minimum Qualifications for 
Faculty and Administrators in California Community Colleges published by the Board of 
Governors of the California Community Colleges. Applicant postsecondary foreign transcripts 
are evaluated by any of the agencies approved by the California Commission of Teaching 
Credentialing. 

Advertising. The District Human Resources office advertises all probationary faculty, staff, and 
administrator positions online (ST3A-36). Probationary positions are also advertised through 
external job postings as selected by the departmental committee. Adjunct faculty openings are 
generally advertised directly by the department. 

Distance Education. Although the College may include DE experience as a desired qualification 
for faculty hiring, the College does not specifically hire faculty to teach DE classes. All 
probationary and adjunct faculty are approved through the standard processes; and, once 
approved, they must adhere to the policies for approving faculty teaching DE classes. DE faculty 
members are required to complete Etudes training, and classes in pedagogy, and develop a 
sample shell, at which point they are approved by the DE Committee to teach DE classes (ST1B-
55, p.7).  

Standard III.A.2.  
Faculty qualifications include knowledge of the subject matter and requisite skills for the service 
to be performed. Factors of qualification include appropriate degrees, professional experience, 
discipline expertise, level of assignment, teaching skills, scholarly activities, and potential to 
contribute to the mission of the institution. Faculty job descriptions include development and 
review of curriculum as well as assessment of learning. 

Evidence of Meeting the Standard: 

Qualifications 
• All probationary faculty job postings include the title and level of assignment, job

description, minimum qualifications, eligibility, duties and responsibilities, desired 
qualifications, salary and benefits, and the application and evaluation process (ST3A-18b, 
pp.6-12) 

• The College follows District policy for hiring, including District policy governing the
selection committee, the recruitment of candidates, the application evaluation, interviews, 
and the recommendation to the College president (ST3A-6, p.2) 
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Analysis and Evaluation: 

Hiring of probationary faculty. The probationary faculty hiring process ensures that faculty 
have the appropriate degrees and professional experience. Required degrees are set in the job 
description minimum and desired qualifications and are proven through a review of transcripts 
by the District. Professional experience, discipline expertise, and potential to contribute to the 
College mission are listed in resumes and discussed during the interviews. Questions asked 
during the interviews are determined by the members of the committee (ST3A-6, p.3). Interviews 
traditionally include a teaching demonstration; a writing sample; and a pedagogy portfolio, 
including sample syllabi, assessments, and lesson plans. Scholarly activities are traditionally 
considered as a desired qualification, even though the College is not a research institution.  

District Human Resources has a list of minimum requirements that need to be included in all job 
descriptions; the requirements include curriculum review and development and SLO 
assessments. All posted faculty job descriptions for new hires are posted on the District website. 
Job descriptions list curriculum review and learning outcomes assessments as part of the duties 
and responsibilities (ST3A-18b, pp.6-12). The AFT Contract lists as required duties that a faculty 
member must keep current in one’s discipline and participate in the SLO assessment cycle. 
Additionally, it is a professional responsibility of faculty to participate in the collective work of 
the department as applicable, including updates and revisions of course outlines, curriculum 
development, advisory committees, program transfer and completion information, and program 
review (ST1C-34, p.278). 

Department chairs and deans (for adjunct faculty) and hiring committees and District HR (for 
full-time faculty) review faculty transcripts for minimum qualifications for degrees and 
professional experience. The vice president of Academic Affairs also reviews faculty applicant 
transcripts for verification that the applicants meet the minimum qualifications as established by 
the California Community College Chancellor’s Office. Faculty must provide evidence that they 
keep current in the discipline, fulfill professional development obligations, participate on 
committees, and engage in SLO assessments; these duties are assessed through tenure review and 
comprehensive and basic evaluations. As part of comprehensive and basic evaluations, teaching 
skills are assessed through required classroom observations and student evaluations (ST1C-34, 
pp.70, 159). In addition, faculty are required to contribute to the vibrant life of the College and 
engage in activities that promote a quality education and student success (ST1C-34, p.278). 

Hiring of adjunct faculty. The department chair (sometimes the area dean) and occasionally 
additional faculty members interview the prospective hire, review resumes, and typically ask for 
pedagogy portfolios including sample syllabi, assessments, and lesson plans. Required degrees 
are proven through a review of transcripts by the department chair, dean, and vice president 
(ST3A-20). Official transcripts are reviewed and approved by the District. Adjunct faculty 
undergo a basic evaluation before the end of their second semester of employment and at least 
once every six semesters of employment thereafter (ST1C-34, p.69). 

Distance Education. Faculty teaching DE are subject to the same evaluation process as in the 
traditional classroom. The DE Committee has established a process for evaluating whether 
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faculty members are qualified to teach DE classes. After the instructor completes Etudes 
training, completes classes in pedagogy, and develops a sample shell, the DE Committee uses a 
rubric to evaluate how well the faculty member has designed the online class (ST1B-55, pp.21-
28). Members of the DE Committee review courses following the rubric, provide suggestions for 
changes, and recommend approval of the course design. Approved DE shells are documented in 
meeting agendas. The College does not specifically hire faculty to teach only DE classes. 

Standard III.A.3.  
Administrators and other employees responsible for educational programs and services possess 
qualifications necessary to perform duties required to sustain institutional effectiveness and 
academic quality.  

Evidence of Meeting the Standard: 

Qualifications 
• All academic administrator job postings include the name of the specific academic

position being announced; description of the position being filled; entrance qualifications, 
including minimum qualifications and desirable qualifications; general duties of the 
position; and application procedures. The College follows District policy for hiring, 
including District policy governing the selection committee, the recruitment of 
candidates, the application evaluation, interviews, and the recommendation to the College 
president (ST3A-10). 

Analysis and Evaluation: 

Hiring of academic administrators. The academic hiring process ensures that administrators 
have the appropriate degrees and professional experience. Required degrees are set in the job 
description minimum and desired qualifications and are verified through a review of transcripts 
by the District. Professional and administrative experience and the potential to contribute to the 
College mission are generally listed in resumes and discussed during the interview process. 
Questions, presentations, and writing prompts are determined by the members of the selection 
committee as explained in the HR guide for hiring academic administrators (ST3A-10). In 
addition to several questions from the committee, interviews may also include prepared 
presentations on prompts created by the selection committee and shared with the interviewees 
prior to the interview. Writing samples are also a part of the interview process. Typically, an 
interviewee arrives 30-45 minutes ahead of the interview and is given a time to demonstrate 
written communication skills. Copies of the writing assignments are shared with the committee 
and used as a factor in developing a list of finalists. 

District Human Resources has a list of minimum requirements that need to be included in all job 
descriptions, including a master’s degree from a regionally accredited institution and at least one 
year of formal training in administrative duties generally related to the assignment. All posted 
administrative job descriptions for new hires are posted on the District website as well as the 
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California Community College Registry. In addition to listing the minimum qualifications, job 
descriptions list the required duties of the position and also list the desired qualifications. 

Standard III.A.4.  
Required degrees held by faculty, administrators, and other employees are from institutions 
accredited by recognized U.S. accrediting agencies. Degrees from non-U.S. institutions are 
recognized only if equivalence has been established. 

Evidence of Meeting the Standard: 

• The College follows minimum qualifications for positions that require a master’s degree
(ST3A-3, pp.43-49)

• All academic faculty and academic administrators must hold degrees and credits from a
postsecondary institution accredited by the American Council of Education (ST3A-8, p.1;
ST3A-10, p.5)

• All job descriptions indicate that required degree must be from a recognized college or
university (ST3A-66)

Analysis and Evaluation: 

Verification of degrees. One hundred percent of faculty, administrators, and other employees 
required to have a degree possess their degrees from institutions accredited by recognized U.S. 
accrediting agencies. College processes ensure that degrees are verified and that degrees from 
non-U.S. institutions are granted equivalency from District approved established agencies. 

Qualifications of probationary faculty applicants are verified informally by the hiring committee 
and formally by the District Human Resources office. Adjunct faculty submit official transcripts 
evaluated first by the department chair, second by the area dean, and third by the vice president 
of Academic Affairs. Each sign off on the appropriate form confirming they have reviewed the 
official transcripts and work experience information and are satisfied that the candidate meets the 
minimum qualifications for employment. Once the vice president has signed and approved the 
verification of degree form, the document is sent to the Personnel Office who forwards it to 
District HR which makes the final determination that minimum qualifications are met and the 
faculty member is qualified to teach in the qualifying subject area (ST3A-20). Faculty applicants 
requesting provisional equivalency do so through a District provisional equivalency committee 
who forwards its recommendations to grant or not to grant equivalency to the District Academic 
Senate for final approval (ST3A-21). 

Equivalency. The District has a process to review equivalencies of degrees from non-United 
States institutions (ST3A-8, pp.1-2; See Standard III.A.1). 

Employees are highly qualified. College hiring processes yield highly qualified employees, as 
exemplified by the high percentage of new hires who pass their probationary period and get 
tenure. The hiring process and ensuing probationary evaluations are thorough and reveal whether 
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new hires are highly qualified and possess the appropriate skills required for the position. For a 
description of evaluations, see Standard III.A.5. 

Distance Education. The DE Committee has established a process for evaluating whether 
faculty members are qualified to teach DE classes, and DE faculty undergo formal evaluations in 
the same way as traditional faculty. See Standards III.A.1 and III.A.5. 

Standard III.A.5.  
The institution assures the effectiveness of its human resources by evaluating all personnel 
systematically and at stated intervals. The institution establishes written criteria for evaluating 
all personnel, including performance of assigned duties and participation in institutional 
responsibilities and other activities appropriate to their expertise. Evaluation processes seek to 
assess effectiveness of personnel and encourage improvement. Actions taken following 
evaluations are formal, timely, and documented. 

Evidence of Meeting the Standard: 

Faculty 
• Criteria for evaluating faculty, including timeline and method, are stated in the AFT

Faculty Contract (ST1C-34, pp.180-220) 

Staff (Clerical, Managers, Supervisors) 
• The District Personnel Commission and the six unions develop collective bargaining

agreements that define the timeline and method for evaluating classified staff (ST3A-22) 
• The District has a clearly defined policy and process for performance evaluations for

probationary and permanent classified employees (ST3A-23) 

Administrators 
• The timeline and method of evaluations of certificated deans are defined by contract

(ST3A-74, pp.8-9) 
• Evaluations of classified administrators (unrepresented academic administrators) are

defined in Board Rule (ST3A-25, p.3) 
• Evaluations of certificated vice presidents and the college president are defined in District

policies and forms (ST3A-15a; ST3A-15b) 

Analysis and Evaluation 

Evaluations of all employees are formally documented, include performance standards and 
ratings, can result in improvement plans as needed, and are intended to lead to improvement of 
job performance (ST3A-24). Each evaluation form measures the effectiveness of personnel in 
performing their duties. Upon completion of an evaluation, the employee is given a copy of the 
evaluation including comments, recommendations, and improvement plans as appropriate. If 
there is an improvement plan, the employee is given a timeline for completion of the plan. If 
there is no improvement, the College will utilize the progressive discipline process that may lead 
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to dismissal and termination (ST3A-4, pp.5-6). In this way, the College connects the personnel 
evaluation to institutional effectiveness and improvement. All LACCD employee evaluations are 
stored in the District Human Resources office. A majority of employees agree that that policies 
and procedures for evaluating employees are strictly followed (ST1A-19, #12d). 

Faculty. Faculty duties, obligations, and activities are stated in the AFT Faculty Contract (ST1C-
34, p.278). Tenured faculty members are evaluated every three years, alternating a 
comprehensive and basic evaluation. Under certain circumstances, the administration can call for 
an evaluation as well. Adjunct faculty are evaluated by the end of their second semester and at 
least once every three years thereafter. Upon completion of an evaluation, the faculty member is 
given a copy of the evaluation—including comments, recommendations, and improvement plans, 
as appropriate—and faculty professional growth goals and plans (p.190).  

Staff (Clerical, Managers, and Supervisors). After the probationary period, classified staff are 
evaluated every year by their immediate supervisor. The District Personnel Commission provides 
the schedule for evaluating probationary staff and develops the components of the evaluation. 
Classified employees are evaluated annually by their birthday. Twice during the probationary 
period and annually afterwards, the supervisor conducts the evaluation and submits it 
electronically to the Personnel Commission. If necessary, the supervisor will provide a work 
improvement plan. Outcomes of the evaluation may also include a consideration by the 
Personnel Commission of whether the duties of the employee are appropriate for the job 
classification. Unclassified staff, such as community services instructors and student workers, are 
“at will” temporary assignments and evaluated informally by their immediate supervisor, who 
can provide suggestions for improvement. 

Academic (certificated) administrators. At LACC, academic administrators include the 
president, the vice president of Academic Affairs, the vice president of Student Services, and all 
deans. The College president and certificated vice presidents have annual, basic evaluations with 
a comprehensive evaluation occurring at least every three years—or more often, if requested. 
Deans are evaluated by their anniversary hire date by their immediate supervisor. The evaluation 
includes the development of performance goals and objectives. In addition, a job duty statement 
and annual goals, developed by the supervisor with input from the employee, are used as the 
basis for annual evaluations. An official form is used for the performance evaluation that 
determines whether the employee is satisfactorily performing required duties. Evaluations with 
an overall “needs to improve” or “unsatisfactory” result must include specific recommendations 
for improvement and provisions for assisting the president or vice president in implementing the 
recommendations made.  

Classified administrators. Employees are evaluated annually by their immediate supervisor via 
an official performance evaluation that determines whether the employee is satisfactorily 
performing required duties. At LACC, these employees include the vice president of 
Administrative Services, the associate vice president of Administrative Services, the director of 
Facilities, the IT manager, the Bookstore manager, and the Teaching Learning Center 
coordinator. 
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Distance Education. Faculty members teaching DE classes are evaluated in the same way as 
traditional classroom faculty, resulting in the identification of areas for improvement, as 
appropriate. Evaluators have access to the DE online classroom to make evaluative 
determinations, just as is done in a visit to a face-to-face classroom. Student evaluations of DE 
instructors include specific questions related to the DE modality (ST1C-34, p.216-17). The 
aggregate of the information collected in both the DE and traditional classroom are used by 
evaluators to make final conclusions, commendations, and recommendations for improvement to 
the faculty member. 

Standard III.A.6.  
The evaluation of faculty, academic administrators, and other personnel directly responsible for 
student learning includes, as a component of that evaluation, consideration of how these 
employees use the results of the assessment of learning outcomes to improve teaching and 
learning. 

Evidence of Meeting the Standard: 

Faculty 
• Faculty evaluation includes an assessment of whether the faculty member participates in

the student learning outcomes assessment cycle (ST1C-34, p.189, #9) 
• The AFT’s clarification of the meaning of “participates in the SLO assessment cycle”

states that “all instructors shall conduct SLO assessment in their assigned classes and use 
the results to make appropriate changes in instruction to improve student learning” 
(ST1C-34, p.261) 

Academic administrators 
• Academic deans write a job duty statement annually, including a reflection on their

annual goals. Goals traditionally include SLO objectives to ensure compliance (ST3A-
26). 

• Academic/certificated presidents’ and vice presidents’ annual goals typically include
work on assisting the College to meet its mission and goals including student and/or 
service learning outcomes (ST3A-15a; ST3A-15b) 

Analysis and Evaluation: 

Faculty (individually and collectively) engage in the assessment of how well students are 
learning in their courses and programs. The College documents faculty participation in the SLO 
assessment cycle (ST1B-31a; ST1B-31b; ST1B-33; ST1B-34; also see Standard I.B.2). Full-time 
faculty members are required to write SLOs and establish assessment tools and rubrics. All 
faculty must include the officially approved course SLOs on course syllabi, conduct SLO 
assessments in their assigned classes and use the results to make appropriate changes in 
instruction to improve student learning. The faculty member is required to provide evidence of 
changes in instruction and improvement in student learning through data and the results of 
assessments and modifications (ST1C-34, p.261, #3). 
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Academic administrators are asked in their annual evaluation to reflect on how well the College 
is meeting its ESMP, including student success and whether learning outcomes assessment is 
ongoing, systematic, and used to continuously improve student learning. Administration 
provides guidance and support by providing faculty with professional development activities 
designed to assist them in implementing interventions that will result in improving teaching 
and learning (ST1A-2, objectives 2.1.7, 2.1.8, 2.1.9). 

The SLO coordinator reports to the dean of Special Programs. The dean of Special Programs, the 
Staff Development coordinator, and the vice presidents of Academic Affairs and Student 
Services work closely together to coordinate and facilitate the sustainability of the SLO process 
to improve teaching and learning. 

Deans and the vice presidents of Academic Affairs and Student Services validate the results of 
comprehensive and annual program review, which include a review of unit action plans coming 
from SLO assessments. This includes feedback to the unit on ways in which teaching and 
learning can be improved (ST2A-10, p.25). 

Distance Education. Faculty teaching DE courses are assessed in the same way as traditional 
courses, including discussions about how well students are learning in courses, and review of 
data indicating how well students met the criteria that measures their learning. Student learning 
outcomes measures are the same for DE and traditional classes. 

Standard III.A.7.  
The institution maintains a sufficient number of qualified faculty, which includes full time faculty 
and may include part time and adjunct faculty, to assure the fulfillment of faculty responsibilities 
essential to the quality of educational programs and services to achieve institutional mission and 
purposes. 

Evidence of Meeting the Standard: 

Appropriate levels of faculty to support each program and service 
• The College assesses the quality of its educational programs and services through

program review (ST1A-14, pp.17, 20-22, 39-40) 
• The College meets its Faculty Obligation Number (FON) as set by the District (ST3A-73;

ST3A-27) 
• The College has a formal process for prioritizing faculty hiring requests, which is tied to

program review and supports the ESMP (ST3A-1) 
• Adjunct faculty are assigned classes based on seniority order (ST1C-34, pp.50-56)

Analysis and Evaluation: 

Processes for determining appropriate staffing levels. The College hires an appropriate level 
of faculty to teach the classes needed for enrolled students to complete programs, degrees, and 
certificates. The vice chancellor of Human Resources works in consultation with the College 
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III.A.1
The institution assures the integrity and quality of its programs and services by employing 

administrators, faculty and staff who are qualified by appropriate education, training, and 

experience to provide and support these programs and services. Criteria, qualifications, 

and procedures for selection of personnel are clearly and publicly stated and address the 

needs of the institution in serving its student population. Job descriptions are directly 

related to institutional mission and goals and accurately reflect position duties, 

responsibilities, and authority.  

Evidence 

Hiring policies and processes for administrators, full-time and adjunct faculty, and classified staff 

are developed, defined, established, and consistently practiced. The policies work as a guide to 

ensure integrity, fairness, and consistency in the hiring processes. The processes are in place to 

ensure the College hires the most qualified applicants who meet the instructional or service needs 

of the institution.  

There are two hiring systems in the district: one for certificated and one for classified.  The 

District Human Resource Office684 plans and reviews the Faculty Obligation Number-FON with 

the colleges for faculty hires.685 The Academic Senate Hiring Prioritization Committee (HPC) 

ranks replacement and growth hiring requests via a template that evaluates needs identified in the 

Annual Update Plan. Secondly, the District Personnel Commission686 oversees the classified 

hiring, which is a merit system of testing, ranking, career ladder and transfer opportunities. The 

College has hired 70 faculty and staff to meet the instructional and service needs of the institution 

and keep pace with seven percent growth in the student population since 2013.687  

Administrators and Faculty 

East Los Angeles College follows the state minimum qualifications criteria set by the California 

Community Colleges Board of Governors for its certificated administrative and faculty hiring.688 

The College also has its own set of qualifications that meet the needs of specific service areas. 

The minimum requirement for administrators includes the completion of a Master’s degree and 

one full year of administrative or managerial experience. Faculty members must meet the 

California State minimum qualifications for their discipline. Additional discipline-specific 

requirements, if applicable, are defined by the District Discipline Committees representing each 

discipline taught in the district. These discipline committees are composed of representatives 

from all nine colleges within the LACCD. All additional qualification requirements are vetted 

with and agreed upon by the nine college representatives on the committee.689  

Replacement and growth requests for full-time faculty are made through each unit’s Program 

Review Self-Evaluation (PRSE) and Annual Update Plan (AUP).690 The HPC, which consists of 

faculty and administrators, meets annually during the fall semester to evaluate the requests 

Doc/StandardIII/District%20Human%20Resources.pdf
Doc/StandardIII/A/692_FONLACCD2016.pdf
Doc/StandardIII/District%20Personnel%20Commission.pdf
Doc/StandardIII/A/694%20Hiring%20list%20letter%20from%20MMartinez.pdf
http://californiacommunitycolleges.cccco.edu/Portals/0/FlipBooks/2014_MQHandbook/#/0
Doc/StandardIII/A/696_DeanSGAnnouncement.pdf
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submitted by all departments.  The evaluation is based on quantitative data representing student 

demand for departmental offerings and qualitative justifications presented by the department 

chair in the original written request as well as in a face-to-face meeting with the HPC. The HPC 

ranks the positions requested, groups them into two groups (replacement and growth), and 

submits the list to the Academic Senate with attached brief explanations regarding the priority 

placement. The Academic Senate reviews and discusses the hiring priority list. The HPC co-

chairs are urged to be present during the Senate review meeting. A Senate-approved list is then 

forwarded to the college president.691 The president reviews the list to determine which faculty 

positions to fill and notifies the Academic Senate president (with a copy to the HPC co-chairs, 

AFT president, and participating department chairs) of this decision prior to the week of final 

exams. If the president deviates from the Senate’s recommended prioritization, he or she 

provides an explanation in writing to the Academic Senate president. These policies and 

procedures can be found in the East Los Angeles College Faculty Hiring Policies and 

Procedures.692 Adjunct faculty hiring does not require a committee. Adjunct hiring is at the 

discretion of the department chair based on department needs to meet student demand beyond the 

courses taught by full-time faculty.  

Faculty and Administrator selection processes follows the policy set forth by the East Los Angeles 

College Academic Senate, which mirrors similar Policy and Procedures693 required by the Los 

Angeles Community College District. All required application materials are screened for State 

Minimum Qualifications.694 All finalists for faculty and administrator positions must submit 

official sealed transcripts at the final interview. All applicable Verification of Experience (VOE) 

must be submitted during this same period. Verifications of Experience must be on company 

letterhead stationery and include the following:  

 Dates of employment.

 Position title.

 Statement of whether experience was full- or part-time (if part-time, the weekly percentage

or hours worked).

Classified Staff 

Employment695 opportunities for classified staff positions, job descriptions, and salary schedules 

are publicly available through the Personnel Commission on the district website. The Los Angeles 

Community College District Personnel Commission sets the minimum qualifications for classified 

staff. The selections of classified employees follow the California Merit System inclusive of the job 

classifications and the minimum qualifications for each position. Qualifications for a position are 

demonstrated through an established series of examinations that may include written tests and/or 

interviews. The system allows for career ladder moves and transfer opportunities for current 

employees within the district.  The Personnel Commission maintains lists of qualified candidates 

for each of these positions. As positions become available at individual colleges, and the campus 

Doc/StandardIII/A/698_HPC%20Priority%20Lists%202016.pdf
http://www.elac.edu/facultyStaff/committees/acadsenate/doc/policies/HiringPolicy.pdf
Doc/StandardIII/Policy%20and%20Procedures.pdf
Doc/StandardIII/Minimum%20Qualifications.pdf
Doc/StandardIII/Employment.pdf
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requests to fill a particular position,696 the Commission provides the top candidates for interview. 

These candidates are then interviewed at the college by the hiring department and the final 

recommendation for hire is forwarded to the campus president for final approval. Classifications for 

existing positions are listed697 on the district website under the Personnel Commission link. 

The Vice Presidents’ Council may request a new position or a change in a job classification. When 

such requests are made, the Personnel Commission conducts a review to determine if the changes 

are warranted by comparing relevant labor market analyses across similar institutions. This process 

is a collaboration among the colleges, the respective classified bargaining unit representatives, and 

the Personnel Commission. 

East Los Angeles College recently established a Human Resources Committee (HRC) for 

classified hiring that serves as the counterpart to the Hiring Prioritization Committee, which 

reviews and prioritizes faculty-hiring requests.698 The HRC is made up of college staff, non-voting 

faculty, and non-voting administrators. The HRC is charged with prioritizing staff position requests 

based on department/unit and college needs utilizing quantitative data provided by the Office of 

Institutional Effectiveness and Advancement (OIEA) and qualitative justification provided by 

division vice presidents. Although the committee is made up of set constituencies, the committee 

serves to prioritize based on a global view of college need.  

The need for new or replacement hires is justified in each department/unit’s goals and objectives 

within their PRSE or AUP. A staff or faculty position request form is required for each position.699 

The HRC meets in October, following the submission of PRSE or AUP documents, to review and 

prioritize the staffing requests. The committee works with OIEA to develop appropriate data for 

use in evaluating position requests. The committee submits the prioritized list to the ELAC Shared 

Governance Council (ESGC) for its December meeting. The ESGC then forwards the approved 

prioritized list to the college president for review. The president, in consultation with the cabinet, 

determines which positions will be included in the budget. The president reviews all requests and 

provides a written response to ESGC when he or she chooses to diverge from the 

recommendations. 

Positions required by contract or deemed critical, as determined by the committee, are to be filled 

as soon as possible. Positions made available by the departure of an incumbent employee are 

reviewed by the appropriate supervising vice president to determine whether a replacement is 

needed. If the supervising vice president chooses not to fill a non-critical replacement position 

immediately, the department/unit manager may request that position through the PRSE and AUP 

processes. In these cases, the positions are to be treated as any other staffing request and will go 

through the standard prioritization process developed by the committee. In all cases, the committee 

is to be notified of the vacancies and the resulting decision of the vice president. 

Doc/StandardIII/A/703_C1121Form.pdf
Doc/StandardIII/Positions%20are%20listed.pdf
Doc/StandardIII/A/704_HRC%20PolicyRecommendation%20from%20BC.pdf
Doc/StandardIII/A/697_Blank%20AUP%20for%20Academic%20Depts201617.pdf
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For categorical funding, requests go through the same prioritization process, but are noted as 

categorical. This allows the prioritization process to take into account funding outside the College’s 

traditional budget. Specially Funded Program (SFP) positions, which are supported by a grant or 

other external funds, do not go through the prioritization process. However, the committee is 

notified that such positions have been filled in order to incorporate this information in the 

prioritization process. 

Analysis and Evaluation 

The College meets the Standard. 

East Los Angeles College has policies and procedures in place to ensure that all faculty and 

administrators meet the state minimum requirements and additional requirements as deemed 

desirable for programmatic and institutional needs.  Classified staff meet minimum qualifications 

established by the Personnel Commission, which is a merit system whereby candidates are 

screened for appropriate experience and skills.  The process allows for transfer and promotion 

across the district and builds upon valuable institutional knowledge.  

684 District Human Resources 
685 LACCD FON Chart 
686 District Personnel Commission 
687 Approved Faculty Hires Email November 17,2015 
688 Min Quals Handbook 
689 Sample academic dean job announcement, sample faculty job announcement 
690 Faculty Position Request Form 2016-17 page 11-14 
691 Sample ranking list 
692 East Los Angeles College Faculty Hiring Policies and Procedures 
693 Policy and Procedures 
694 Minimum Qualifications 
695 Employment 
696 Form C-1121 
697 Positions are listed 
698 Link to HRC Policy 
699 AUP form  

III.A.2
Faculty qualifications include knowledge of the subject matter and requisite skills for the 

service to be performed. Factors of qualification include appropriate degrees, professional 

experience, and discipline expertise, level of assignment, teaching skills, scholarly activities, 

and potential to contribute to the mission of the institution. Faculty job descriptions include 

development and review of curriculum as well as assessment of learning.  

http://laccd.edu/Departments/HumanResources/Pages/default.aspx
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Evidence 

Faculty and administrators are hired at East Los Angeles College using the state minimum 

qualifications criteria set by the California Community Colleges Board of Governors as well as 

the LACCD and ELAC hiring policies and procedures. Tenure-track faculty hiring follows the 

district Human Resources Guide R-120.700 College selection committees for faculty include 

faculty with subject area expertise and administrators. Administrator selection committees 

include administrators with expertise in supervising area(s), an appropriate number of faculty 

and staff, and the supervising vice president.  

All selection committees include a representative from the Equal Employment Opportunity 

Commission (EEOC), who serves as a non-voting member. Throughout the hiring process, the 

EEOC representative’s role is to:701  

1. Serve as a consultant regarding district and state guidelines.

2. Monitor the district’s diversity procedures, including but not limited to a review of

the job description and announcement, composition and procedures of the Selection

Committee, and the adequacy of the applicant pool.

3. Conduct hiring workshops for members of a selection committee prior to its first

meeting. Topics shall include (but are not limited to) appropriate district and state

guidelines, roles of committee members, the confidentiality and integrity of the hiring

process, and a basis on which to judge a candidate. Training should be provided for

the following:

a. Committee members who have no prior service on a selection committee.

b. Committee members who are new to East Los Angeles College.

http://laccd.edu/Departments/HumanResources/Documents/HRGuides/HRGuide-R120-FacultySelectionTenTrack.pdf
Doc/StandardIII/A/708_EqualEmploymentOpportunityCommission.pdf


East Los Angeles College Self Evaluation Report 2016 250 

c. Committee members who have not attended a training session in the preceding

five years.

d. All committee members after any substantive change in laws, policies, or

regulations related to diversity or hiring.

If applicable, additional discipline-specific requirements are defined by the District Discipline 

Committees702 representing each discipline taught in the district. These discipline committees are 

composed of representatives from all nine colleges within the LACCD. All additional qualification 

requirements are vetted with and agreed to by the representatives from all nine colleges on the 

committee. 

The composition of the job announcement is the responsibility of the selection committee. Per 

District Human Resource Guide HR R-120,703 the job announcement fully describes the desirable 

academic preparation, experience and other characteristics sought in a candidate, and the duties 

and responsibilities the contract faculty member will be expected to assume.704 The minimum 

qualifications specified in the announcement are the same as the state minimum qualifications. 

ELAC faculty job announcements often require professional experience beyond the applicable 

degree, discipline expertise, and teaching skills at the postsecondary level beyond teaching 

assistantship. ELAC faculty job announcements also include expected scholarly or professional 

activities, experience with curriculum development, and experience working with Student 

Learning Outcomes (SLO) assessment as “desired qualifications.”  All faculty positions require a 

teaching demonstration component. Some faculty and all administrator positions require a writing 

component. 

The selection committee consults the EEOC representative for language relating to diversity for 

job announcements. Selection committees also consult the campus Learning Assessment 

Coordinator (LAC) for appropriate language relating to the assessment of SLOs.705   

Analysis and Evaluation 

The College meets the Standard and Eligibility Requirement 14. 

East Los Angeles College adheres to the state minimum qualification criteria as well as to District 

hiring policies and procedures. Hiring committees represent the faculty within the respective 

department and do not limit participation on the hiring committee, which allows for maximum 

participation in this important decision-making process.   

Due to the large number of faculty hired at East Los Angeles College in recent years, an increase 

in the number of EEOC representatives has been needed. In March 2015 over 40 staff members 

received a two-hour EEOC training to prepare them to become EEOC representatives on campus 

http://www.laccd.edu/Departments/EPIE/PlanningAccreditation/Documents/District%20Governance%20Handbook/District%20Academic%20Initiative%20Committees.pdf
http://laccd.edu/Departments/HumanResources/Documents/HRGuides/HRGuide-R120-FacultySelectionTenTrack.pdf
http://laccd.edu/Departments/HumanResources/Documents/HRGuides/HRGuide-R120-FacultySelectionTenTrack.pdf
Doc/StandardIII/A/712_Sample%20faculty%20job%20announcement.pdf
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hiring committees. This process recognizes the importance of ensuring the hiring process is fair 

and impartial and that the best candidates will be hired.706  

700 HR R-120 
701 EEOC representative’s role  
702 District Discipline Committees 
703 HR R-120 
704 District Human Resource Guide HR R-120 
705 Sample faculty job announcement 
706 EEOC Training PowerPoint 

III.A.3
Administrators and other employees responsible for educational programs and services 

possess qualifications necessary to perform duties required to sustain institutional 

effectiveness and academic quality.  

Evidence 

All educational programs and services are managed by administrators or faculty on reassigned 

time. The qualifications for these managers follow the state minimum qualification criteria set by 

the California Community Colleges Board of Governors.707 The minimum requirement for 

administrators includes the completion of a Master’s degree and one full year of administrative or 

managerial experience. Additional desirable qualifications are listed to match the needs of the 

specific positions. Faculty members must meet the California State minimum qualifications for 

their discipline. Additional qualifications and/or experiences may be determined by the selection 

committee for the applicable program or service area. Institutional effectiveness, academic 

quality, and service merit are sustained through each department/unit’s Program Review Self-

Evaluation (PRSE) and Annual Update Plan (AUP). In addition to following the state minimum 

qualifications, all position announcements for faculty and administrators include a set of desired 

qualifications as applicable to the unit and campus needs.  

Regular faculty members through Instructor Special Assignments (ISA) fill academic 

supervisory positions responsible for educational programs and services and follow the same 

hiring process and procedures as that of a regular faculty member.708 In instances where an ISA 

position is unable to be staffed by a full-time faculty member, the college follows the LACCD 

Human Resources Guide R-121,709 which states that in special circumstances hiring may be 

utilized as specified under Article 33 of the 2011-2014 LACCD and Faculty Guild Agreement.710 

Further, LACCD requires each district location to establish internal written procedures governing 

the selection of academic administrators that ensure that candidates meet Academic Service 

minimum qualifications hiring requirements, and that all assignments are processed according to 

Doc/StandardIII/A/EEO%20Rep%20Training2015ELAC.ppt
http://laccd.edu/Departments/HumanResources/Documents/HRGuides/HRGuide-R120-FacultySelectionTenTrack.pdf
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http://www.laccd.edu/Departments/EPIE/PlanningAccreditation/Documents/District%20Governance%20Handbook/District%20Academic%20Initiative%20Committees.pdf
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Board Rule 10307.711 

Analysis and Evaluation 

The College meets the Standard. 

At East Los Angeles College, all administrators fulfill the state requirement of possessing a 

minimum of a Master’s degree and one year of administrative experience, as well as additional, 

position-specific desirable criteria, as appropriate. For example, a recent posting for a dean 

overseeing the science, technology, engineering, and math (STEM) disciplines included the 

following desirable qualifications: 

 Demonstrated leadership experience in planning, organizing and implementing STEM

programs

 Subject expertise in one of the STEM areas

 Experience working in traditional labs and with diverging technology in the STEM field

 Experience working with professional organizations, 4-year universities, and industry related

to the STEM field.712

Similarly, all educational programs and service areas that are managed by a faculty member on 

reassigned time meet not only the minimum faculty qualifications set by the California 

Community Colleges Board of Governors but the specific desirable criteria identified for the 

position.  For example, the job description for the Learning Assessment Coordinator ISA 

position included the following desirable qualifications: 

 Experience teaching in community college

 Experience with utilizing the learning assessment process to improve programs in a

community college or university setting

 Training or experience with accreditation

 Ability to explain assessment processes and basic research frameworks

 Excellent technology skills and the ability to provide instruction on the use of technology-

based applications

 Dedication to building a culture of evidence and creating data-driven improvement plans.713

707 CCCCO Minimum Qualifications Handbook 
708 Sample ISA position announcement   
709 Human Resources Guide R-121 
710 AFT Faculty Contract  p. 135 
711 LACCD Human Resources Guide R-110; BR 10307 
712 STEM Dean job announcement  
713 Learning Assessment Coordinator Job Description 

http://laccd.edu/Board/Documents/BoardRules/Ch.X-ArticleIII.pdf
Doc/StandardIII/A/DeanAcademicAffairsSTEM2015Rev3.pdf
Doc/StandardII/D/ISA_LearningAssessment_ELAC_Tenure_053013.pdf
http://extranet.cccco.edu/Portals/1/AA/MinQuals/MinimumQualificationsHandbook2012_2014.pdf
Doc/StandardIII/A/Sample%20ISA%20Job%20Announcement%20(2).pdf
http://www.laccd.edu/Departments/HumanResources/Documents/HRGuides/HRGuide-R121-FacultyISACI.pdf
http://www.aft1521.org/docs/Faculty%20Contract%202014-2017.pdf
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III.A.4 
Required degrees held by faculty, administrators and other employees are from institutions 

accredited by recognized U.S. accrediting agencies. Degrees from non-U.S. institutions are 

recognized only if equivalence has been established.  

Evidence 

Faculty, administrators and other employees must hold degrees from appropriately accredited 

institutions. The job description for every faculty and administrator position includes the following 

language:  “Degrees: All degrees must be granted by an accredited college or university in the 

United States. Transcripts from foreign institutions must be submitted with an approved evaluation 

of equivalency from a foreign evaluation service approved by the California Commission on 

Teacher Credentialing.”714 Finalists for all positions must submit official sealed transcripts at the 

final interview. These transcripts are reviewed by the District Human Resource Department to 

verify that the degrees are appropriate and are from accredited U.S. institutions. 

These organizations are private enterprises that charge a fee for their services. Individuals 

seeking a foreign transcript evaluation must follow the procedures outlined by the organization 

providing the evaluation. In all instances, original, official documentation will be required when 

requesting the evaluation. This evaluation is required any time foreign course work is used to 

meet any credential requirement, even if a college or university in the United States has 

previously accepted the foreign course work. The only exception to this is for those individuals 

applying for an Emergency 30-Day Substitute Permit, for which a general report is sufficient.  

In the case where a Verification of Experience (VOE) is needed, finalists must submit proof of 

verification on company letterhead stationery that includes the following:  

1. Dates of employment. 

2. Position title. 

3. Statement of whether experience was full or part-time (if part-time, the weekly 

percentage or hours worked).715 

Equivalency reviews are only undertaken for candidates who have been offered employment by a 

college. Any applicant selected for a position but deemed not to meet the State minimum 

qualifications for that discipline will need to request a District Academic Senate equivalency 

review. This review process involves two separate faculty committees and typically requires two 

to three months, but may take up to six months to complete.716 If the applicant is denied 

equivalency, he or she will not be offered employment for that position. 

Analysis and Evaluation 

Doc/StandardIII/A/DeanAcademicAffairsSTEM2015Rev3.pdf
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The College meets the Standard. 

All administrators, faculty and other employees at East Los Angeles College have attained 

required degrees from accredited institutions in the United States.  In the rare exception when a 

required degree is from a non-U.S. accredited institution, an equivalency process has been 

followed by an approved agency that verifies and documents that the degree from the foreign 

institution is comparable to the required degree from an accredited U.S. institution. All faculty 

and administrators meet the minimum requirement for faculty positions as listed in the handbook 

Minimum Qualifications for Faculty and Administrators in California Community Colleges.717 

In academic year 2014-15, ELAC hired 30 full-time faculty, 5 administrators, and numerous 

adjunct faculty. A digital copy of all required degrees and credentials are posted within each 

applicant’s application file. 

714 Dean Academic Affairs STEM  
715 Verification of Experience 
716 Equivalencies 
717 Minimum Qualifications for Faculty and Administrators in California Community Colleges 

III.A.5
The institution assures the effectiveness of its human resources by evaluating all personnel 

systematically and at stated intervals. The institution establishes written criteria for 

evaluating all personnel, including performance of assigned duties and participation in 

institutional responsibilities and other activities appropriate to their expertise. Evaluation 

processes seek to assess effectiveness of personnel and encourage improvement. Actions 

taken following evaluations are formal, timely, and documented.  

Evidence 

East Los Angeles College has effectively collaborated with the respective collective bargaining 

units representing faculty, administrators, and classified staff over many contract cycles to create 

fair and comprehensive evaluation processes. In addition, the District has a Personnel Commission 

that provides another level of oversight to the evaluation process. The commission assists in 

assuring that employees are working within job descriptions and employment rules. 

Evaluation processes for faculty can be found in Article 19 of the AFT contract.718  Significant 

elements of the process include: 

 Probationary faculty are comprehensively evaluated every year for the first four years.

These evaluations require forming a committee of three faculty peers, a non-voting

http://extranet.cccco.edu/Portals/1/AA/MinQuals/MinimumQualificationsHandbook2012_2014.pdf
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Academic Senate representative, and a non-voting administrator.  The committee reviews 

the evaluee’s teaching materials, student comments in the form of comprehensive 

evaluative surveys, and classroom observation notes from committee members. The 

committee also looks at the evaluee’s professional development activities, professional 

activities within her/his subject discipline, record of required document submission, 

punctuality, active participation in the SLO process, and other factors. These evaluative 

documents can be found in the AFT contract in Appendix C Section 2.719  

 All tenured faculty members are regularly evaluated through a less comprehensive

process called the “basic evaluation.” This process alternates on a three-year cycle with

the comprehensive evaluation. Adjunct faculty are evaluated using the basic evaluation.

All evaluations usually rotate on a three-year cycle. The basic evaluation reviews the

same qualities and uses the same comprehensive evaluation forms. It may include student

surveys but does not require a committee.

 Other employees covered by the AFT contract receive their own version of these

evaluation processes, including counselors, librarians, ISA/consulting instructors, college

nurses, disability specialists/instructors, and child development center instructors.

 There is also a provision for an “Administrative evaluation,”720 which provides a direct

method for administration to address evaluation issues with a faculty.

 Faculty have the option to respond to evaluations, point by point, in the form of a written

response.  These responses are attached to the evaluation and become part of the faculty’s

permanent record.

 Temporary adjunct faculty members without seniority are not eligible to receive a

comprehensive evaluation following a basic evaluation. Nevertheless, any temporary

adjunct faculty member with seniority rights may request a comprehensive evaluation

following a basic evaluation, and that request is granted if it follows an evaluation in

which the temporary adjunct faculty member’s performance was rated “needs to

improve” or “unsatisfactory” based upon two evaluations under Article 19.721

Performance evaluations for non-faculty positions use guidelines and forms as found in each 

unit’s collective bargaining agreement when applicable.  These include:  

 Classified staff, AFT College Guild: Performance Evaluation for Permanent Classified

Employees722

 Classified staff, Local 99: Performance Evaluation for Classified Employees723

 Classified staff, Building Trades: Performance Evaluation Form724

Doc/General/AFTContract.pdf#page=186
https://www.laccd.edu/FacultyStaff/forms/Documents/form-admin.pdf
Doc/General/AFTContract.pdf#page=73
Doc/General/AFTContract.pdf#page=22
http://laccd.edu/Departments/HumanResources/Documents/2014-17Local99.pdf
http://laccd.edu/Departments/HumanResources/Documents/2014-2017%20Building%20Trades%20Contract--Changes%20Accepted%20-%20wMOUs%20-%20August%2026,%202015v3%20-%20FINAL%20CONTRACT-restricted.pdf


East Los Angeles College Self Evaluation Report 2016 256 

 Classified staff, Confidential: Performance Evaluation for Confidential Employees725

 Classified staff, Management: Administrative Performance Appraisal726

 Academic staff, Administrators: LACCD Administrator’s Performance Evaluation727

 Academic staff, Administrators: Unrepresented Performance Evaluation728

 College vice presidents: Performance Evaluation Process for College Vice Presidents729

The managing supervisor or designee conducts an annual evaluation of staff using the appropriate 

form. A conference is held between the managing supervisor/designee and the evaluee to discuss 

the outcome of the evaluation. The conference is the appropriate place and time to discuss reasons 

for the evaluation, job content, expectations, the basis for the evaluation, and areas where work 

performance may be improved, if any. There is an opportunity in the evaluation to also note 

outstanding work performance.  

There is a section of the evaluation for classified staff that asks if the employee feels that he or 

she may be doing work outside of the designated job description, in which case the District’s 

Personnel Commission may initiate an audit of the job to determine if any action should be 

taken. 

College administrators represented by the California Teamsters730 receive annual performance 

evaluations by their respective supervisor following established contract guidelines. The 

performance evaluation process is designed to assess accomplishments, communicate standards 

and expectations, and set goals for future performance. 

In all of these evaluation processes an outcome is to establish clear goals for improvement as 

well as a timeline for improvement. 

Analysis and Evaluation 

The College meets the Standard. 

East Los Angeles College has a contractual formal evaluation process in place for each position. 

Faculty evaluations closely follow the procedures outlined in their contract.  The majority of 

evaluation committees adhere to the Suggested Evaluation Plan Time Table and Worksheet 

contained in Article 19 of the AFT 1521 Contract that spells out the steps of the process to 

ensure timely completion of the evaluation process.731  This section of the contract is highlighted 

on the ELAC website under AFT, during Chairs’ meetings, and at a special workshop prior to the 

start of fall 2015 semester to ensure fair and timely administration of evaluation protocol. 

718 AFT Contract Article 19 p. 67 
719 Appendix C  
720 Administrative evaluation 
721 AFT Contract Article 19 p. 71 

http://www.laccd.edu/FacultyStaff/forms/Documents/Classified%20Confidential%20Non-Management.pdf
http://laccd.edu/Departments/HumanResources/Documents/721-Contract-2014-2017%20V17%2006022015%20v3.0%20-%20August%2019,%202015v5%20-%20FINAL%20CONTRACT%20-%20restricted.pdf
http://laccd.edu/Departments/HumanResources/Documents/Local911_2014-17%20Agreement%20-%20June%2029,%202015%20-%20restricted.pdf
http://www.laccd.edu/FacultyStaff/forms/Documents/Form-PE-AM.pdf
http://www.laccd.edu/FacultyStaff/forms/Documents/VP-Evaluation-Form.pdf
http://www.laccd.edu/FacultyStaff/forms/Documents/Form-PE-AS-R.pdf
http://www.elac.edu/adminservices/aft/docs/contractforms.pdf
http://elac.edu/adminservices/aft/docs/Contract.pdf
http://www.aft1521.org/docs/Faculty%20Contract%202014-2017.pdf
https://www.laccd.edu/FacultyStaff/forms/Documents/form-admin.pdf
http://elac.edu/adminservices/aft/docs/Contract.pdf
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722 AFT Classified Contract p.32  
723 Local 99 S.I.E.U. Contract p. 44 
724 Building and Trades Contract p.38 
725 Confidential Employee Evaluation Form  
726 Supervisory Employee’s Union Local 721 p. 33 
727 Public, Professional, and Medical Employees’ Union Local 911 p. 8 
728 Unrepresented academic Administrator Evaluation Form 
729 College Vice President Evaluation Form 
730 LACCD Administrator Evaluation Form   
731 AFT 1521 Contract p. 185-188 

III.A.6
The evaluation of faculty, academic administrators, and other personnel directly responsible 

for student learning includes, as a component of that evaluation, consideration of how these 

employees use the results of the assessment of learning outcomes to improve teaching and 

learning. 

Evidence 

The evaluation of all faculty—including those reassigned as Instructor Special Assignment (ISA) 

to oversee academic programs—and academic administrators directly responsible for student 

learning includes expectations for participation in and/or utilization of the assessment of learning 

outcomes to improve teaching and learning. 

As contained in the collective bargaining agreement for the faculty, the Professional 

Responsibilities section of the faculty evaluation form specifies an expectation for all instructors 

to participate in the Student Learning Outcomes (SLO) Assessment Cycle and, for classroom 

faculty, to include approved SLOs on course syllabi.732 In addition, the Faculty 

Duties/Obligations/Activities specified in the contract733 require all faculty to participate in the 

SLO Assessment Cycle.  The same forms are used to evaluate any faculty who have oversight of 

academic programs as an ISA.   

Academic deans734 and vice presidents735 are evaluated according to more general categories, such 

as their communication skills, reliability and effectiveness, leadership, planning, and managerial 

qualities.  These evaluation results are strongly linked to the outcomes and activities of the 

academic programs they oversee, which includes the assessment and utilization of learning 

outcomes.  In spring 2015, deans were asked to track and follow up with department chairs and 

faculty to ensure that learning outcomes results had been submitted.736  They also review budget 

requests from their departments through the annual update process to ensure that the requests are 

substantiated by learning outcomes assessment results or are otherwise tied to the College’s 

educational master plan.  These expectations, which are intended to improve teaching and learning 

http://www.aft1521.org/docs/Faculty%20Contract%202014-2017.pdf
http://laccd.edu/Departments/HumanResources/Documents/2014-17Local99.pdf
http://laccd.edu/Departments/HumanResources/Documents/2014-2017%20Building%20Trades%20Contract--Changes%20Accepted%20-%20wMOUs%20-%20August%2026,%202015v3%20-%20FINAL%20CONTRACT-restricted.pdf
http://www.laccd.edu/FacultyStaff/forms/Documents/Classified%20Confidential%20Non-Management.pdf
http://laccd.edu/Departments/HumanResources/Documents/721-Contract-2014-2017%20V17%2006022015%20v3.0%20-%20August%2019,%202015v5%20-%20FINAL%20CONTRACT%20-%20restricted.pdf
http://laccd.edu/Departments/HumanResources/Documents/Local911_2014-17%20Agreement%20-%20June%2029,%202015%20-%20restricted.pdf
http://www.laccd.edu/FacultyStaff/forms/Documents/Form-PE-AM.pdf
http://www.laccd.edu/FacultyStaff/forms/Documents/VP-Evaluation-Form.pdf
http://www.laccd.edu/FacultyStaff/forms/Documents/Form-PE-AS-R.pdf
http://www.elac.edu/adminservices/aft/docs/contractforms.pdf
Doc/General/AFTContract.pdf%23page=195
Doc/General/AFTContract.pdf%23page=195
http://www.laccd.edu/FacultyStaff/forms/Documents/Form-PE-AS-R.pdf
http://www.laccd.edu/FacultyStaff/forms/Documents/VP-Evaluation-Form.pdf
Doc/StandardIII/A/Spring%202015%20Faculty%20SLO%20Submission%20Info%20-%20crossreferenced.pdf
vanhalkm
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at the College, are among the activities considered during the evaluation processes. 

Analysis and Evaluation 

The College meets the Standard. 

East Los Angeles College follows the contractually mandated evaluation process that requires 

faculty participation in the SLO assessment process, including the use of assessment results to 

improve teaching and learning. 

732 AFT 1521 p. 275 
733 AFT 1521 Appendix Q p. 294 
734 Academic Deans  
735 Vice presidents 
736 Spring 2015 CLO Tracking 

III.A.7
The institution maintains a sufficient number of qualified faculty, which includes full-time 

faculty and may include part-time and adjunct faculty, to assure the fulfillment of faculty 

responsibilities essential to the quality of educational programs and services to achieve the 

institutional mission and purposes.  

Evidence 

East Los Angeles College is dedicated to providing quality education to all students and affirms 

this goal in its Mission Statement.  In conjunction with the district office, ELAC has made great 

effort to meet the 75/25 mandate of AB 1725. Continuous efforts are made to provide for the 

hiring of qualified full- and part-time instructors to meet the high demand for sufficient courses 

http://www.aft1521.org/docs/Faculty%20Contract%202014-2017.pdf
http://www.aft1521.org/docs/Faculty%20Contract%202014-2017.pdf
http://www.laccd.edu/FacultyStaff/forms/Documents/Form-PE-AS-R.pdf
http://www.laccd.edu/FacultyStaff/forms/Documents/VP-Evaluation-Form.pdf
Doc/StandardIII/A/Spring%202015%20Faculty%20SLO%20Submission%20Info%20-%20crossreferenced.pdf
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Evidence/Standard.III/III.A/III.A.01/FHPC%20Request%20for%20Position%20Form%202015-2016%20%20Approved%20by%20Senate%208-20-%202015%20%20revised%209-24-15%20by%20Dean%20Atkinson%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.01/FHPC%20Request%20for%20Position%20Form%202015-2016%20%20Approved%20by%20Senate%208-20-%202015%20%20revised%209-24-15%20by%20Dean%20Atkinson%5b1%5d.pdf
https://effectiveness.lahc.edu/academic_senate/fhpc/Committee%20Documents/Forms/AllItems.aspx
https://effectiveness.lahc.edu/academic_senate/fhpc/Committee%20Documents/Forms/AllItems.aspx
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Evidence/Standard.III/III.A/III.A.01/HRGuide-R-110-AcadAdminSelection.pdf
Evidence/Standard.III/III.A/III.A.01/State-Minimum-Qualifications_2010%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.01/District-Minimum-Qualification-Chart%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.01/District-Minimum-Qualification-Chart%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.01/HRGuide-R100-AcademicMinimumQualifications%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.01/Job_Announcement_Example.pdf
https://www.laccd.edu/Departments/PersonnelCommission/jobapp-center/Pages/Hiring-Process.aspx
https://www.laccd.edu/Departments/HumanResources/Pages/New-Employees.aspx
https://www.laccd.edu/Departments/HumanResources/Pages/New-Employees.aspx
http://www.laccd.edu/Departments/PersonnelCommission/Pages/default.aspx
http://www.laccd.edu/Departments/PersonnelCommission/Pages/default.aspx
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Evidence/Standard.III/III.A/III.A.01/HRGuide_R-000_RecruitmentSelectionEmployment%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.01/State-Minimum-Qualifications_2010%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.01/District-Minimum-Qualification-Chart%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.01/HRGuide-R100-AcademicMinimumQualifications%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.01/Job_Announcement_Example.pdf
Evidence/Standard.III/III.A/III.A.01/Job_Announcement_Example.pdf
https://www.laccd.edu/Departments/PersonnelCommission/jobapp-center/Pages/Hiring-Process.aspx
https://www.laccd.edu/Departments/HumanResources/Pages/New-Employees.aspx
Evidence/Standard.III/III.A/III.A.01/DocumentsYouNeedtoProvide%5b1%5d.pdf
http://www.laccd.edu/Employment/Pages/default.aspx
http://www.laccd.edu/Departments/PersonnelCommission/jobapp-center/Pages/default.aspx
Evidence/Standard.III/III.A/III.A.01/SevenStepsNewEmployeeHireProcess%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.01/HRGuide_R-000_RecruitmentSelectionEmployment%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.01/FHPC%20Request%20for%20Position%20Form%202015-2016%20%20Approved%20by%20Senate%208-20-%202015%20%20revised%209-24-15%20by%20Dean%20Atkinson%5b1%5d.pdf


Los Angeles Harbor College Self Evaluation Report 2016

Evidence/Standard.III/III.A/III.A.02/HRGuide-R120-FacultySelectionTenTrack.pdf
Evidence/Standard.III/III.A/III.A.02/HRGuide-R120-FacultySelectionTenTrack.pdf
https://www.laccd.edu/Employment/Pages/Academic-Jobs.aspx
https://laccd.peopleadmin.com/
https://laccd.peopleadmin.com/
https://laccd.peopleadmin.com/postings/search
Evidence/Standard.III/III.A/III.A.02/Ch.X-ArticleIII.pdf
Evidence/Standard.III/III.A/III.A.02/HRGuide-R100-AcademicMinimumQualifications%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.02/District-Minimum-Qualification-Chart%5b2%5d.pdf
Evidence/Standard.III/III.A/III.A.02/District-Minimum-Qualification-Chart%5b2%5d.pdf
Evidence/Standard.III/III.A/III.A.02/EducLevelFacultyandAdminF11%5b1%5d.pdf
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Evidence/Standard.I/I.C/I.C.04/Fall%202014%20Student%20Survey%20Results.pdf
Evidence/Standard.III/III.A/III.A.02/HRGuide-R120-FacultySelectionTenTrack.pdf
Evidence/Standard.III/III.A/III.A.02/HRGuide-R120-FacultySelectionTenTrack.pdf
https://www.laccd.edu/Employment/Pages/Academic-Jobs.aspx
https://laccd.peopleadmin.com/
https://laccd.peopleadmin.com/postings/search
Evidence/Standard.III/III.A/III.A.02/Job_Announcement_Example.pdf
Evidence/Standard.III/III.A/III.A.02/Job_Announcement_Example.pdf
https://www.laccd.edu/Departments/HumanResources/Pages/New-Employees.aspx
Evidence/Standard.III/III.A/III.A.02/Ch.X-ArticleIII.pdf
Evidence/Standard.III/III.A/III.A.02/HRGuide-R120-FacultySelectionTenTrack%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.02/HRGuide-R100-AcademicMinimumQualifications%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.02/District-Minimum-Qualification-Chart%5b2%5d.pdf
Evidence/Standard.III/III.A/III.A.02/EducLevelFacultyandAdminF11%5b1%5d.pdf
Evidence/Standard.I/I.C/I.C.04/Fall%202014%20Student%20Survey%20Results.pdf
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Evidence/Standard.III/III.A/III.A.03/HRGuide-R-110-AcadAdminSelection.pdf
Evidence/Standard.III/III.A/III.A.03/Alpha%20List.pdf
Evidence/Standard.III/III.A/III.A.03/State-Minimum-Qualifications_2010%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.03/YearsofExpStaffF11%5b1%5d.pdf
http://www.lahc.edu/senlists/index.html
https://www.laccd.edu/Departments/HumanResources/Pages/Training.aspx
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Evidence/Standard.III/III.A/III.A.03/EducLevelFacultyandAdminF11%5b1%5d%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.03/HRGuide-R-110-AcadAdminSelection.pdf
Evidence/Standard.III/III.A/III.A.03/HRGuide-R-110-AcadAdminSelection.pdf
Evidence/Standard.III/III.A/III.A.03/Alpha%20List.pdf
Evidence/Standard.III/III.A/III.A.03/State-Minimum-Qualifications_2010%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.03/District-Minimum-Qualification-Chart%5b2%5d%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.03/District-Minimum-Qualification-Chart%5b2%5d%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.03/YearsofExpStaffF11%5b1%5d.pdf
http://www.lahc.edu/senlists/index.html
https://effectiveness.lahc.edu/academic_senate/pd/SitePages/Home.aspx
https://www.laccd.edu/Departments/HumanResources/Pages/Training.aspx
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Evidence/Standard.III/III.A/III.A.04/Foreign_Transcript_Evaluation.pdf
Evidence/Standard.III/III.A/III.A.04/Foreign_Transcript_Evaluation.pdf
Evidence/Standard.III/III.A/III.A.04/Administrator%20Evaluation%20Form%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.04/Foreign_Transcript_Evaluation.pdf
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Evidence/Standard.III/III.A/III.A.05/2011-2014FacultyContract%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.05/2011-2014FacultyContract%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.05/Rule702%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.05/Rule702%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.05/Rule702_Performance_Eval_Classified.pdf
Evidence/Standard.III/III.A/III.A.05/Rule702_Performance_Eval_Classified.pdf
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Evidence/Standard.III/III.A/III.A.05/EER-Handbook%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.05/EER-Handbook%5b1%5d.pdf
https://www.laccd.edu/FacultyStaff/forms/Pages/default.aspx
https://www.laccd.edu/FacultyStaff/forms/Pages/default.aspx
Evidence/Standard.III/III.A/III.A.05/Performance_Eval_for_VicePresidents.pdf
Evidence/Standard.III/III.A/III.A.05/2011-2014FacultyContract%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.05/Rule702_Performance_Eval_Classified.pdf
https://www.laccd.edu/FacultyStaff/forms/Pages/default.aspx
Evidence/Standard.III/III.A/III.A.05/EER-Handbook%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.05/Classified%20Confidential%20Non-Management%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.05/EER-Handbook%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.05/EER-Handbook%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.05/Performance_Eval_for_VicePresidents.pdf
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https://effectiveness.lahc.edu/academic_senate/assessment/SitePages/Home.aspx
Evidence/Standard.III/III.A/III.A.06/formACD%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.06/EER-Handbook%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.06/EER-Handbook%5b1%5d.pdf
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https://effectiveness.lahc.edu/academic_senate/assessment/SitePages/Home.aspx
https://www.laccd.edu/FacultyStaff/forms/Pages/default.aspx
Evidence/Standard.III/III.A/III.A.06/formACD%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.06/EER-Handbook%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.07/Budget%20Finance%20Supporting%20Documents%202-11-15%5b1%5d.pdf
Evidence/Standard.III/III.A/III.A.07/Budget%20Finance%20Supporting%20Documents%202-11-15%5b1%5d.pdf
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STANDARD III: RESOURCES

The institution effectively uses its human, physical, technology, and financial resources 
to achieve its mission and to improve academic quality and institutional effectiveness. 
Accredited colleges in multi-college systems may be organized so that responsibility for 
resources, allocation of resources, and planning rests with the district/system. In such 
cases, the district/system is responsible for meeting the Standards, and an evaluation of 
its performance is reflected in the accredited status of the institution(s).

III.A. HUMAN RESOURCES

* In order to avoid redundancy and be as concise as possible, the College created a Glossary
located in the Appendix explaining the processes and structures of the institution, such as
Program Review.  These processes and structures referenced in the report are noted with
asterisks which are explained in greater detail in the Glossary.

III.A.1
The institution assures the integrity and quality of its programs and services by employing 
administrators, faculty and staff who are qualified by appropriate education, training, and 
experience to provide and support these programs and services. Criteria, qualifications, 
and procedures for selection of personnel are clearly and publicly stated and address 
the needs of the institution in serving its student population. Job descriptions are 
directly related to institutional mission and goals and accurately reflect position duties, 
responsibilities, and authority.

Evidence of Meeting the Standard:
• The LACCD Human Resources Division (HRD), Board Rules, and the Personnel

Commission (PC) collectively guide the hiring process in the District. Faculty and
academic administrator hires occur under HRD’s purview, whereas non-teaching and
other classified positions are overseen by PC (III.A.1-1 through III.A.1-4).

• Faculty hires and selection committees adhere to the state minimum qualifications,
LACCD HR Guide, and the District Academic Senate faculty hiring procedures
(III.A.1-5 through III.A.1-7).

• Open positions are advertised on the California Community Colleges Registry and
other job sites, at local job fairs, and with national professional organizations and local
area colleges (III.A.1-8),(III.A.1-9).

• Classified job descriptions are collaboratively reviewed by PC, the District, and
applicable unions (III.A.1-10).

• Academic candidates with degrees from non-U.S. institutions must have their degrees
evaluated by a certified U.S. credential review service (III.A.1-11).

• The District relies on the Council of Higher Education Accreditation (CHEA) Database
to assess classified candidates’ degrees obtained from non-US institutions. (III.A.1-12).

• Job descriptions for various positions relate directly to the institution’s mission and
goals. (III.A.1-13).
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Analysis and Evaluation:

The College Mission informs all employee selections: all faculty serve in one or more of the areas 
of basic skills, preparation for transfer, career and technical education, workforce development, or 
lifelong learning while support staff and administrators provide direct services to students, support 
faculty, supplement classroom instruction, or maintain a safe and clean campus. 

As mandated by LACCD Board Rule 10304.1, all job announcements include applicable 
duties and responsibilities; minimum/desirable qualifications and/or licensure requirements; 
and all necessary knowledge, skills, and/or abilities, including sensitivity to and 
understanding of the diverse population that the College serves (III.A.1-1 through III.A.1-8).

Job announcements are available electronically on the District website and in hard copy 
format at the College campus (III.A.1-9).  Recruitment for all faculty and administrator 
positions is done on a national level.  Depending on the nature and level of the job, 
recruitment of classified personnel is done on a local, regional, state, and/or national level 
(III.A.1-10).  Current classified employees may request a transfer by applying for positions in 
their current or related job classifications.

Faculty selection committees review all eligible applications, conduct interviews with 
selected candidates, and forward the finalists’ names to the College President (III.A.1-8).  
This President makes the final selection and forwards the hiring packet to the District HRD, 
which appraises the candidate’s minimum qualifications, degrees, and work history, and 
conducts reference and background checks. Candidates with certification from foreign 
universities must, at the time of application, provide equivalency documentation issued by a 
U.S. credential review service (III.A.1-12).

PC is responsible for the development and classification of job descriptions and the 
recruitment and testing of applicants for classified positions (III.A.1-2),(IIIA.1-11).  The 
development of test materials and rating of candidates is managed in consultation with 
internal and external experts. Furthermore, all applications are screened to ensure adherence 
to the District’s minimum qualifications.  

The PC audit unit ensures adherence with all state, District, and PC rules.   Following 
a comprehensive review of all job descriptions in 2012, a five-year review cycle of all 
classified job descriptions was established to ensure they accurately reflect position duties, 
responsibilities, and authority.  In addition, job description reviews may be initiated at any 
time by the administration, union, or PC.  

Los Angeles Mission College meets this standard.

LIST OF EVIDENCE
III.A.1-1  LACCD Board Rule Chapter X – Human Resources, Article III, 10304.1,

Section 2.2 – Selection Policies
III.A.1-2 LACCD Personnel Commission Website
III.A.1-3 LACCD HR Guide R-000 – Recruitment, Selection and Employment
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III.A.1-4 LACCD Board Rule, Chapter X, Article III, Section 10304
III.A.1-5  Minimum Qualifications for Faculty and Administrators in California

Community Colleges
III.A.1-6 LACCD Human Resources Guide HR-100 – Academic Minimum Qualifications
III.A.1-7 LAMC Academic Senate Faculty Hiring Procedures
III.A.1-8 Sample LAMC Job Announcements for Faculty and Administrator Positions
III.A.1-9  Sample LACCD Personnel Commission Job Announcements for Classified Positions
III.A.1-10 LACCD Personnel Commission Job Review Process Flowchart
III.A.1-11 Foreign Degree Equivalency
III.A.1-12  Council of Higher Education Accreditation (CHEA) Database of Institutions

and Programs 
III.A.1-13 Refer to III.A.1-8 and III.A.1-9

III.A.2
Faculty qualifications include knowledge of the subject matter and requisite skills for the 
service to be performed. Factors of qualification include appropriate degrees, professional 
experience, discipline expertise, level of assignment, teaching skills, scholarly activities, 
and potential to contribute to the mission of the institution. Faculty job descriptions 
include development and review of curriculum as well as assessment of learning. (ER 14)

Evidence of Meeting the Standard:
• The College’s Academic Senate Faculty Hiring Procedures guide faculty hiring on

campus (III.A.2-1).
• LACCD HR Guide HR-000 delineates the requirements and procedures pertaining to

the recruitment and selection of academic, classified, and unclassified staff (III.A.2-2).
• Faculty must meet the minimum qualifications established by the State of

California (III.A.2-3).
• The development and review of curriculum, as well as the assessment of learning, are

included in all faculty job announcements and form an important component of fulltime
faculty duties.  Adjunct faculty participate in learning outcomes assessment but are not
required to develop SLOs (III.A.2-4).

Analysis and Evaluation:

The College Mission, upheld by instructional programs, are carried out by a sufficient 
number of full time and adjunct faculty, all of whom meet state-mandated minimum 
qualifications and hold degrees appropriate to their field of instruction. Faculty job 
descriptions include desirable qualifications and require specific discipline knowledge 
and teaching expertise (III.A.2-1).  

All faculty interview process routinely involve a teaching demonstration, evaluated for content 
expertise, teaching ability, engagement with the audience, and use of appropriate technology. 

Curriculum development and revision, as well as the assessment of learning outcomes, 
constitute an integral part of faculty responsibilities.  Discipline experts adhere to curriculum 
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revision and learning outcomes assessment cycles as set forth by the Curriculum* and 
Learning Outcomes Assessments (LOAC*) Committees. 

Los Angeles Mission College meets this standard.

LIST OF EVIDENCE
III.A.2-1 LAMC Academic Senate Faculty Hiring Procedures
III.A.2-2  LACCD Human Resources Guide HR-000 – Recruitment, Selection

and Employment 
III.A.2-3  Minimum Qualifications for Faculty and Administrators in California

Community Colleges
III.A.2-4 Refer to III.A.1-8

III.A.3
Administrators and other employees responsible for educational programs and services 
possess qualifications necessary to perform duties required to sustain institutional 
effectiveness and academic quality. 

Evidence of Meeting the Standard:
• All administrators meet the Academic Service minimum qualifications and hiring

requirements in accordance with LACCD Board Rule, Chapter X, Article III,
Section 10307 (III.A.3-1).

• LACCD HR Guide HR-000 delineates the requirements and procedures pertaining to
the recruitment and selection of academic, classified, and unclassified staff (III.A.3-2).

• PC is responsible for periodic reviews of classified job descriptions and the
development of selection procedures (III.A.3-3).

• Performance evaluations provide an opportunity for formative assessments and allow
the College to sustain its academic quality and institutional effectiveness:
 ◦ Classified employees are evaluated annually according to the AFT College Staff
Guild, Local 1521A contract (III.A.3-4). 

 ◦ The performance of department chairs in their managerial capacity is distinct from their
faculty evaluations and outlined in the Faculty Guild Collective Bargaining Agreement 
(CBA) (III.A.3-5).  Chairs are elected by full-time faculty within their department for 
three-year terms and evaluated by their respective deans on an annual basis.  

 ◦ The performance review of administrators is addressed in Standard III.A.5.

Analysis and Evaluation:

The appraisal of minimum qualifications, degrees, and work history of applicants is 
performed by the District HR audit unit for academic administrators and by the District PC 
audit units for classified managers. The College conducts reference and background checks 
for classified administrative candidates while the HR audit unit performs this task  
for prospective academic administrators.  

Academic candidates holding degrees from foreign universities must, at the time of application, 
provide equivalency documents issued by a U.S. credential review service (III.A.3-1),(III.A.3-2).  
Foreign-issued degrees of classified administrative candidates are verified based on the CHEA 
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Database of Institutions and Programs Accredited by Recognized United States Accrediting 
Organizations (III.A.3-3).

The College’s dedication to sustained quality and effectiveness is demonstrated by regular 
performance reviews of administrators and other personnel responsible for educational 
programs and services. All classified personnel are evaluated on an annual basis by their 
immediate supervisor.  The evaluation of department chairs, delayed in recent years due to a 
shortage in administrative staff, has been scheduled for the 2015-2016 academic year. 

All evaluations are performed with the goal of improving college effectiveness, student 
success, and academic quality.  As such, all performance review forms contain indicators to 
that effect (Refer to List of Evidence III.A.5-2). 

Los Angeles Mission College meets this standard.

LIST OF EVIDENCE
III.A.3-1 LACCD Board Rule Chapter X – Human Resources, Article III, Section 10307
III.A.3-2 LACCD Human Resources Guide HR-000 – Recruitment, Selection and Employment
III.A.3-3 LACCD Personnel Commission Website
III.A.3-4  AFT College Staff Guild, Local 1521A – Article16 Procedure for Performance

Evaluation, page 32
III.A.3-5 Los Angeles College Faculty Guild, Local 1521 – Article 19 Evaluation, page 69

III.A.4
Required degrees held by faculty, administrators and other employees are from 
institutions accredited by recognized U.S. accrediting agencies. Degrees from non U.S. 
institutions are recognized only if equivalence has been established.

Evidence of Meeting the Standard:
• The LACCD Board Rule Chapter X, Article III, Section 10305, requires that all

degrees, foreign or domestic, are from an approved accredited university (III.A.4-1).
• Academic candidates who have earned degrees from non-U.S. institutions are

required to have their degrees evaluated by an approved certified U.S. credential
review service (III.A.4-2).

• Classified hires holding degrees from non-U.S. institutions are evaluated based on the
previously mentioned CHEA Database.  Candidates with degrees omitted from the
CHEA Database are required to have their credentials evaluated through a reputable
foreign degree evaluation service (III.A.4-3).

Analysis and Evaluation:

Candidates with degrees from non-accredited US institutions are ineligible for interview or 
employment at the College. 

Prospective faculty and administrators who have earned degrees from non-U.S. institutions 
are required to have their postsecondary transcripts and degrees evaluated by an agency 
endorsed by the California Commission on Teaching Credentialing Office (III.A.4-2).   

Los Angeles Mission College 
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Candidates are not eligible for classified employment until a degree equivalency evaluation is 
received by the Personnel Commission (III.A.4-3).

Los Angeles Mission College meets this standard.

LIST OF EVIDENCE
III.A.4-1  LACCD Board Rule Chapter X – Human Resources, Article III, Section 10305

– The Equivalence Policy for Faculty Qualifications
III.A.4-2 Foreign Degree Equivalency
III.A.4-3  Council of Higher Education Accreditation (CHEA) Database of Institutions

and Programs

III.A.5
The institution assures the effectiveness of its human resources by evaluating all 
personnel systematically and at stated intervals. The institution establishes written 
criteria for evaluating all personnel, including performance of assigned duties and 
participation in institutional responsibilities and other activities appropriate to their 
expertise. Evaluation processes seek to assess effectiveness of personnel and encourage 
improvement. Actions taken following evaluations are formal, timely, and documented.

Evidence of Meeting the Standard:
• The Evaluation Alert System (EASY) sends notifications to supervisors alerting them of

their staff’s evaluation timeline (III.A.5-1).
• The evaluation of faculty, academic administrators, classified administrators, and staff

is conducted according to each group’s CBA (III.A.5-2).
• LACCD Personnel Commission Rule 702 describes the performance evaluation process

for probationary and permanent classified employees (III.A.5-3),(III.A.5-4).

Analysis and Evaluation:

The College uses employee performance evaluations in accordance with applicable 
CBAs to optimize productivity and promote continuous improvement and institutional 
effectiveness (III.A.5-2). 

Faculty:  Tenured and adjunct faculty are evaluated following the procedures set forth in 
Article 19 of the AFT Agreement.  Tenured faculty are evaluated every three academic years, 
while adjunct faculty receive a formal evaluation before the end of their second semester and 
at least once every six semesters. 

Procedures for the evaluation of tenure track faculty are described in Article 42 of the AFT 
Faculty Agreement.  The tenure review process is rigorous and includes a five-member tenure 
review committee. 

Deans, Associate Deans and Assistant Deans:  Evaluations follow the procedures set forth 
in Article 8 of the Administrators’ Contract.  Deans are evaluated no later than 12 months 
after the start date of their assignment and every year thereafter.
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Academic and Classified Administrators:  The College President evaluates the Vice 
Presidents according to District policies, while the District Chancellor evaluates the 
College President’s performance.

Classified Employees:  Evaluations for classified employees, except SEIU Local 721, are 
conducted yearly by June 30.  Unrepresented classified employees, including confidential 
employees, are evaluated on an annual basis according to District and PC rules (III.A.5-3). 

ACTIONABLE IMPROVEMENT PLAN

Despite EASY, some classified employee evaluations have been conducted in irregular 
cycles.  Furthermore, the recent hiring of a large number of deans has created a backlog 
in administrative performance review.  The College will work more closely with its 
Personnel Office to identify and close gaps in performance evaluations.

Los Angeles Mission College meets this standard.

LIST OF EVIDENCE
III.A.5-1 Screenshot of LACCD Evaluation Alert System (EASY)
III.A.5-2 LACCD Collective Bargaining Agreements

• Los Angeles College Faculty Guild, Local 1521 – Article 19 Evaluation
• AFT College Staff Guild, Local 1521A – Article16 Procedure for Performance

Evaluation
• Los Angeles/Orange Counties Building and Construction Trades Council –

Article 15, Performance Evaluation Procedure
• Los Angeles City and County Schools Employees Union, Local – Article 12,

Performance Evaluation Procedure
• California Teamsters Public, Professional and Medical Employees Union,

Local 911 Article 8, Evaluation for Administrators
• Supervisor Employees’ Local 721 – Article 11 Performance Evaluation Procedure

III.A.5-3  LACCD Personnel Commission Laws and Rules 702 – Performance Evaluation
for Probationary and Permanent Classified Employees

III.A.5-4  LACCD Performance Evaluations Forms for Employees in the Classified
Service – Clerical//Technical; Crafts; Operations; and Classified Supervisors

III.A.6
The evaluation of faculty, academic administrators, and other personnel directly 
responsible for student learning includes, as a component of that evaluation, 
consideration of how these employees use the results of the assessment of learning 
outcomes to improve teaching and learning.

Evidence of Meeting the Standard:
• Faculty performance evaluations are outlined in the AFT, Local 1521 CBA and incorporate

SLO assessments as part of the faculty contractual responsibility (III.A.6-1).

Los Angeles Mission College 
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• The faculty driven SLO initiative has incorporated the values of quality teaching and
student achievement into a very effective College assessment model (III.A.6-2).

Analysis and Evaluation:

Since 2010, participation in the SLO assessment cycle and inclusion of SLOs in class syllabi 
have been incorporated into evaluation forms for all full-time and adjunct faculty.  

Academic administrators, while overseeing outcomes assessments through the supervision of 
faculty, are currently not evaluated in a direct fashion on using the results of the assessment 
of SLOs. 

Los Angeles Mission College meets this standard.

LIST OF EVIDENCE
III.A.6-1 LACCD Faculty Guild, Local 1521, Appendix C, Section II, p. 180
III.A.6-2 SLO Online System Website

III.A.7
The institution maintains a sufficient number of qualified faculty, which includes full 
time faculty and may include part time and adjunct faculty, to assure the fulfillment of 
faculty responsibilities essential to the quality of educational programs and services to 
achieve institutional mission and purposes. (ER 14)  

Evidence of Meeting the Standard:
• The College hired 11 probationary faculty in 2014-2015 and has planned for another 12

for 2015-2016 (III.A.7-1),(III.A.7-2). Adjunct faculty are hired as needed to address the
instructional/student services needs.

Analysis and Evaluation:

The College employs a sufficient number of experienced and qualified faculty, both full-time 
and adjunct, to achieve its institutional mission. 

Guided by the District Office, the College moves consistently closer to meeting its Faculty 
Obligation Number (FON) determined by the state of California.  Approval of permanent 
faculty hires occurs through the Program Review, Faculty Hiring Prioritization, and Budget 
and Planning process.  The President, in consultation with the Chancellor and Academic 
Senate, makes the final determination of how many full-time faculty will be hired each 
year.  Despite several years of budget reductions, the College has remained compliant with 
the District Allocation Model and the state-mandated Faculty Obligation Number (FON) 
(III.A.7-2).  The number of adjunct faculty often fluctuates to accommodate ebbs and flows 
in enrollment. 

The College currently employs 86 full-time and 282 adjunct faculty.  The low full-time to 
part-time faculty ratio poses a number of challenges, including sustained participation in 
shared governance.  According to the fall 2014 Faculty and Staff Survey, only one-third of 
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Standard III:  Resources 
The institution effectively uses its human, physical, technology, and 
financial resources to achieve its mission and to improve academic quality 

and institutional effectiveness. Accredited colleges in multi-college 
systems may be organized so that responsibility for resources, allocation 

of resources, and planning rests with the district/system.  In such cases, 
the district/system is responsible for meeting the Standards, and an 

evaluation of its performance is reflected in the accredited status of the 

institution(s). 

Standard III.A:  Human Resources 

Standard III.A.1 

The institution assures the integrity and quality of its programs and 
services by employing administrators, faculty and staff who are qualified 

by appropriate education, training, and experience to provide and support 
these programs and services.  Criteria, qualifications, and procedures for 

selection of personnel are clearly and publicly stated and address the 
needs of the institution in serving its student population.  Job descriptions 

are directly related to institutional mission and goals and accurately 
reflect position duties, responsibilities, and authority.   

Evidence of Meeting the Standard 

The governing board and the Personnel Commission of the Los Angeles 
Community College District (LACCD) have enacted rules to ensure that 

only appropriately qualified administrators, faculty and staff are employed 
(III.A.1; III.A.2).  LACCD’s Office of Human Resources (DHR) has 

developed Human Resource Guides (HR Guides) mandating procedures 
and processes for the recruitment, selection, and hiring of appropriately 

qualified personnel in compliance with the provisions of the California 
Education Code Sections 87400-87488 (III.A.3; III.A.4).  All faculty and 

administrator hiring is predicated on strict compliance with the minimum 
qualifications for faculty and administrators as mandated by the California 

Community Colleges Chancellor’s Office (CCCCO [III.A.1 and III.A.5]).  
LACCD HR Guides provide direction for the recruitment, selection and 

employment of academic, classified and unclassified service (III.A.6, 
III.A.7, III.A.8, III.A.9, III.A.10, III.A.11, III.A.12, III.A.13 and III.A.14). 

The Pierce College Academic Senate in collaboration with College 
administration developed the Pierce College Faculty Hiring Procedures, 

first adopted in 2001, and then revised in 2009 (III.A.15).  The 
procedures are scheduled for review and update in spring 2016.  These 
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agreed-on procedures govern the recruitment and selection of faculty to 

ensure that the qualifications, training, and experience sought in position 
recruitment closely match programmatic needs, which align with the 

College’s mission.  In addition to minimum qualifications, the procedures 
include the establishment of desirable qualifications for all faculty 

positions to ensure that applicants have extensive knowledge of the 
discipline, and provide the basis for better teaching and other services 

(III.A.16).  Through the college’s rigorous hiring practices, it has been 
able to attract well-qualified faculty.  Additional full-time faculty positions 

have contributed to an improvement in the College’s student completion 
record from 2008-2009 to 2013-2014, which is higher than the statewide 

average.  (III.A.17)  

The recruitment, selection, and hiring of classified employees and 
classified administrators are jointly administered by the DHR and 

Personnel Commission (PC [III.A.2]).  The PC’s major functions and 

responsibilities include maintaining the job classification plan for classified 
service; preparing job class descriptions, which include minimum 

educational and work experience requirements; developing and 
administering merit system examinations; and, establishing eligibility lists 

from which classified employees are selected to be interviewed (III.A.18, 
III.A.19 and III.A.20).  The PC posts open and promotional job 

opportunities on a weekly basis (III.A.21). 

Analysis and Evaluation 

With well-defined HR Guides, clear processes on administrator and faculty 
recruitment, and detailed processes developed through the LACCD 

Personnel Commission for classified administrators and staff, the College 
is able to attract qualified and competent professionals.  Minimum and 

desirable qualifications for all employees are clearly defined in job 

descriptions.  Job descriptions and minimum qualifications are posted on 
the District Web site.  The selection process is transparent, collaborative, 

comprehensive, and it involves a clearly defined hiring committee 
composed to allow for a wide range of college staff to participate in 

defining, interviewing, and selecting new faculty and staff.  Evidence of 
successful hiring practices includes the College’s strong student 

completion record. 

Pierce College’s Academic Senate, guided by the District policy on 
minimum qualifications for academic positions, identifies and analyzes the 

appropriate criteria for all faculty recruitment.  Through extensive 
deliberation and discussion, the Academic Senate developed the Pierce 

College Faculty Hiring Procedures, which are approved by the college 
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president.  This document provides the framework for academic employee 

recruitment.  The Personnel Commission has established job 
classifications to achieve two goals to: 1) respond to college and district 

needs; and, 2) solicit the broadest possible pool of qualified candidates.  
Extensive testing procedures are in place to ensure that candidates who 

are placed on eligibility lists have the required skills to guarantee the 
integrity of programs and services.  

Standard III.A.2  

Faculty qualifications include knowledge of the subject matter and 
requisite skills for the service to be performed.  Factors of qualification 

include appropriate degrees, professional experience, discipline expertise, 
level of assignment, teaching skills, scholarly activities, and potential to 

contribute to the mission of the institution.  Faculty job descriptions 
include development and review of curriculum as well as assessment of 

learning.   

Evidence of Meeting the Standard 

The Los Angeles Community College District (LACCD) requires that faculty 

members have the requisite expertise in their subject areas, and are 
skilled in teaching and serving diverse student populations thereby 

fostering overall educational effectiveness (III.A.1).  All faculty hiring is 
based on strict adherence to the minimum qualifications for faculty and 

administrators as mandated by the CCCCO (III.A.5).  The DHR in 
conjunction with the LACCD Human Resources Council (HRC) and the 

District Academic Senate (DAS) have established procedures and 
processes for faculty hiring to ensure compliance with the education code 

and governing board rules (III.A.22, III.A.6 and III.A.9). 

The Pierce College Academic Senate working with the College’s senior 

administration and the Office of Academic Affairs developed the Pierce 
College Faculty Hiring Procedures to ensure that the recruitment and 

selection process for faculty consistently produces only the most qualified, 
skilled and experienced candidates for hiring consideration (III.A.15 and 

III.A.7). Among other criteria needed to assess a candidate’s 
qualifications, job descriptions clearly state the development and review 

of curriculum and assessment of learning (III.A.23).  Hiring committee 
members undergo training conducted by the LACCD Office of Diversity, 

Equity, and Inclusion (ODEI [III.A.24]). 

To be consistent with the standards of minimum qualifications for 
academic recruitments, candidates’ degrees are required to be from 

Department of Education (DOE) accredited United States institutions and 
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relevant to the discipline in which they seek to teach. Candidates with 

foreign degrees, or who have completed college or university course work 
at foreign institutions outside of the United States, must obtain a 

complete evaluation of foreign transcripts and degrees from a list of 
approved organizations accepted by the California Commission on 

Teacher Credentialing (III.A.25). 

Analysis and Evaluation 

The College has been successful in attracting qualified and competent 
professionals because of the District’s well-defined governing board rules 

and HR Guides.  In addition, the College’s clearly delineated procedures 
on faculty recruitment and detailed hiring processes ensure the selection 

of highly qualified candidates.  The hiring process involves defining and 
evaluating “effective teaching” in interviewed candidates.  Interview 

questions are chosen from a pool of questions suggested by the 

committee members to highlight the candidates’ qualities and attributes 
as they relate to the position.  The selection process includes establishing 

and verifying that prospective candidates meet the minimum 
qualifications as mandated by the State of California and, discipline-

specific desirable qualifications established by the hiring committee.  
These desirable qualifications include such criteria as a more advanced 

degree, specialized experience, and portfolios of employment or scholarly 
activities, which allow for assessing unique requirements of each faculty 

position.  

Multiple application screenings, including the verification of transcripts, 
are completed prior to creating a short list of candidates for interview.  

The interview process calls for candidates to submit writing samples, 
make oral presentations, answer interview question; and, in most 

selection processes, demonstrate teaching.  The teaching demonstration 

required in the recruitment process is evaluated by subject matter 
experts for subject area knowledge and appropriate level of pedagogy for 

a community college environment.  Following the first-level interview, the 
administrator, who served on the hiring committee, completes thorough 

reference checks on the finalists for the position.  All full time tenure-
track positions include a final interview with the college president, the 

appropriate vice president, and the appropriate faculty department chair.  
When the faculty department chair is not from the discipline being hired, 

requests have been made and approved to include an additional discipline 
faculty member in the final interview with the college president.  In 

addition to the screening work done at the College level, the DHR verifies 
the final candidate’s education, experience, and qualifications.  The 

selection process is collaborative and comprehensive, involving a wide 
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range of college staff to participate in defining, interviewing, and selecting 

new faculty.  

Standard III.A.3  
Administrators and other employees responsible for educational programs 

and services possess qualifications necessary to perform duties required 
to sustain institutional effectiveness and academic quality. 

Evidence of Meeting the Standard 

The Los Angeles Community College governing board-adopted policies for 

the employment of all college staff to ensure qualifications meet 
standards to sustain institutional effectiveness and academic quality 

(III.A.1).  For academic administrators, the minimum qualifications are 
defined by the California Code of Regulations, Title 5, Section 53420 

(III.A.26).  Additional qualifications are identified on the job 

announcement for each position (III.A.8 and III.A.22).  For classified 
administrators, the LACCD Personnel Commission (PC) has established 

job descriptions to ensure that all employees hired by the College are 
properly qualified to carry out their duties.  The PC studies these 

classifications at periodic intervals to ensure that the classifications are 
relevant and appropriate to the changing environment in California 

community colleges (III.A.27, III.A.28, III.A.29, III.A.30 and III.A.31).   

The Los Angeles Community College District Personnel Commission 
establishes qualifications for all classified administrators, managers, and 

staff through the development of job classifications (III.A.18).  Job 
classifications are assessed at routine intervals to ensure that they 

continue to be relevant and appropriate to the needs of the District.  
Extensive testing procedures are in place to ensure that candidates who 

are placed on eligibility lists have the required skills to guarantee the 

integrity of programs and services (III.A.19). 

Analysis and Evaluation 

The Human Resources Guides developed by the District HR department 
and the HRC, outline clear processes and minimum qualifications for all 

recruitment, allowing the College to attract qualified and competent 
professionals.  Both minimum and desirable qualifications for faculty and 

testing procedures for classified staff provide the College a benchmark of 
competence.  The selection process is rigorous, involving a wide range of 

college staff who participate in defining, interviewing, and selecting 
candidates for employment.   
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Standard III.A.4  

Required degrees held by faculty, administrators and other employees are 
from institutions accredited by recognized U.S. accrediting agencies.  

Degrees from non U.S. institutions are recognized only if equivalence has 
been established. 

Evidence of Meeting the Standard 

Minimum qualifications for all staff, including degree requirements, are 

established through the District Office of Human Resources (DHR), which 
aligns with the State of California Education Code, Section 87400 

(III.A.4).  To be consistent with the standards of minimum qualifications 
for both academic and classified recruitments, candidates’ degrees are 

required to be from Department of Education accredited U.S. institutions 

(III.A.1).  Candidates who have earned their degrees from non U.S. 
accredited institutions are required to have their transcripts evaluated by 

a U.S. foreign transcript evaluation agency accredited by the State of 
California Commission for Teacher Credentialing (III.A.7; III.A.32).  

Degrees from non U.S. institutions are recognized only if equivalence has 
been established.  The College and the District respectively verify all 

transcripts and equivalency documents to ensure that applicants meet the 
requirements (III.A.7, III.A.25 and III.A.33). 

Analysis and Evaluation 

With the proliferation of non-traditional colleges and universities, it has 

become increasingly important to verify that degrees presented as 
minimum qualifications meet prescribed standards set forth by accredited 

universities.  In addition, the College’s application process attracts 

professionals who have earned degrees from non U.S. institutions and, 
therefore, requires additional vetting.  Requiring all staff to demonstrate 

their degrees have been issued by institutions meeting U.S. accreditation 
standards, ensures compliance with State of California Education Code, 

and governing board rules.  All academic degrees presented by 
candidates for faculty positions are thoroughly vetted at the College level 

and, then, again at DHR by the selection and evaluation unit to establish 
provenance and verify equivalency before final offers of employment are 

extended.  Where there are questions related to equivalency, the District 
Academic Senate (DAS) adjudicates disputes for faculty qualifications; its 

ruling on the matter is final.  
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Standard III.A.5  

The institution assures the effectiveness of its human resources by 
evaluating all personnel systematically and at stated intervals.  The 

institution establishes written criteria for evaluating all personnel, 
including performance of assigned duties and participation in institutional 

responsibilities and other activities appropriate to their expertise.  
Evaluation processes seek to assess effectiveness of personnel and 

encourage improvement.  Actions taken following evaluations are formal, 
timely, and documented. 

Evidence of Meeting the Standard 

Pierce College academic and classified employees are systematically 

evaluated at clearly stated intervals with defined institutional 
responsibilities for personnel participation.  The collective bargaining 

agreements (CBA) between the Los Angeles Community College District 

(LACCD) and the various bargaining units representing faculty, 
administrators, and classified employees mandate that employees be 

evaluated at least annually for classified staff and administrators and 
every three years for faculty (III.A.34, III.A.35, III.A.36, III.A.37, 

III.A.38, III.A.39 and III.A.40). 

The LACCD Personnel Commission (PC) is responsible for the 
administration of performance evaluations for all classified management, 

including the vice presidents of administrative services, confidential, and 
other non-represented employees.  Additionally, the PC is responsible for 

administering the performance evaluation process for all probationary 
classified employees, while the LACCD Human Resources Division is 

responsible for administering the performance evaluation process for all 
permanent classified employees. Probationary classified employees have 

a 130-day probationary period and are evaluated in the second and 

fourth months of probation.  Probationary classified employees in 
executive and administrative classes are evaluated during the fourth and 

ninth months of probation. Thereafter, all permanent classified employees 
are evaluated annually (III.A.41).  After each evaluation is completed, it 

is reviewed with and signed by the employee to ensure that performance 
objectives and recommendations are understood and there is a formal 

record that the employee received the evaluation.  The next higher-level 
supervisor reviews and signs all evaluations.   

The college president and the vice presidents of academic affairs and 

student services are non-faculty unit academic employees and are 
evaluated annually while in acting, temporary, substitute or probationary 

status.  Although the LACCD Board Rule Chapter X, Article I, 10105.12 
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requires that presidents and academic vice presidents be evaluated at 

least once every two years while in regular status, in practice annual 
evaluation is required in order for these classes of administrators to be 

considered for step increases (III.A.42). Annual evaluations currently 
exceed the governing board rule requirements. 

Employee performance is evaluated according to contractually or 

otherwise specified (PC or Board Rule) criteria.  Appendix C of the faculty 
CBA provides for evaluation forms to be used for all faculty (III.A.43).  

The DHR or PC provide evaluation forms to be used for all non-faculty 
employees (III.A.44. III.A.45, III.A.46, III.A.47, III.A.48, III.A.49, 

III.A.50, III.A.51 and III.A.52).  The forms for faculty, staff, and 
administrators are designed to provide employees with a fair assessment 

of their work performance and effectiveness as well as their interpersonal 
performance and to provide recommendations for improvement and 

growth.  

In accordance with article 42 of the faculty CBA and Education Code 

87663 (a), probationary faculty are comprehensively evaluated annually 
for the first four years of employment by a tenure review committee 

comprised of faculty and administrators (III.A.35 and III.A.53).  Article 
19, paragraphs G and H, and Education Code 87663 require that tenured 

faculty are evaluated every three years alternating between basic and 
comprehensive evaluation beginning with the basic evaluation.  A basic 

evaluation reviews performance with little, if any, structured data 
gathering and does not include the establishment of a peer review 

committee.  A comprehensive evaluation, in accordance with Article 19.H 
of the Faculty CBA, is based on structured data gathered under the 

supervision of a peer review committee constituted by the college 
president or designee (III.A.34).  Faculty members serving as 

department chairs are evaluated at the end of their first year of service as 

department chair and thereafter at least once every other academic year.  
Both basic and comprehensive evaluations require the completion of 

student evaluations and observation in the classroom of the faculty 
member being evaluated.  Tenured faculty serving as directors, 

instructors on special assignment, college nurses, disability specialists, 
consulting instructors, or similar assignments are subject to the same 

alternating three year cycle of basic and comprehensive evaluations 
differentiated only by the use of specialized forms located in appendix C 

of the faculty CBA based on function as well as the size and composition 
of the peer review committee (III.A.34 and III.A.43). 
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Analysis and Evaluation 

Classified employees on probationary status are subject to two 

evaluations.  Frequent evaluations during an employee’s probationary 
period allows for more immediate and targeted feedback.  Timing these 

evaluations two months apart allows for improvement measures to be 
implemented and assessed early in the employment period.  The LACCD 

Human Resources Division administers the annual performance 
evaluation process for all permanent classified employees by sending out 

an automatically generated electronic notice to each classified employee’s 
supervisor the month before the annual evaluation is due. Thereafter, 

weekly reminders are sent until the evaluation is submitted (III.A.54).   
The evaluation forms used for the various collective bargaining units are 

negotiated and included in the various agreements between the 
respective union and the District.  All classified staff evaluations are 

reviewed at the divisional vice presidential-level.  The appropriate vice 

president maintains the integrity of and provides oversight for the 
evaluation process.  All employees have the opportunity to respond to 

areas of their evaluation where they do not agree with the findings of 
their supervisor or the peer review committee.  If the employee decides 

to provide a written response to his or her evaluation, it is appended to 
the evaluation and retained in the official personnel file.  The American 

Federation of Teachers (AFT) 1521A Staff Guild CBA provides supervisors 
the opportunity to recognize outstanding work performance (III.A.55).  

Completed evaluations are sent to the District’s Human Resources 
Department, where they become part of the employee’s permanent 

personnel file. 

The annual evaluation of probationary faculty is an effective means to 
provide worthwhile and useful input regarding performance.  Evaluation 

of probationary faculty is stipulated in the collective bargaining 

agreement to be completed during fall semesters, which has both positive 
and negative impacts.  It provides for immediate and swift input to the 

faculty member, but does pose a challenge for first-year probationary 
faculty because the faculty member is required to produce samples of 

class materials, including exams, which are difficult to collect in the first 
evaluation cycle.  The schedule of evaluations is one of the mechanisms 

the College has for assuring that evaluations lead to improvement of job 
performance.  If recommendations are made during any evaluation 

process, the faculty member incorporates them in future self evaluations 
and responds to the recommendations.  Those recommendations become 

the basis for the subsequent evaluations.  

file:///C:/ISER2016/Evidence/951.pdf
file:///C:/ISER2016/Evidence/944.pdf


Standard III 

172 

New adjunct rate employees are evaluated in the first or second semester 

of employment, and on a six-semester cycle thereafter in accordance with 
Article 19, Section E of the collective bargaining agreement (III.A.34).  

Regular (tenured) faculty members are evaluated at least once every 
three years in accordance with Article 19, Section B of the collective 

bargaining agreement (III.A.34) and Education Code 87663 (III.A.53).  
When a regular or an adjunct rate faculty member receives a “basic 

evaluation” in which only the department chair or designee conducts the 
performance evaluation, and the overall evaluation results in a “needs to 

improve” or “unsatisfactory” rating, that faculty member has the right to 
request a comprehensive evaluation as stated in Article 19, Section G 

(III.A.34).  Administrative evaluations may be performed in certain 
prescribed circumstances, which are described in the faculty’s collective 

bargaining agreement as outline in Article 19, Section I (III.A.34). 
Recommendations made for employee improvement are documented and 

progress on the improvement plan is reviewed in subsequent evaluation 

cycles or earlier if specified in the evaluation (III.A.34 and III.A.43). 

Evaluation forms for academic faculty are thorough and comprehensive.  
The language of the evaluation forms for the non management and 

administrator classified employees is standardized, generic and limited to 
“meets/exceeds standards” or “needs to improve,” As a result they do not 

allow or facilitate detailed input on work performance.  In addition, the 
evaluation forms do not allow for the setting of goals and objectives 

except as part of an improvement or remediation plan.  Evaluation forms 
used for the more senior levels of academic and classified employees are 

better at assessing effectiveness in specific areas of job performance in 
addition to providing a section on goals and objectives.  Senior-level 

administrators engage in extensive goal setting and assessment of prior 
goals during annual performance evaluations. 

Standard III.A.6 
The evaluation of faculty, academic administrators, and other personnel 

directly responsible for student learning includes, as a component of that 
evaluation, consideration of how these employees use the results of the 

assessment of learning outcomes to improve teaching and learning. 

Evidence of Meeting the Standard 

The evaluation of all classroom faculty, counselors, and librarians includes 
the expectation that members participate in the student learning 

outcomes assessment cycle of development, assessment, evaluation, 
improvement planning, and implementation (III.A.43).  Faculty, academic 

administrators, and other personnel collaborate together in department 
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and college wide events where learning outcomes are addressed.  

Individual faculty members and department chairpersons share in the 
responsibility to produce and assess student learning outcomes, and 

department chairs are charged with monitoring the outcomes assessment 
process.  The College Outcomes Committee (COC) provides training for 

SLO development and assessment (III.A.56, III.A.57 and III.A.58). 

Analysis and Evaluation 

Student learning outcomes from development to assessment and the 

creation of action plans to improve student outcomes are integrated into 
course and program planning and faculty self evaluations.  The latter is 

documented on faculty evaluation forms, which are used for both contract 
(probationary) and regular (tenured) faculty.  In addition, the College 

Outcomes Committee “guides the college through the continual process of 

developing, implementing, assessing, and evaluating outcomes 
guidelines, service learning outcomes, and program outcomes” (III.A.59). 

Standard III.A.7 

The institution maintains a sufficient number of qualified faculty, which 
includes full time faculty and may include part time and adjunct faculty, 

to assure the fulfillment of faculty responsibilities essential to the quality 
of educational programs and services to achieve institutional mission and 

purposes.  

Evidence of Meeting the Standard 

The basis for all faculty hiring is student programmatic need.  The College 
maintains an appropriate number of full and part time faculty to ensure 

the quality of its educational programs and services in various ways.  The 

College calculates its classroom faculty needs after determining the 
annual full time equivalent students (FTES) growth target established by 

the District Budget Committee (DBC [III.A.60]).  A further indicator of the 
adequacy of faculty staffing levels is the growth in the number of total 

certificates awarded.  In the five years from 2010 to 2014, the number of 
degrees and certificates awarded almost doubled from 876 to 1,821 

(III.A.61).  

The full to part time faculty ratio is mandated by the state as codified in 
the California Code of Regulations (CCR), Title 5, and Section 51025, 

which addresses the faculty obligation number (FON [III.A.62]).  The FON 
is defined as the base number of full time faculty a college must maintain 

based on the size of its educational program as measured in FTES.  It 
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Standard III: Resources 

The institution effectively uses its human, physical, technology, and financial resources to 
achieve its mission and to improve academic quality and institutional effectiveness. 
Accredited colleges in multi-college systems may be organized so that responsibility for 
resources, allocation of resources, and planning rests with the district/system. In such cases, 
the district/system is responsible for meeting the Standards, and an evaluation of its 
performance is reflected in the accredited status of the institution(s). 

III.A. Human Resources 

III.A.1. The institution assures the integrity and quality of its programs and services by 
employing administrators, faculty and staff who are qualified by appropriate 
education, training, and experience to provide and support these programs and 
services. Criteria, qualifications, and procedures for selection of personnel are clearly 
and publicly stated and address the needs of the institution in serving its student 
population. Job descriptions are directly related to institutional mission and goals and 
accurately reflect position duties, responsibilities, and authority. 

Los Angeles Southwest College hires administrators, faculty, and staff who are qualified with 
the appropriate education, training, and experience to provide and support the programs and 
services of the College. The selection process and procedures for selection of personnel are 
clearly and publicly stated and adhere to rules, policies, and procedures established by the 
Los Angeles Community College District (LACCD) Board of Trustees as well as those 
established by the LACCD Human Resources Division and policies and procedures 
established by the LACCD Personnel Commission. 

Evidence of Meeting the Standard: 

The Los Angeles Community College District Board of Trustees, the District Human 
Resources Division, and the District Personnel Commission determine the hiring criteria and 
minimum qualifications used by Los Angeles Southwest College (III.A.1-1: HR-R000 
Recruitment, Selection, and employment document; III.A.1-2: Human Resource Guides 
webpage). 

• HR-R 100 defines the recruitment and selection process for academic employees.
• HR-R 110 defines the recruitment and selection process for academic administrators.
• HR-R 120 defines the recruitment and selection process for tenure tack faculty.
• HR-R 200 defines the recruitment and selection process for classified employees.
• HR-R 300 defines the recruitment and selection process for unclassified employees.

The job announcements for all faculty, staff, and administrative positions are reviewed by 
Deans and Department Chairs and then forwarded to the HR Division for review and 
electronic posting on the Los Angeles Community College District’s Employment website, 
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“Welcome to the Los Angeles Community College District’s Employment Opportunity 
Pages” and www.cccregistry.org, which is provided as a link on this page to ensure that the 
college generates a diverse applicant pool (III.A.1-3: Welcome to the Los Angeles 
Community College District’s Employment Opportunity Pages). 

Job descriptions are directly related to institutional mission and goals and accurately reflect 
position duties, responsibilities, and authority. 

Analysis and Evaluation 

Adherence to state laws, District hiring policies, legal requirements of all collective 
bargaining agreements, and authority/board rules help to ensure that Los Angeles Southwest 
College selects the best-qualified employees for all open positions in a fair process that is 
well advertised.  

Conclusion 

The College meets this Standard. 

Evidence 

III.A.1-1: HR-R000 Recruitment, Selection, and employment document
III.A.1-2: Human Resource Guides webpage
III.A.1-3:  Welcome to the Los Angeles Community College District’s Employment

Opportunity Pages. 

III.A.2. Faculty qualifications include knowledge of the subject matter and requisite 
skills for the service to be performed. Factors of qualification include appropriate 
degrees, professional experience, discipline expertise, level of assignment, teaching 
skills, scholarly activities, and potential to contribute to the mission of the institution. 
Faculty job descriptions include development and review of curriculum as well as 
assessment of learning. (ER 14) 

Evidence of Meeting the Standard 

LASC follows the Los Angeles Community College District (LACCD)’s hiring policies and 
board rules to ensure faculty members have adequate and appropriate knowledge of the 
subject matter and are expert in their subject areas, skilled in teaching, and able to contribute 
to the mission of the College. All faculty must meet the minimum qualifications set forth in 
the 2014 Minimum Qualifications Handbook for Faculty (III.A.2-1: 2014 Minimum 
Qualifications Handbook for Faculty and Administrators). 

Full-time faculty names, disciplines, and educational obtainment are published in the college 
catalog to ensure that the public is aware of the qualifications of these faculty members.  
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Analysis and Evaluation 

LASC faculty are qualified and knowledgeable of the subject matter they teach and possess 
the requisite skills to offer instruction in their faculty service area.  

Conclusion 

The College meets the Standard. 

Evidence 

III.A.2-1: 2014 Minimum Qualifications Handbook for Faculty

III.A.3. Administrators and other employees responsible for educational programs and 
services possess qualifications necessary to perform duties required to sustain 
institutional effectiveness and academic quality. 

Evidence of Meeting the Standard 

LASC follows the Los Angeles Community College District (LACCD)’s hiring policies and 
board rules to ensure that Administrators and other employees responsible for educational 
programs and services possess qualifications necessary to perform duties required to sustain 
institutional effectiveness and academic quality. (III.A.3-1: HR-R 110 Recruitment and 
Selection Process for Academic Administrators). 

Analysis and Evaluation 

LASC has experienced a significant turnover in Administrators in spring 2015 and fall 2015. 
However, the new administrators who are being hired are highly qualified administrators 
who can maintain the effectiveness and quality of the College. 

Conclusion 

The College meets this Standard. 

Evidence 

III.A.3-1: HR-R 110 Recruitment and Selection Process for Academic Administrators
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III.A.4. Required degrees held by faculty, administrators and other employees are from 
institutions accredited by recognized U.S. accrediting agencies. Degrees from non-U.S. 
institutions are recognized only if equivalence has been established.   

Evidence of Meeting the Standard 

The College ensures that all degrees, whether U.S. or non-U.S., are recognized by U.S. 
accrediting agencies and that equivalency has been determined. 

The District Human Resource Division, Search and Selection Committees, and the Personnel 
Commission ensure that applicants meet minimum qualifications. Interview questions are 
developed to assist the interview panels when determining the qualifications of the 
candidates. Additionally, job references provided by applicants are reviewed to confirm the 
qualifications of candidates. As noted previously, all faculty must meet the minimum 
qualifications for the instructional discipline or other academic field as specified in the 2014 
Minimum Qualifications for Faculty and Administrators in California Community Colleges 
published by the Board of Governors of the California Community Colleges.  

All earned degrees must be posted on the official transcript. Foreign transcripts must include 
evaluation from an agency approved by California Commission on Teacher Credentialing. 
LACCD Board Rule 10106 ensures the certification of employee credentials, and all foreign 
transcripts must include and evaluation from an agency approved by California Commission 
on Teacher Credentialing (III.A.4-1: LACCD Board Rule 10106). 

Analysis and Evaluation 

LASC Faculty, Administrators, and other employees hold valid and appropriate degrees and 
credentials from institutions accredited by recognized U.S. accrediting agencies 

Conclusion 

The College meets the Standard. 

Evidence 

III.A.4-1: LACCD Board Rule 10106

III.A.5. The institution assures the effectiveness of its human resources by evaluating all
personnel systematically and at stated intervals. The institution establishes written 
criteria for evaluating all personnel, including performance of assigned duties and 
participation in institutional responsibilities and other activities appropriate to their 
expertise. Evaluation processes seek to assess effectiveness of personnel and encourage 
improvement. Actions taken following evaluations are formal, timely, and documented. 
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Evidence of Meeting the Standard 

The College evaluates all personnel at required intervals according to established guidelines 
and agreements to assess their effectiveness in supporting institutional effectiveness and 
academic quality. The College follows processes developed to improve job performance. The 
College follows the evaluation processes established by collective bargaining agreements, 
including:  

• Article 19 of the AFT 1521 Faculty Guild Contract
• Article 16 of the AFT 1521-A Staff Guild Contract
• Article 15 of the LA/OC Building and Trades Council Contract
• Article 12 of the Local 99, SEIU Contract (maintenance workers)
• Article 8 of the Teamsters. Local 911 Contact (academic supervisors)
• Article 11 of the Local 721, SEIU (classified supervisors)

Evaluation forms for each unit include performance standards or other criteria by which the 
employee is measured (III.A.5-1: Article 19 of the AFT 1521 Faculty Guild Contract; Article 
16 of the AFT 1521-A Staff Guild Contract; Article 15 of the LA/OC Building and Trades 
Council Contract; Article 12 of the Local 99, SEIU Contract [maintenance workers]; Article 
8 of the Teamsters; Local 911 Contact [academic supervisors]; Article 11 of the Local 721, 
SEIU [classified supervisors]). 

Analysis and Evaluation 

The personnel evaluation process satisfies the legal requirements of all collective bargaining 
agreements and board rules. The process allows for communicating positive feedback, 
recognizing accomplishments and rewarding outstanding performance, as well as 
communicating expectations and documenting issues with performance. The evaluation 
process is also used to determine ways to minimize deficiencies and improve performance, 
help achieve the College mission and department goals, and help employees develop 
knowledge, skills, and abilities as defined by each job description and the collective 
bargaining agreement. 

LASC is constantly seeking ways to ensure that evaluation timelines for probationary staff, 
tenure track faculty, adjunct faculty, and classified staff are adhered to in order to ensure 
compliance with union contracts. Training for department chairs, managers, supervisors and 
administrators who complete evaluations could be improved. The College has implemented 
meetings with the department chairs to ensure that the evaluation schedules are followed in a 
timely and consistent manner. The College vice president ensures that all employees are 
evaluated on schedule and according to the provisions of the appropriate collective 
bargaining agreements. 

Conclusion 

The College meets the Standard 
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Evidence 
 
III.A.5-1: Article 19 of the AFT 1521 Faculty Guild Contract; Article 16 of the AFT 1521-A 

Staff Guild Contract; Article 15 of the LA/OC Building and Trades Council 
Contract; Article 12 of the Local 99, SEIU Contract (maintenance workers); 
Article 8 of the Teamsters; Local 911 Contact (academic supervisors); Article 11 
of the Local 721, SEIU (classified supervisors)  

 
III.A.6. The evaluation of faculty, academic administrators, and other personnel 
directly responsible for student learning includes, as a component of that evaluation, 
consideration of how these employees use the results of the assessment of learning 
outcomes to improve teaching and learning. 
 
Evidence of Meeting the Standard 
 
Faculty, academic administrators, and other personnel directly responsible for student 
learning at Los Angeles Southwest College have, as a component of performance 
evaluations, consideration of how the results of learning outcomes assessment improve 
student learning and achievement (III.A.6-1: Faculty Evaluation Form). 
 
Analysis and Evaluation 
 
Although the College assesses and evaluates its SLOs and PLOs, it needs to implement a 
regular and continuous cycle of SLO and PLO assessment. Over the past eight years, the 
college has had three SLO Coordinators.   
 
Conclusion 
 
The College does not meet all elements of this Standard. The College needs to implement a 
regular and continuous cycle of SLO and PLO assessment. 
 
Evidence 
 
III.A.6-1: Faculty Evaluation Form 
 
III.A.7: The institution maintains a sufficient number of qualified faculty, which 
includes full time faculty and may include part time and adjunct faculty, to assure the 
fulfillment of faculty responsibilities essential to the quality of educational programs 
and services to achieve institutional mission and purposes. (ER 14) 
 
Evidence of Meeting the Standard 
 
The College, in conjunction with District staff, ensures that there are a sufficient number of 
faculty to assure the fulfillment of faculty responsibilities that are essential to the continuous 
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STANDARD III.A. HUMAN RESOURCES 

III.A.1. The institution assures the integrity and quality of its programs and services by employing
administrators, faculty and staff who are qualified by appropriate education, training, and 
experience to provide and support these programs and services. Criteria, qualifications, and 
procedures for selection of personnel are clearly and publicly stated and address the needs of the 
institution in serving its student population. Job descriptions are directly related to institutional 
mission and goals and accurately reflect position duties, responsibilities, and authority. 

Evidence of Meeting the Standard 

There are processes in place to recruit and select qualified certificated full-time and adjunct faculty and 
administrators through the Los Angeles Community College District (LACCD) Board Rules (III.A-1-1). 
Classified managers, supervisors, and staff follow the LACCD Personnel Commission rules for 
recruitment and selection (III.A.1-2). These structures are publicly available, developed, and modified as 
needed to meet programmatic needs and are consistently applied across the institution (III.A.1-3, 
III.A.1-4).

The State of California establishes minimum qualifications for faculty (III.A.1-5). Additional 
qualifications for faculty, such as licensing and special expertise, are determined locally to meet specific 
criteria within program areas (III.A.1-6). The Faculty Hiring Prioritization Committee reviews 
departmental applications for new faculty positions, ranks applications in priority order to meet the 
College’s mission, and submits a list of positions to the College President to approve (III.A.1-7). 
Alphabetical listings of job classifications exist for classified employees that include individual job class 
specifications and entrance qualifications (III.A.1-8).  

The College uses its Program Review process to determine new positions to fill. The respective 
collective bargaining unit for faculty and the Academic Senate Faculty vet faculty replacement 
positions. Employment information is publicly available (III.A.1-9) and additional local recruitment 
efforts are utilized to attract the most qualified applicants possible. All newly hired personnel have a 
probationary period to ensure that they are able to perform based on their qualifications reported during 
the hiring process (III.A.1-10). 

Analysis and Evaluation 

Evidence demonstrates the College meets this Standard. It is critical to the College that there are 
qualified faculty, staff, and administrators to carry out its mission and implement student success 
strategies. For faculty, staff, and administrator positions, clearly defined job descriptions are publicly 
available when employment opportunity announcements are posted on the District’s hiring websites. 
The College has established clear procedures to hire qualified faculty, staff, and administrators, 
including off-site and distance education. These procedures follow LACCD Board Rules, Human 
Resources guidelines, state minimum qualifications, and Personnel Commission rules to ensure the 
hiring of quality employees. By following the policies and procedures, the College ensures that the 
hiring process is consistently applied regardless of the open position and the members of the selection 
committee. 
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III.A.1. Evidence

III.A-1-1 LACCD Board Rules Ch. X Art. III
III.A.1-2 LACCD Personnel Commission Hiring Procedures
III.A.1-3 LACCD Human Resources Guide R-000
III.A.1-4 LATTC Academic Affairs Documents website
III.A.1-5 Faculty State Min. Quals.
III.A.1-6 LACCD Human Resources Guide R-100
III.A.1-7 LATTC Faculty Hiring Prioritization Committee Website
III.A.1-8 Personnel Commission Classified Job Descriptions
III.A.1-9 LACCD Employment Opportunities
III.A.1-10 LACCD Personnel Commission Probationary and Permanent Status and AFT 1521A and
1521 

III.A.2. Faculty qualifications include knowledge of the subject matter and requisite skills for the
service to be performed. Factors of qualification include appropriate degrees, professional 
experience, discipline expertise, level of assignment, teaching skills, scholarly activities, and 
potential to contribute to the mission of the institution. Faculty job descriptions include 
development and review of curriculum as well as assessment of learning. (ER 14) 

Evidence of Meeting the Standard 

Faculty hiring includes active involvement of multiple academic constituencies within the College, 
including the department or unit, the academic administration, the faculty collective bargaining unit, the 
Academic Senate, and the College President. The College follows the Academic Senate’s established 
minimum qualification requirements to determine initial screening for faculty selection. The Academic 
Senate developed and approved the faculty hiring procedures that the College uses to ensure compliance 
with state, District, and local hiring policies (III.A.2-1).  

The process to fill an approved faculty position begins with a Notice of Intent to Fill Academic Position 
followed by the formation of a certificated selection committee and the development of a job 
announcement (III.A.2-2). Job announcements for available faculty positions are posted for public view 
and include minimum and desired qualifications, requisite degrees and certifications, required duties and 
responsibilities, and a clear statement of the need to develop and update curriculum and student/program 
learning assessments (III.A.2-3, III.A.2-4). General information and resources are also available on 
faculty job announcements regarding the College’s adherence to the Americans with Disabilities Act 
and Equal Employment Opportunity (III.A.2-5). 

Subject-specific pedagogy is important for student success because it supports and focuses on the 
student learning process. The Evaluation of Faculty According to Effective Teaching Practices defines 
effective teaching at the College and describes how to evaluate this (III.A.2-6). The institution has a 
sufficient number of qualified faculty as addressed in Standard III.A.7.  

Analysis and Evaluation 

Evidence demonstrates the College meets this Standard and Eligibility Requirement 14. The classroom 
is an integral part of student success. The College strives to ensure that new faculty hires have the 
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expertise and experience to develop and review curricula while simultaneously assessing student 
learning. To achieve this, the College established a faculty hiring process, in collaboration with the 
Academic Senate, to ensure the recruitment of qualified and knowledgeable professionals. Well-defined 
job descriptions list, under duties and responsibilities, the development and revision of syllabi, 
curriculum, Student/Program Learning Outcomes, Program Review, and innovation. The selection 
process is a shared process that involves several constituent groups of faculty representatives from the 
discipline, the Academic Senate, the faculty union, the dean overseeing the discipline, and a trained 
equal employment opportunity representative. They collectively forward the best candidates to the Vice 
President of Academic Affairs & Workforce Development or the Vice President of Student Services, 
and the College President for final selection.  

During the interview process, applicants for faculty positions are expected to model a presentation on a 
specific subject and respond to questions from the hiring committee in order to demonstrate subject 
matter knowledge (the majority of the committee are content-experts) (III.A.2-7). Discipline-specific 
interview questions and/or presentation are used during the interview process to evaluate teaching 
modalities and their effectiveness. All members of the selection committee use an evaluation form to 
rate the applicant throughout the hiring process including citing strengths and weaknesses observed. 

III.A.2. Evidence

III.A.2-1 LATTC Academic Senate – Faculty Hiring Procedures
III.A.2-2 Sample Faculty Job Announcement
III.A.2-3 LACCD Human Resources Guide R-000
III.A.2-4 Faculty State Min. Quals.
III.A.2-5 LACCD – Equal Employment Opportunity
III.A.2-6 LATTC Faculty Evaluation Handbook, p. 27
III.A.2-7 LACCD Human Resource Guide Faculty Selection HR R-120

III.A.3. Administrators and other employees responsible for educational programs and services
possess qualifications necessary to perform duties required to sustain institutional effectiveness 
and academic quality.  

Evidence of Meeting the Standard 

New and replacement positions for certificated administrators and support staff responsible for 
educational programs are reviewed and evaluated annually during Program Review to ensure academic 
integrity and institutional effectiveness. Requests for staffing resources are identified from Program 
Review and requested through the Position Review Work Group (PRWG) (III.A.3-1, III.A.3-2). The 
PRWG meets to recommend non-faculty hires to the College President for approval.  

The College focuses on hiring quality individuals. If the selection pool does not result in quality 
applicants, the hire does not go forward and the position is re-evaluated for future action. The College 
follows processes established by the Los Angeles Community College District (LACCD) for recruiting 
and selecting certificated administrators (III.A.3-3) and support staff (III.A.3-4). This includes 
developing measurable criteria, which are clearly defined in job announcements, for minimum and 
desirable qualifications, required degrees and certifications, or the equivalent. The process includes a 
request in the form of a Notice of Intent to Fill Academic Position for certificated administrators or a 
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Classified Staffing Request for support staff positions. Selection committees consist of administrators 
and staff, members from the Academic Senate (for certificated administrators), appropriate bargaining 
unit representatives, and a trained Equal Employment Opportunity representative (III.A.3-5). 

Qualified candidates are invited to participate in a competitive interview process. The College President 
also interviews the top candidates for certificated administrators. The name of the recommended 
candidate is forwarded to LACCD Human Resources for certification before a formal offer of 
employment is made. All new hires are evaluated at established intervals to validate that the selection 
can perform the duties required to sustain institutional effectiveness (III.A.3-6).  

Analysis and Evaluation 

Evidence demonstrates the College meets this Standard. The College selects qualified administrators and 
staff to support instruction and provide the wrap around services to support student success. The 
participation of various constituent groups in the screening process ensures that well-rounded candidates 
are forwarded to the College President for final selection. In addition to the minimum and desirable 
qualifications, administrators and other employees responsible for educational programs and services 
must have the ability to communicate and work effectively amongst each other, partners, and students to 
assure academic quality. 

III.A.3. Evidence

III.A.3-1 FHPC Process
III.A.3-2 PRWG Process
III.A.3-3 LACCD Human Resources Guide R-100
III.A.3-4 Personnel Commission Hiring Procedures
III.A.3-5 LACCD Human Resources Guide R-110
III.A.3-6 Evidence LATTC Administrator Competency Model

III.A.4. Required degrees held by faculty, administrators and other employees are from 
institutions accredited by recognized U.S. accrediting agencies. Degrees from non U. S. institutions 
are recognized only if equivalence has been established. 

Evidence of Meeting the Standard 

To be considered as a candidate for employment in any capacity, applicants must electronically submit a 
completed application to the Los Angeles Community College District (LACCD) a completed 
application for employment (III.A.4-1, III.A.4-2). Faculty members establish their qualifications by 
demonstrating possession of the degree/certification, experience specified in the job announcement, or 
equivalence as evaluated by the District Academic Senate’s Equivalency Committee (III.A.4-3). Official 
transcripts are required prior to finalizing the hiring process (III.A.4-4).  

In the event that candidates use degrees from non-U.S. institutions to demonstrate minimum 
qualifications, they must provide official copies of transcript evaluation forms. Foreign transcript 
evaluations forms are only accepted if they are completed by agencies approved by the State of 
California Commission on Teacher Credentialing for foreign transcript evaluation (III.A.4-5). 
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Analysis and Evaluation 

Evidence demonstrates the College meets this Standard. The LACCD Board Rules, Human Resources 
guidelines, District Academic Senate, state minimum qualifications, and Personnel Commission rules 
clearly state that all eligible candidates must hold degrees that are recognized by U.S. accrediting 
agencies or determined equivalent. This information is publicly available on the LACCD Employment 
Opportunities for Academic Positions website and the Personnel Commission Special Qualifications 
Requirements website. The process that candidates must follow in order to establish equivalency for 
degrees earned from non-U.S. institutions is clearly outlined on the websites. 

III.A.4. Evidence

III.A.4-1 Link to LACCD Certificated Employment
III.A.4-2 Link to LACCD Classified Employment
III.A.4-3 Evidence DAS Equivalency process
III.A.4-4 Evidence LACCD Website
III.A.4-5 State of CA Commission on Teacher Credentialing Foreign Transcript Evaluation

III.A.5. The institution assures the effectiveness of its human resources by evaluating all personnel
systematically and at stated intervals. The institution establishes written criteria for evaluating all 
personnel, including performance of assigned duties and participation in institutional 
responsibilities and other activities appropriate to their expertise. Evaluation processes seek to 
assess effectiveness of personnel and encourage improvement. Actions taken following evaluations 
are formal, timely, and documented. 

Evidence of Meeting the Standard 

Faculty, administrators, and classified staff are regularly evaluated to ensure the effectiveness and 
quality of instruction and services provided (III.A.5-1, III.A.5-2). The majority of the employees are 
represented by collective bargaining agreements that include provisions for performance evaluation, 
including the right to challenge outcomes through the grievance process. Los Angeles Community 
College District (LACCD) Personnel Commission rules specify the California Education Code sections 
and laws and rules that must be followed for classified staff performance evaluations. 

The overall goal of faculty evaluations is to aid faculty members to become more effective. The 
evaluation process allows the faculty member under review and the College to recognize performance 
and increase awareness of teaching strengths and areas of improvement. Noted areas in need of growth 
may be addressed through professional development activities offered on campus, faculty dialogue, or 
other methods. The Office of Academic Affairs & Workforce Development maintains records on faculty 
evaluations and is responsible for ensuring that all probationary, tenured, and adjunct faculty are 
regularly evaluated as stipulated in the faculty contract (III.A.5-3). 

Newly hired full-time faculty members are probationary and evaluated annually through a four-year 
probation process. A successful culmination results in tenure at the end of the fourth year. Tenure-track 
evaluation committees are comprised of the area department chair, a department faculty member, a 
tenured faculty representative chosen by the faculty being evaluated, a non-voting dean, and an 
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Academic Senate member. The tenure-review committee bases its review on classroom observations, 
student evaluations, and other data agreed to within the department (III.A.5-4). 

Evaluations for tenured faculty are conducted at least every three academic years. The evaluations 
typically alternate between a basic evaluation and a comprehensive evaluation. The basic evaluation is 
conducted between the faculty member and department chairperson, and a committee conducts the 
comprehensive evaluation. Comprehensive evaluations follow similar procedures as those used in 
evaluations of probationary faculty. Adjunct faculty are only subject to basic evaluations (III.A.5-5) The 
College has created a comprehensive Faculty Evaluation Handbook that includes an overview of faculty 
evaluation, basis of the evaluation process, roles and responsibilities, a description of resource materials, 
and steps in the evaluation process. The handbook also includes all evaluation resource materials, 
checklists and forms. (III.A.5-6, III.A.5-7). 

Evaluations of classified staff and administrators are conducted annually as prescribed by respective 
collective bargaining unit agreements (III.A.5-8, III.A.5-9, III.A.5-10, III.A.5-11, III.A.5-12). An 
evaluation alert notifies supervisors via email and in the time entry/approval system during an 
employee’s birth month that evaluations are due (III.A.5-13). Notifications to supervisors continue at 
regular intervals until the supervisor completes an evaluation and logs it into the system. The College’s 
vice presidents conduct yearly self-evaluations and receive a comprehensive evaluation that includes 
faculty, staff, and peer feedback every three years (III.A.5-14, III.A.5-15, III.A.5-16, III.A.5-17). 
Evaluations for vice presidents are available upon request from the District Human Resources Division. 

Analysis and Evaluation 

Evidence demonstrates the College meets this Standard. To evaluate faculty, administrators, and 
classified employees effectively and regularly, the College follows the evaluation processes and 
schedules defined in the respective collective bargaining agreements, Board Rules, and Personnel 
Commission rules. The Office of the applicable Vice President tracks faculty evaluations.  

The LACCD evaluation alert system streamlined evaluation of classified employees with reminders to 
supervisors. The system sends notifications through the Employee Self-Service Portal to each supervisor 
when each employee evaluation is due. The criteria for evaluating employees is clearly delineated in the 
collective bargaining agreements and Personnel Commission rules; evaluations are aligned to the 
employee’s assigned duties and expertise. The evaluation process includes feedback to the employee 
through recommendations, improvements, and growth area. These components also serve as the basis 
for subsequent evaluations and ongoing coaching. Administrators must sign off to verify the evaluation 
is accurate and complete. In Fall 2015, the Executive Team began receiving a report to internally 
monitor and ensure employee evaluations are being completed. 

III.A.5. Evidence

III.A.5-1 LACCD Human Resources Database of Evaluations
III.A.5-2 LATTC Payroll/Personnel Report of FT Classified Employees Evaluation Month and
Evaluation Status 
III.A.5-3 Sample CMU Evaluation Schedule
III.A.5-4 AFT Faculty Guild Art. 42 Tenure review and evaluation of contract (probationary) faculty
III.A.5-5 AFT Faculty Guild Art. 19 Evaluation
III.A.5-6 LATTC Faculty Evaluation Handbook website



Los Angeles Trade-Technical College Self Evaluation Report 2016 Page 211 

III.A.5-7 LATTC Faculty Evaluation Handbook
III.A.5-8 AFT Staff Guild Art. 16 Procedure for Performance Evaluation 
III.A.5-9 Los Angeles/Orange Counties Building and Construction Trades Council Art. 15 Performance
Evaluation Procedure 
III.A.5-10 Local 99 Art. 12 Performance Evaluation Procedure
III.A.5-11 Local 911 Art 8 Evaluation for Administrators
III.A.5-12 Local 721 Art 11 Performance Evaluation Procedure
III.A.5-13 Evaluation Alert System (EASY) through the Employee Self-Service Portal
III.A.5-14 Personnel Commission Laws and Rules 702
III.A.5-15 LACCD Evaluations Forms
III.A.5-16 LACCD Employer/Employee Relations Handbook
III.A.5-17 LACCD Board Rule10105.12

III.A.6. The evaluation of faculty, academic administrators, and other personnel directly
responsible for student learning includes, as a component of that evaluation, consideration of how 
these employees use the results of the assessment of learning outcomes to improve teaching and 
learning. 

Evidence of Meeting the Standard 

Evidence demonstrates the College meets this Standard. During the New Faculty Academy and Faculty 
Convocation, faculty, academic administrators, and other personnel directly responsible for student 
learning are made aware of the requirement to participate in Program Review, Accreditation, student 
learning outcome assessments and to revise course outlines and be active on campus committees 
(III.A.6-1). These requirements are under duties and responsibilities in job announcements and are 
incorporated into the evaluation process. Evaluation forms are agreed to as part of each collective 
bargaining agreement. Under the category of “Professional Contributions” on faculty evaluation forms is 
a rating to determine if the faculty member “meets/exceeds expectations” or “needs improvement” in the 
area of “Participates in Student Learning Outcomes (SLO) Assessment Cycle.” For classroom faculty, 
this includes approved SLOs on class syllabi (III.A.6-2, III.A.6-3). 

Analysis and Evaluation 

All faculty and staff have opportunities on an annual basis during Program Review to participate in the 
outcome assessment process. Evaluations of faculty and administrators include accountability measures 
for learning outcomes to continuously improve the teaching and learning process and experience for 
students and staff.  

III.A.6. Evidence

III.A.6-1 Sample Job Descriptions Faculty and Administrators; Appendix Q of AFT, New Faculty
Academy Handouts 
III.A.6-2 AFT Faculty Contract, Appendix C Section II, p.193
III.A.6-3 Evaluation Forms for Faculty, Administrators and Classified Staff Guild
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STANDARD III.A HUMAN RESOURCES 

III.A.1 The institution assures the integrity and quality of its programs and services by employing
administrators, faculty and staff who are qualified by appropriate education, training, and 
experience to provide and support these programs and services. Criteria, qualifications, and 
procedures for selection of personnel are clearly and publicly stated and address the needs of 
the institution in serving its student population. Job descriptions are directly related to 
institutional mission and goals and accurately reflect position duties, responsibilities, and 
authority.  

Evidence of Meeting the Standard 
Criteria, qualifications, and procedures for selection in all employee categories are stated in the 
job announcements for these positions, which are posted on the LACCD website under its 
Employment tab. The website clearly outlines the application, evaluation, and selection process. 

Administrators 
Administrators may be hired through the academic or classified hiring structures, depending on 
the position’s designation. The District outlines hiring procedures for administrators in HR 
Guide R-110 (III.A.1 Academic Administrator Selection).The process of hiring administrators is 
explained in an LAVC handbook (III.A.2 Selection Procedures for Administrative Positions). 
Administrators must meet the minimum qualifications set by the State, Minimum Qualifications 
for Faculty and Administrators in the CCCs. Job descriptions accurately reflect position duties, 
responsibilities, and authority. Listed duties and responsibilities support the College’s mission to 
enable students to advance their education (III.A.3 Dean of Academic Affairs Job 
Announcement). 

Faculty 
Hiring criteria for academic personnel are determined by state and local policies. LAVC uses the 
state minimum qualifications Minimum Qualifications for Faculty and Administrators in the 
CCCs, which are subject to review and modification by the District Academic Senate (DAS) in 
case of ambiguous equivalencies. Each state-wide minimum qualification ensures appropriate 
education, training, and experience, including appropriate degrees, professional experience, and 
discipline expertise. Criteria for academic minimum qualifications are detailed in LACCD 
Human Resources Guide HR R-100 (III.A.4 Academic Minimum Qualifications).  

Following District procedures, the College’s Academic Senate, in consultation with 
administration, developed a hiring policy for academic employees (III.A.5 Hiring Handbook for 
Selecting Faculty). The search committee drafts a position announcement, which follows District 
guidelines (III.A.6 Board Rule 10301). Each job announcement lists the criteria and 
qualifications to be evaluated for each candidate. The desired qualifications listed in the job 
announcement describe an expectation of level of teaching skills and potential to contribute to 
the mission of the college. Each job description includes as part of faculty responsibilities to 
assist in curriculum development and assessment of learning (III.A.7 English Basic Skills Job 
Announcement).  
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http://www.laccd.edu/Employment/Pages/default.aspx
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.1.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.2.pdf
http://californiacommunitycolleges.cccco.edu/Portals/0/FlipBooks/2014_MQHandbook/#/0
http://californiacommunitycolleges.cccco.edu/Portals/0/FlipBooks/2014_MQHandbook/#/0
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.3.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.3.pdf
http://californiacommunitycolleges.cccco.edu/Portals/0/FlipBooks/2014_MQHandbook/#/0
http://californiacommunitycolleges.cccco.edu/Portals/0/FlipBooks/2014_MQHandbook/#/0
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.4.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.5.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.5.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.6.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.7.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.7.pdf
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Classified Staff 
The District’s Personnel Commission develops job descriptions for all classified positions, which 
are posted on the LACCD website: Job Descriptions. The District maintains a comprehensive 
Job Applicant page for staff on its website. Qualifications include appropriate education, 
training, and experience. 

Applicants for classified positions must meet the minimum entrance qualifications before they 
are allowed to take civil service exams and must follow requirements listed in the Personnel 
Guides. The District verifies their qualifications before their names are submitted to the College. 
Classified positions are posted in the campus Personnel Office, advertised on the District 
website, and sent via email to all users (III.A.8 Classified Employment Opportunities email). 
Supervisors apply their desirable characteristics in interview questions to screen for the best fit. 
For selection of classified staff, LACCD Personnel Commission Guides are followed. An 
interview committee comprised of college personnel reviews the District’s ranked eligibility list 
and selects candidates for an interview and selection. 

Analysis and Evaluation 
To ensure the quality of instruction and services, the College follows the policies and procedures 
for selecting personnel outlined in handbooks and Board Rules. The College President is 
responsible for ensuring that these procedures are followed. 

Board Rules and regulations related to hiring are updated and revised regularly and posted on the 
Los Angeles Community College District website. Each college in the District is encouraged to 
document its internal processes for selecting personnel. In the process of examining this 
Standard, the College realized that it needs to revise its Hiring Handbook for Selecting Faculty to 
align with procedural practices established at the College. The Office of Academic Affairs and 
the Academic Senate plan to complete this revision by the end of spring 2016. 

III.A.2 Faculty qualifications include knowledge of the subject matter and requisite skills for the
service to be performed. Factors of qualification include appropriate degrees, professional 
experience, discipline expertise, level of assignment, teaching skills, scholarly activities, and 
potential to contribute to the mission of the institution. Faculty job descriptions include 
development of review of curriculum as well as assessment of learning.  

Evidence of Meeting the Standard 
Criteria for faculty hiring are typically based on institutional needs identified in program review 
and aligned with the College’s mission and goals. For example, the College recently hired a 
librarian dedicated to student success and outreach. As demonstrated in the Library Department’s 
program review, the success and outreach components to promote student success and retention 
among underprepared students can be above and beyond operational responsibilities; thus, the 
addition of a librarian was deemed appropriate to better meet the College’s mission (III.A.9 
Library Faculty Staffing Module). The History, Humanities, Law and Political Science 
Department demonstrated that full-time faculty members make up only 25 percent of the staffing 
of classes with a fill rate of 99 percent, which creates a gap in faculty resources to address 
student needs (III.A.10 HHLPS Faculty Staffing Module). Also, since one of the College’s core 
values is mutual respect and diversity, “sensitivity to diversity” is listed as one of the criteria on 
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http://www.laccd.edu/Departments/PersonnelCommission/job-descriptions/Pages/alpha-list-nf.aspx
http://www.laccd.edu/Departments/PersonnelCommission/jobapp-center/Pages/default.aspx
https://employment.laccd.edu/
https://employment.laccd.edu/
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.8.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.9.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.9.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.10.pdf
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job descriptions. Additional qualifications may also be added. Candidates for instructional 
positions are asked to present a lesson to demonstrate their teaching methods. Faculty job 
descriptions also include knowledge of developing and review of curriculum as well as 
assessment of learning (III.A.11 BusinessAccounting Job Description).  

A more flexible process is used to hire temporary adjunct faculty, with the department chair 
acting as the hiring committee. Even in this shorter process, the District must verify that 
candidates meet minimum qualifications. To ensure that adjunct faculty have met minimum 
qualifications before beginning their assignments, the College’s department chair and 
supervising dean must complete a form showing they have reviewed and confirmed official 
transcripts and work experience (III.A.12 Notification of Adjunct Faculty Selection). 
[Fulfills Eligibility Requirement 14] 

Analysis and Evaluation 
Candidates for faculty positions undergo a rigorous review to validate appropriate skills, 
knowledge of subject matter and professional experience. The hiring process that ensures the 
most qualified candidates are selected and that their expertise will support the College mission of 
promoting student success and helping students to advance their education. The significant 
involvement of faculty on hiring committees – two from the discipline are required to serve – 
ensures that candidates demonstrate expertise in their discipline and excellent teaching skills.  

III.A.3 Administrators and other employees responsible for the educational programs and
services possess qualifications necessary to perform duties required to sustain institutional 
effectiveness and academic quality. 

Evidence of Meeting the Standard 
Administrators 
Administrators may be hired through the academic or classified hiring structures, depending on 
the position’s designation. In both cases, the hiring committee posts desirable characteristics, 
adopts appropriate questions, and conducts interviews. Activities in the interview may include 
demonstrations, performances of skills, or other simulated or real job duties relevant to the 
position (III.A.13 Selection Procedures for Administrative Positions). Administrators must meet 
the minimum qualifications set by the State. [See response to Standard III.A.1]).  

Analysis and Evaluation 
Similar to faculty, all administrative hires undergo a rigorous review to verify they have the 
qualifications required to sustain institutional effectiveness and academic quality. 

III.A.4 Required degrees held by faculty, administrators and other employees are from
institutions accredited by U.S. accrediting agencies. Degrees from non-U.S. institutions are 
recognized only if equivalence has been established.  

Evidence of Meeting the Standard 
All hires for faculty, administrative, and other positions requiring a degree must submit official 
transcripts to be reviewed and verified by District HR. Candidates must hold degrees from 
appropriately accredited institutions. A candidate holding a degree from a non-U.S. institution 
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http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.11.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.12.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.13.pdf
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must pay for a state-approved evaluation service to verify it. If a candidate does not meet 
minimum qualifications, District procedures are followed for establishing equivalence (III.A.14 
DAS Equivalency Instructions). 

Analysis and Evaluation 
District HR ensures that degrees for new hires are verified. 

III.A.5 The institution assures the effectiveness of its human resources by evaluating all
personnel systematically and at stated intervals. The institution establishes written criteria for 
evaluating all personnel, including performance of assigned duties and participation in 
institutional responsibilities and other activities appropriate to their expertise. Evaluation 
processes seek to assess effectiveness of personnel and encourage improvement. Actions taken 
following evaluations are formal, timely, and documented. 

Evidence of Meeting the Standard 
Bargaining agreements and personnel rules delineate procedures for the evaluation of all 
personnel and include consistent procedures for follow-up if evaluations are unsatisfactory. 

Faculty 
Faculty evaluations, described in the LACCD/Los Angeles College Faculty Guild Collective 
Bargaining Agreement, Articles 19 and 42, are based primarily on peer review. In a basic 
evaluation, the department chair, vice chair, or designee reviews performance. In a 
comprehensive evaluation, a committee comprising faculty peers, including the department 
chair, review the faculty member. The criteria for evaluation are specified on the evaluation form 
(II.A.22 Faculty Evaluation Summary Form). Classroom visits, conferences with the faculty 
member, and student evaluations must be used (I.C.13 Student Evaluation Form).  

Probationary faculty are evaluated each year for four years, or until tenure is granted or the 
employee is not retained. Instructors are evaluated on effective teaching and performance of 
duties (III.A.15 Evaluation Process for Probationary Faculty, AFT 1521 Faculty Guild CBA 
Article 42). Sections of the Faculty Collective Bargaining Agreement establish responsibilities, 
such as participation in professional development activities (Article 10), workload and related 
duties, such as maintaining accurate records and holding office hours (Article 13), and service on 
a college committee (Article 32). The CBA delineates the required as well as expected duties of 
full-time faculty (Appendix Q). Academic deans report the results of evaluations to the VP of 
Academic Affairs for all probationary positions. An administrative evaluation may be triggered 
at any time during the probationary period (III.A.16 Administrative Evaluation Form). 

Tenured instructors are evaluated every three years, alternating between a basic and a 
comprehensive evaluation. Adjunct faculty are evaluated with a basic evaluation before the end 
of their second semester and at least once every six semesters after that. If a faculty member’s 
overall performance on his or her basic evaluation is rated “needs to improve” or 
“unsatisfactory,” the faculty member can request a comprehensive evaluation. Should he/she 
receive a less than satisfactory evaluation, formal, documented procedures and timelines are used 
(III.A.17 Evaluation Process for Tenured and Adjunct Faculty, AFT 1521 Faculty Guild CBA 
Article 19). 
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http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.14.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.14.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/II.A.%20Instructional%20Programs/II.A.22.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/I.C.%20Institutional%20Integrity/I.C.13.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.15.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.15.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.16.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.17.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.17.pdf
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To focus on improvement, the 2014-17 faculty collective bargaining agreement now includes the 
use of a written improvement plan with appropriate professional growth activities when a faculty 
member receives a less than satisfactory evaluation. New contract language emphasizes 
evaluation as “a way to provide positive reinforcement, constructive advice, and specific 
recommendations for improvement and professional growth.” In fall 2016, the District and the 
AFT will provide mandatory training to all evaluators.  

To ensure that faculty evaluations are completed systematically, the Office of Academic Affairs 
maintains a tracking system with every faculty member’s evaluation date. As of December 2015, 
96% of faculty evaluations were current (III.A.18 Faculty Evaluation Summary). The charts are 
continually updated.  

The VP of Academic Affairs arranges for training on evaluation to be offered at Chairs and 
Directors meetings (III.A.19 Chairs and Directors Minutes September 2015). Evaluation is 
covered in the annual district-wide workshops held for department chairs, deans, and VPs, jointly 
sponsored by the District and the Faculty Guild. A regional three-hour training session was held 
in spring 2015 at LAVC to highlight changes in the 2014-17 CBA (III.A.20 
Dept_Chair_Dean_VP Workshop 2015). A workshop on evaluation was held on Opening Day 
2015 and repeated at a union chapter meeting in October 2015 (III.A.21 Evaluation PPT). 

Classified Staff 
Basic procedures for evaluation and follow-up for all categories of classified personnel are 
described in Personnel Commission Regulations (III.A.22 Performance Evaluation for Classified 
Staff Rule 702) and in Article 16 of their collective bargaining agreement (III.A.23 AFT College 
Staff Guild Local 1521A Collective Bargaining Agreement). Probationary employees are 
evaluated in the 2nd and 4th month of employment and permanent employees have at least one 
performance review each year conducted by their supervisors, using the evaluation forms in 
Appendix B and C of the contract. Additional reviews may be done at any time at the 
supervisor’s discretion. 

The District alerts the employee’s supervisor and the College’s Single Point of Contact (SPOC) 
electronically that the evaluation is due. Email reminders are sent to the supervisors. Upon 
completion, the supervisor logs into the system, marks the evaluation complete, and the SPOC is 
notified. In the course of our 2013 self-evaluation process, the committee working on this 
standard decided to create an in-house performance review tracking system to ensure evaluations 
are completed on time (III.A.24 Classified Performance Evaluations Report December 2015). 

If an employee receives a less than satisfactory evaluation, the supervisor and the employee 
jointly develop a performance improvement program. It then becomes the responsibility of the 
employee to follow the plan and for the supervisor to monitor progress. Specific procedures for 
correction of less-than-satisfactory performance evaluations are listed on the evaluation form 
(III.A.25 Performance Evaluation Form for Classified Employees). Any negative evaluation 
must include specific recommendations for improvements and provisions for assisting the 
employee in achieving them. The employee has the right to review and respond with a statement 
to a negative evaluation or comment.  
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http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.18.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.19.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.20.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.20.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.21.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.22.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.22.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.23.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.23.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.24.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.25.pdf
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Administrators 
The college president is evaluated annually by the Chancellor. He or she completes an annual 
self-assessment, updates his/her goals for the following year, and meets with the Chancellor to 
review both documents. The college president undergoes a comprehensive evaluation at least 
every three years. An evaluation committee collects input from peers and completes a data 
collection form. The Chancellor then prepares a summary evaluation memo, which is shared 
with the college president (III.A.26 Performance Evaluation Process for College Presidents). 

Vice presidents are evaluated by the College President (III.A.27 VP Evaluation Form). Deans, 
associate deans, and assistant deans are evaluated by procedures set forth in Article 8 of their 
union contract, which calls for an evaluation within 12 months of starting the assignment and 
annually from the anniversary date of the assignment (III.A.28 Administrators California 
Teamsters Public Professional and Medical Employees Union Local 911 Collective Bargaining 
Agreement). 

Classified Supervisors 
Classified supervisors are evaluated according to Article 11 of their contract Classified 
Supervisors: (III.A.29 Supervisory Employees Local 721 Collective Bargaining Agreement). 
Probationary employees are evaluated in the 2nd and 4th months of employment; permanent 
employees are evaluated at least once a year by a manager with supervisory responsibilities and 
reviewed by the appropriate vice president. 

Periodically, supervisors receive training on employee evaluation, discipline, 
handling/preventing grievances, accommodations, and workers comp/stress claims. 

Analysis and Evaluation 
The evaluation process is as effective as the evaluators who conduct it are diligent and fair. In a 
review to grant tenure to a probationary faculty member, the evaluation committee remains the 
same for the duration of the probationary period, and each evaluation is compared to the previous 
year’s, focusing on improvements or deficiencies. The process can be positive, enhancing 
performance through recommendations for improvement.  

On the 2014 LAVC Accreditation Survey, almost 83 percent rated the evaluation process as very 
effective, effective, or somewhat effective. This is an improvement over the last two surveys 
results, when in 2011, 76 percent gave the process the same rating. In 2005, only 54 percent of 
faculty rated the process as excellent or good, and 60 percent of classified staff rated the process 
as fair or poor.  

III.A.6 The evaluation of faculty, academic administrators, and other personnel directly
responsible for student learning includes, as a component of that evaluation, consideration of 
how these employees use the results of the assessment of learning outcomes to improve teaching 
and learning. 

Evidence of Meeting the Standard 
In the Collective Bargaining Agreement for faculty, one of the professional responsibilities listed 
on the faculty evaluation form is “Participates in the student learning outcomes assessment cycle” 

Los Angeles Valley College Self Evaluation Report 2016

http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.26.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.27.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.28.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.28.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.29.pdf
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and for classroom faculty, “includes approved SLOs on class syllabi” (II.A.22 Faculty 
Evaluation Summary Form). A contract interpretation clarifies the parameters of faculty 
participation in the Student Learning Outcomes Assessment Cycle (III.A.30 Contract 
Interpretation on SLOs in Faculty Evaluation). Several of the criteria in part B of the evaluation 
form address the teaching of appropriate course content, leading to effective student achievement. 

Participating in the process of assessing course SLOs includes identifying remedies to address 
student weaknesses. The second time a course is assessed, faculty have the chance to see if the 
changes they implemented had an impact. 

The job duty statements for all Academic Affairs administrators include working with their 
departments in using achievement data to improve teaching and learning, and their evaluation 
includes reflection on how they perform that function (III.A.31 Dean of Academic Affairs Job 
Duties).  

SLO assessment data is shared with tutors and used to inform tutor training. Tutors are involved 
in discussing the SLO for the Tutor 1 course (Supervised Learning Assistance). Assessment of 
that SLO led to conducting more outreach, holding one-on-one appointments with basic skills 
students, and providing more workshops.  

Analysis and Evaluation 
The LACCD is one of the first community college districts in the state to have specifically 
spelled out participation in the Student Learning Outcome Assessment Cycle for both full-time 
and adjunct faculty in the evaluation process. The ACCJC visiting team in spring 2013 
commended the District “for including assessment of student learning outcomes in the faculty II” 
(III.A.32 Visiting Team Report May 2013). 

III.A.7 The institution maintains a sufficient number of qualified faculty, which includes full time
faculty and may include part time and adjunct faculty, to assure the fulfillment of faculty 
responsibilities essential to the quality of educational programs and services to achieve 
institutional mission and purposes.  

Evidence of Meeting the Standard 
In fall 2014, LAVC employed 185 full-time faculty and 212 (FTEF) part-time instructors for a 
total of 397 instructors. In fall 2014 the full-time to part-time faculty ratio was 58 percent, about 
average compared to the other LACCD campuses. In fall 2015, the College achieved a FON of 
193.42 with a full-time to part-time faculty ratio of 59.5% (III.A.33 Fall 2015 FON Report). 

The College determines its schedule by reviewing a wide range of data to complete a two-year 
scheduling program for each discipline.  Courses are offered to lead to transfer, degree and 
certificate completion as aligned with the institutional mission. All classes are staffed based on 
transcript review, interviews and evaluation of all faculty members. 
[Fulfills Eligibility Requirement 14] 

Analysis and Evaluation 
The College is able to meet its base FTES targets by systematically offering sections taught by 
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http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/II.A.%20Instructional%20Programs/II.A.22.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/II.A.%20Instructional%20Programs/II.A.22.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.30.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.30.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.31.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.31.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.32.pdf
http://college.lavc.edu:8888/sites/accreditation/2016%20Self%20Evaluation%20Report/III.A.%20Human%20Resources/III.A.33.pdf
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 STANDARD III:  

Resources 

III.A. HUMAN

RESOURCES 

Standard III.A.1  

The institution assures the integrity 

and quality of its programs and 

services by employing 

administrators, faculty and staff who 

are qualified by appropriate 

education, training, and experience 

to provide and support these 

programs and services. Criteria, 

qualifications, and procedures for 

selection of personnel are clearly 

and publicly stated and address the 

needs of the institution in serving its 

student population. Job descriptions 

are directly related to institutional 

mission and goals and accurately 

reflect position duties, 

responsibilities, and authority. 
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Evidence of  

Meeting the Standard: 

LACCD Board Rules specify processes for 

recruiting and selecting full-time and 

adjunct faculty and administrators.1 

Recruitment and selection of classified 

managers, supervisors and staff follow the 

LACCD Personnel Commission rules.2 

These rules are publicly available.3  

Faculty must meet minimum qualifications 

for their disciplines, as established by the 

State of California.4 Additional 

qualifications for faculty are determined 

locally to meet specific criteria within 

program areas.5 Hiring committees and--in 

the case of adjunct faculty--division chairs 

consider elements beyond these minimum 

qualifications. Board Rules call for the 

selection of faculty members who are 

“expert in their subject areas, who are 

skilled in teaching and serving a diverse 

student population, and who can foster 

overall educational effectiveness.”6 Job 

listings include specific knowledge skills 

and experience the College seeks, as well 

as the duties and responsibilities for the 

position.7 

1 Board Rules, Ch. X Art. III, Selection Policies 

2 Personnel Commission Hiring Procedures 

3 Human Resources Guide R-000 

4 Faculty State Minimum Qualifications 

5 Human Resources Guide R-100 

6 Board Rule 10301 

7 Sample of Faculty Job Description, Anatomy 
Physiology  

In filling a classified position, the College 

uses the job class specifications 

maintained by the Personnel Commission.8 

These describe the position’s duties, the 

knowledge and skills needed, and the 

entrance qualifications. Each position is 

for a specific class.9  

The District recognizes the value of hiring 

diverse personnel. It publicizes 

employment opportunities on its website10 

and on the California Community 

Colleges’ Registry Plus website.11 The 

College makes additional local recruitment 

efforts to attract the most-qualified 

applicants possible. The District’s award 

winning Project Match uses current faculty 

as mentors to people with the minimum 

qualifications for a faculty position and 

provides additional training in best 

practices for the classroom. This program 

is intended to broaden the pool of highly 

qualified candidates whose diversity 

matches that of the Los Angeles area. 

Training includes information on how to 

apply for a job in the District, and mock 

job interviews.12 

8 C1121 Classified Staffing Request form 

9 Personnel Commission Classified Job 
Descriptions 

10 LACCD Employment Opportunities 

11 CCC Registry Plus report on LACCD 

12 Project Match 
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http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/Ch-X-ArticleIII.pdf
http://www.laccd.edu/Departments/PersonnelCommission/ProcessInfo/Pages/default.aspx
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/HRGuide-R000-RecruitmentSelectionEmployment.pdf
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/District-Minimum-Qualification-Chart.pdf
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/HRGuide-R100-AcademicMinimumQualifications.pdf
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/Ch-X-ArticleIII.pdf
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/Job-Flyer-Anatomy-Physiology-FINAL-Fall-2015.docx
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/Job-Flyer-Anatomy-Physiology-FINAL-Fall-2015.docx
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/C1121-form-SAP-06-Ute.doc
http://www.laccd.edu/Departments/PersonnelCommission/job-descriptions/Pages/alpha-list-nf.aspx
http://www.laccd.edu/Departments/PersonnelCommission/job-descriptions/Pages/alpha-list-nf.aspx
http://www.laccd.edu/Employment/Pages/default.aspx
https://www.registryadmin.org/admin/postings/printPostingStats.aspx?districtID=29
https://www.laccd.edu/Departments/DistrictResources/OfficeOfDiversity/Pages/Project-Match.aspx
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Analysis and Evaluation: 

The College meets this Standard. West 

Los Angeles College seeks the most 

qualified faculty, staff and administrators 

to carry out its mission. The College has 

established clear procedures to hire 

qualified faculty, staff and administrators. 

These procedures follow LACCD Board 

Rules, Human Resources guidelines, State 

minimum qualifications, and Personnel 

Commission rules to ensure the hiring of 

quality employees. Job announcements on 

the District’s employment opportunities 

websites include clearly defined job 

descriptions.  

Standard III.A.2 

Faculty qualifications include 

knowledge of the subject matter and 

requisite skills for the service to be 

performed. Factors of qualification 

include appropriate degrees, 

professional experience, discipline 

expertise, level of assignment, 

teaching skills, scholarly activities, 

and potential to contribute to the 

mission of the institution. Faculty 

job descriptions include 

development and review of 

curriculum as well as assessment of 

learning. 

LACCD Board Rules specify processes for 

recruiting and selecting full-time and 

adjunct faculty.13 These rules are publicly 

available.14 Faculty must meet minimum 

qualifications for their disciplines, as 

established by the State of California, or 

through the LACCD Equivalency 

process.15 Board Rules call for the 

selection of faculty members who are 

“expert in their subject areas, who are 

skilled in teaching and serving a diverse 

student population, and who can foster 

overall educational effectiveness”16 (ER 

14). Additional qualifications for faculty 

are determined locally to meet specific 

criteria within program areas.17 These 

additional qualifications include 

professional experience, discipline 

expertise, level of assignment, teaching 

skills, scholarly activities, and potential to 

contribute to the mission of the institution. 

Job listings include specific knowledge, 

skills, and experience the College seeks, as 

well as the duties and responsibilities for 

the position. Faculty job descriptions 

include development and review of 

curriculum as well as assessment of 

learning18 (ER 14).

13 Board Rules, Ch. X Art. III  
14 Human Resources Guide R-000 
15 Faculty State Minimum Qualifications ; 
2014 Minimum Qualifications Handbook ; 
LACCD Equivalency  
16 Board Rules, Ch. X Art. III  
17 Human Resources Guide R-100 
18 Sample Faculty Job Description, Political 
Science  

http://www.laccd.edu/Board/Documents/BoardRules/Ch.X-ArticleIII.pdf
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/HRGuide-R000-RecruitmentSelectionEmployment.pdf
http://www.laccd.edu/Employment/Documents/District-Minimum-Qualification-Chart.pdf
http://californiacommunitycolleges.cccco.edu/Portals/0/FlipBooks/2014_MQHandbook/#/0
http://www.laccd.edu/Departments/DistrictResources/DistAcadSenate/Pages/Equivalencies.aspx
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/Ch-X-ArticleIII.pdf
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/HRGuide-R100-AcademicMinimumQualifications.pdf
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/Job-Flyer-Political-Science-FINAL-Fall-2015.docx
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/Job-Flyer-Political-Science-FINAL-Fall-2015.docx
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The College President and the Academic 

Senate are responsible for assuring that the 

District and local hiring policies and 

procedures are observed.19 

Analysis and Evaluation: 

The College meets this Standard. West 

Los Angeles College’s faculty meet the 

minimum qualifications for their positions 

as established by the State Chancellor’s 

Office in consultation with the State 

Academic Senate. Each full-time faculty 

job description includes development and 

review of curriculum, assessment of 

learning, and the specific knowledge, 

skills, and experience the College seeks.  

The interview process for faculty positions 

is rigorous and includes a teaching 

demonstration as well as discipline-

specific questions. In addition, all 

candidates are asked about their 

experiences developing and accessing 

SLOs and how they plan to contribute to 

the college outside of their classroom 

(shared governance). 

19 WLAC Academic Senate- Faculty Hiring 
Procedures  

Standard III.A.3  

Administrators and other employees 

responsible for educational 

programs and services possess 

qualifications necessary to perform 

duties required to sustain 

institutional effectiveness and 

academic quality.  

Evidence of  

Meeting the Standard: 

West Los Angeles College hires qualified 

administrators and other employees to 

perform duties required to sustain 

institutional effectiveness and academic 

quality. LACCD Board Rules state that 

each college shall develop written 

procedures governing the selection of 

academic administrators.20 Recruitment 

and selection of classified managers, 

supervisors and staff follow the LACCD 

Personnel Commission Hiring 

Procedures.21 The process for the selection 

of academic administrators is available 

through LACCD’s Human Resources 

website.22 General Policies and Procedures 

are also available to the public through 

LACCD’s Human Resources website.23 

20 Board Rules, Ch. X Art. III  
21 Personnel Commission Hiring Procedures 
22 Human Resources Guide R-110  
23 Human Resources Guide R-100  

West Los Angeles College Self Evaluation Report 2016

http://www.wlac.edu/academicsenate/Faculty%20Hiring%20Policy%20and%20Procedures%203.pdf
http://www.wlac.edu/academicsenate/Faculty%20Hiring%20Policy%20and%20Procedures%203.pdf
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/Ch-X-ArticleIII.pdf
http://www.laccd.edu/Departments/PersonnelCommission/ProcessInfo/Pages/default.aspx
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/HRGuide-R-110-AcadAdminSelection.pdf
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/HRGuide-R100-AcademicMinimumQualifications.pdf
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California maintains minimum 

qualification requirements for 

administrators of California Community 

Colleges.24 Administrators must meet 

these minimum qualifications as 

established by the state of California. Job 

listings include specific knowledge skills 

and experience the College seeks, as well 

as the duties and responsibilities for the 

position.25  

West Los Angeles College, through 

LACCD, publicizes employment 

opportunities on its website,26 and on the 

California Community Colleges’ Registry 

Plus website.27 The College makes 

additional local recruitment efforts to 

attract the most qualified applicants 

possible. 

Analysis and Evaluation: 

The College meets this Standard. West 

Los Angeles College seeks the most 

qualified administrators and other 

employees to perform duties required to 

sustain institutional effectiveness and 

academic quality. The College has 

established clear procedures to hire 

qualified administrators. These procedures 

follow LACCD Human Resources 

guidelines on academic selection and 

academic minimum qualifications, State 

minimum qualifications, and Personnel 

Commission rules to ensure the hiring of 

quality administrators and other 

24 2014 Minimum Qualifications Handbook 
25 Academic Employment Opportunities  
26 LACCD Employment Opportunities Pages  
27 California Community Colleges Registry  

employees. Job announcements on the 

District’s employment opportunities 

websites include clearly defined job 

descriptions.  

Standard III.A.4 

Required degrees held by faculty, 

administrators and other employees 

are from institutions accredited by 

recognized U.S. accrediting 

agencies. Degrees from non U.S. 

institutions are recognized only if 

equivalence has been established.  

Evidence of  

Meeting the Standard: 

District Board policy states that employee 

degrees and credits must be from a 

postsecondary institution accredited by the 

American Council of Education. Foreign 

transcripts must be evaluated by one of the 

agencies approved by the California 

Commission on Teacher Credentialing.28 

Analysis and Evaluation: 

The College meets this Standard. West 

ensures that all faculty members meet the 

state minimum qualifications, which 

requires that degrees be from institutions 

accredited by recognized U.S. accrediting 

agencies. Degrees from non-U.S. 

28 HR R100 – Academic Minimum 
Qualifications 

http://californiacommunitycolleges.cccco.edu/Portals/0/FlipBooks/2014_MQHandbook/#/0
https://laccd.peopleadmin.com/
http://www.laccd.edu/Employment/Pages/default.aspx
https://www.cccregistry.org/jobs/index.aspx
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/HRGuide-R100-AcademicMinimumQualifications.pdf
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/HRGuide-R100-AcademicMinimumQualifications.pdf
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institutions require an equivalency 

evaluation by an approved agency. 

Standard III.A.5  

The institution assures the 

effectiveness of its human resources 

by evaluating all personnel 

systematically and at stated 

intervals. The institution establishes 

written criteria for evaluating all 

personnel, including performance of 

assigned duties and participation in 

institutional responsibilities and 

other activities appropriate to their 

expertise. Evaluation processes seek 

to assess effectiveness of personnel 

and encourage improvement. 

Actions taken following evaluations 

are formal, timely, and documented. 

Evidence of  

Meeting the Standard: 

Evaluation processes at West Los Angeles 

College seek to assess effectiveness of 

personnel and encourage improvement.29 

Each collective bargaining agreement 

specifies the interval for performance 

evaluations and evaluation forms in the 

collective bargaining agreements list the 

criteria for evaluating personnel.30 Upon 

employment at West Los Angeles College, 

employees are furnished with the 

bargaining agreements and expectations 

for the performance evaluation process.31 

The LACCD Personnel Commission 

establishes the process for the performance 

evaluation for probationary and permanent 

classified employees.32 The Personnel 

Commission distributes the appropriate 

performance evaluation forms for the 

evaluation of probationary classified 

employees, and the Human Resources 

Division distributes the appropriate 

performance evaluation forms for the 

evaluation of permanent classified 

employees.33 LACCD uses an automated 

reminder system that notifies supervisors 

of classified employees when evaluations 

29 Importance of Performance Evaluations 

30 LACCD Union Contracts ; LACCD Evaluations 
Forms  

31 Performance Evaluation Process ; Classified 
Employee Handbook, Performance 
Evaluations, page 30  

32 Personnel Commission Laws and Rules 702 

33 Administrative Forms 

West Los Angeles College Self Evaluation Report 2016

http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/ImportanceofPerformanceEvals.pdf
http://www.laccd.edu/Departments/HumanResources/Pages/Union-Contracts.aspx
http://www.laccd.edu/FacultyStaff/forms/Pages/default.aspx#administrative-forms
http://www.laccd.edu/FacultyStaff/forms/Pages/default.aspx#administrative-forms
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/PerformanceEvaluationProcess.pdf
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/EmployeeHandbook.pdf
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/EmployeeHandbook.pdf
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/EmployeeHandbook.pdf
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/Rule702.pdf
http://www.laccd.edu/FacultyStaff/forms/Pages/default.aspx#administrative-forms
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are due. These evaluation “alerts” are sent 

by email through the LACCD Portal.34 

Academic Affairs staff track faculty 

performance evaluations and inform 

division chairs when faculty in their 

divisions are to be evaluated. If a faculty 

member receives anything other than a 

satisfactory evaluation, the faculty 

member and his/her supervisor develop an 

improvement plan listing which 

professional learning workshops the 

faculty member needs to attend.35 The 

dean of teaching and learning tracks 

progress on the improvement plans, and it 

is documented in the next evaluation 

cycle. 

Analysis and Evaluation: 

The College meets this Standard. All 

personnel at West Los Angeles College 

are evaluated systematically at stated 

intervals. They are informed of the 

evaluation timelines and criteria for 

evaluation. Evaluation processes seek to 

assess effectiveness of personnel and 

encourage improvement. Actions taken 

following evaluations are formal, timely, 

and documented. 

If evaluations show anything less than 

satisfactory performance, a formal 

professional improvement plan is 

developed and reviewed as part of the next 

evaluation cycle.  

34 Evaluation Alert System EASY-- Copy of 
Evaluation Tracking Email  
35 AFT Faculty contract, Article 19.G.6, page 
71, and Article 42.C.8, page 159  

Standard III.A.6 

The evaluation of faculty, academic 

administrators, and other personnel 

directly responsible for student 

learning includes, as a component of 

that evaluation, consideration of 

how these employees use the results 

of the assessment of learning 

outcomes to improve teaching and 

learning.  

Evidence of 

Meeting the Standard: 

Participation in the student learning 

outcomes cycle is one criterion of the 

faculty performance evaluation.36 The 

District and the American Federation of 

Teachers Faculty Guild issued a 

clarification of the meaning of 

“Participates in the Student Learning 

Outcomes Assessment Cycle” within the 

faculty evaluation that specified “all 

instructors shall conduct Student Learning 

Outcomes (SLO) assessments in their 

assigned classes and use the results to 

make appropriate changes in instruction to 

improve student learning.”37 

36 AFT Faculty contract, Appendix C Section II, 
page 189  
37 Contract Interpretation  

http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/Evaluation-Tracking-Email.pdf
http://www.wlac.edu/WLAC/media/documents/WLACAccreditation/2016Evidence/IIIA/Evaluation-Tracking-Email.pdf
http://www.aft1521.org/docs/Faculty%20Contract%202014-2017.pdf
http://www.aft1521.org/docs/Faculty%20Contract%202014-2017.pdf
http://aft1521.org/docs/Faculty%20Contract%20DRAFT%202014-2017.pdf
http://aft1521.org/docs/Faculty%20Contract%20DRAFT%202014-2017.pdf
http://aft1521.org/docs/CI%202009-04%20slo%20in%20eval.pdf
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As part of the SLO assessment cycle, 

faculty engage in dialog about student 

learning and teaching methodologies. For 

example, faculty in English examined their 

SLO assessment results for English 21, a 

developmental reading and writing course 

two levels below college English. At a 

series of meetings in 2013-14, faculty 

discussed teaching strategies, curricular 

changes, and improved outcomes 

assessment to improve student learning. 

These discussions resulted in professional 

learning events, increased participation in 

3CSN professional learning opportunities, 

and participation in the California 

Acceleration Project, which combines 

curriculum reform and learner-centered 

teaching to increase student learning and 

student achievement.38 

Analysis and Evaluation: 

The College meets this Standard. Both 

full-time and adjunct faculty are 

contractually obligated to participate in the 

assessment of student learning outcomes 

and use the results to improve teaching 

and learning. Participation in the student 

learning outcomes assessment cycle is a 

component of the performance evaluation. 

The SLO assessment results are a source 

of data for faculty evaluation. While 

evaluators check to see that faculty 

participate in SLO assessment and dialog, 

how faculty use the results of that 

assessment to improve teaching and 

38 Language Arts Presentation to Academic 
Senate 

learning is not necessarily documented in 

the evaluation process. The creation of 

Professional Learning Communities as 

detailed in the Quality Focus Essay will 

provide faculty, staff, and administrators 

the tools necessary to implement learner-

centered strategies and to evaluate the 

effectiveness of those strategies.  

Standard III.A.7 

The institution maintains a sufficient 

number of qualified faculty, which 

includes full time faculty and may 

include part time and adjunct 

faculty, to assure the fulfillment of 

faculty responsibilities essential to 

the quality of educational programs 

and services to achieve institutional 

mission and purposes.  

Evidence of  

Meeting the Standard: 

West Los Angeles College is required by 

California Code of Regulations Title 5, 

Section 51025 to make progress toward a 

75 percent full-time faculty to 25 percent 

part-time faculty ratio.39 This ratio is the 

Faculty Obligation Number (FON). Each 

year, the Los Angeles Community College 

District Budget Committee calculates the 

39 California Code of Regulations Title 5, 
Section 51025 Faculty Obligation Number 
(FON) 
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