
Requisition Details

Position Information

Position Title English Full-Time Instructor, UMOJA Program

How many positions are you
recruiting for?

Campus Mission College

Position Summary Information

Definition The English Department at Mission College is now accepting applications for a full-time,
tenure-track English instructor with a focus on helping the college to develop an UMOJA
program/community designed to support Black/African American and other
disproportionately impacted students. We are looking for someone with a willingness to
help our department evolve and grow in the areas of anti-racist pedagogy, equity-minded
practices, and culturally-responsive teaching (high expectations, high critical thinking,
problem-solving in a culturally-relevant, active learning curriculum that builds intellectual
capacity within a highly-supportive, culturally-affirming learning environment).

The ideal candidate for this position will have a commitment to teaching and academic
excellence, be prepared to support diverse students in a range of English courses, and take
an active role in departmental and college activities. In addition, this candidate will work
closely with the Counseling Faculty and the UMOJA Task Force in creating and co-
coordinating our UMOJA community/program.

Mission College, located in the heart of Silicon Valley, is seeking a dynamic leader who
thrives in a fast-paced and innovative environment. Recognized as both a Hispanic-Serving
Institution and an Asian American/Native American/Pacific Islander-Serving Institution,
Mission College is known for the strength of our academic programs and faculty as well as
our equity-minded and student-focused approach that combines high-tech and high-touch.
Applicants interested in teaching within an energetic, student-centered culture that looks to
the future would find Mission College a perfect fit.

Assignment This is a full-time, 10-month, tenure-track position that begins in Fall 2021. This position is
represented by the West Valley-Mission Federation of Teachers (WVMFT / AFT Local
6554).

Work location: Mission College, Santa Clara, CA

Salary and Benefits Anticipated Hiring Range:

$71,256 to $110,892 annually, based upon academic achievement, teaching and
related experience (Academic Salary Schedule, Steps 1-9).

Benefits include:

Employer-contributed medical, dental and vision for employee, spouse and
dependents.
Employer paid long term disability for employee.
Employer-provided life insurance.
Sabbatical, Rejuvenation and Retraining Leaves.
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Banked leave provisions.
Professional Growth and Development activities.
10 days sick leave accrued annually; personal necessity and catastrophic leave.
Conference leaves.
Opportunity for overload assignments.
Cal STRS Retirement.
Position is union affiliated.

Minimum Qualifications 1. Education – Possess one of the following:

Master’s degree in English, literature, comparative literature, or composition; OR
Bachelor’s degree in any of the above AND master’s degree in linguistics, TESL,
speech, education with a specialization in reading, creative writing or journalism; OR
A valid California Community College Instructor’s Credential in English; OR
The equivalent of the above.

AND

2. Understanding of, and sensitivity to the diverse academic, socio-economic, ethnic,
religious and cultural backgrounds, disability, and sexual orientation of community college
students, faculty and staff.

Desired Qualifications The ideal candidate will also demonstrate the following desired qualifications:

Successful experience in teaching, or evidence of preparation to teach, a range of
English composition courses at the college level, including developmental and
transfer composition
Background and/or experience in teaching research strategies and a college
research essay
Knowledge of best practices for online/virtual teaching, particularly for students who
may not be familiar with this modality
Experience or education in teaching one or more of the following: literature, film,
creative writing, or in a writing lab
Strong interpersonal skills, commitment to collaboration, and a flexible approach to
working in the evolving community college landscape
Demonstrated interest in and commitment to self-reflection and adaptation both in
the classroom and as a member of the department and college community
Skills in, knowledge of, and experience with intentionally anti-racist and culturally-
responsive teaching.
Knowledge of best practices in terms of retention and success for community college
students of diverse ethnic and racial backgrounds,sexual orientations, genders,
cultures, and learning styles, as well as students with disabilities or varied levels of
academic preparation
Interest, training, and/or experience in teaching in an UMOJA community/program,
which includes linked English and Counseling courses and embedding student
services in the curriculum
Experience with and/or interest in co-coordinating an affinity program such as
UMOJA, Puente, ASPIRE, etc., which includes budgeting for, planning, and
implementing college tours, cultural activities, tutoring, a community mentor
program, and other off-campus activities and events (including some evenings and
weekends)

Knowledge and Abilities Demonstrated understanding of the challenges and needs of Black/African American
and other disproportionately impacted student populations
Knowledge of current composition theory and pedagogy
Ability to integrate composition theory and the teaching of critical thinking and
reading into various composition courses
Ability to organize and explain materials in ways appropriate to students with
differing abilities, levels of preparation, and cultural experience, as well as teaching
experience with non-native English speakers
Ability to employ various teaching strategies in order to accommodate diverse
learning styles
Ability to work effectively and collegially with students, faculty and support staff
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Examples of Duties and
Responsibilities

Instructional duties and assignments may consist of one or more of the following:

Provide instruction for assigned courses. This includes preparation, in-class
activities, evaluation of students’ work, consultation with students outside of class
(scheduling time beyond normal office hours if necessary), ensuring regular effective
student contact for Distance Education courses, maintenance of currency in the
subjects taught and other efforts related to the teaching of the assigned classes, and
participate in the process of SLO assessment and evaluation and use the results of
these assessments in the process of continuously improving student learning.
Maintain accurate class and other records.
Submit, when due, all necessary reports, such as attendance, grade reports, rosters,
class and office schedules.
File a syllabus for each course with the appropriate division offices.
Post and maintain office hours each week.
Provide each student with a current course syllabus as required by Title 5, which
includes SLOs, classroom procedures, requirements and grading policies and
provide a copy to the Division Office.
Refer students to appropriate college resources.
Assist students by providing advice on requirements for successful achievement in
the members’ area of expertise.
Assume institutional responsibilities, essential to the ongoing operation and effective
achievement of department, division, college and district programs.

Working Conditions

Other Duties

Physical Demands

Applicant Information APPLICATION INFORMATION:

Interested applicants must submit online all materials requested, including: (1) A
completed online West Valley-Mission Community College District application; (2)
Supplemental application questions; (3) Resume; (4) Unofficial copies of transcripts;
(5) Cover letter and/or reference list, if requested; and (6) Any requested licenses or
certificates, if applicable.
All sections of the online application, including Education and Educational Work
History, must be completed thoroughly.
Supervisor(s) name(s) and telephone numbers must be included in the application.
Incomplete applications will not be considered.
Do NOT send unrequested materials. Unrequested materials will be removed from
your application and will not be used for consideration of employment.
The employment application and supporting documents represent you; it is to your
advantage to fill out the application form carefully and completely.

ABOUT TRANSCRIPTS:

If a minimum requirement is possession of a degree, then a copy of transcripts is
required to be included with your application to verify the degree being awarded. If
no transcripts are included, the application may be screened as not meeting
minimum requirements.
Degrees must have been awarded by a college or university accredited by an
accrediting body recognized by the U.S. Council on Post-Secondary Accreditation
and/or the U.S. Department of Education.
Candidates with degrees not identical to the required state or local qualifications
must apply for equivalency by completing the equivalency form, which is part of the
application package. See Equivalency Information below.
Candidates with degrees earned outside of the United States must provide official
certification of equivalency to U. S. degrees by a certified U. S. credential review
service, must have a U.S. evaluation (course by course of the transcripts) and must
be submitted with this online application. A list of sample credential review services
is available on the District HR website at: https://wvm.edu/services/hr/careers/Forms
/Foreign%20Degree%20Equivalency%20Resources.pdf
If you do not have an electronic version of the transcript, you can get it scanned at
an office supply or copy store; then attach the electronic version of your transcript to
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this online application.
Copies of diplomas, grade reports, graduation petitions, transcript evaluations
requests, or similar documents WILL NOT be accepted in lieu of transcripts.

EQUIVALENCY INFORMATION:
Applicants applying under equivalency bear the responsibility of submitting the District’s
Equivalency Application form with details and evidence of the factors (academic preparation
and/or experience) that they believe to be equivalent of the required qualifications for this
position. Application(s) for equivalency are required if degrees are not in exact discipline
required.

The Equivalency Application is included in the online application as an OPTIONAL form to
complete.

ONLY complete the Request for Equivalency application if degree does not match
discipline(s) stated in the Minimum Qualifications.
List accurately and completely the courses taken that match requirements of the
required degree.
Do NOT attach documents such as course evaluations.

For assistance, contact:
Office of Human Resources, Attn: Recruitment
14000 Fruitvale Ave, Saratoga, CA 95070
Phone: (408) 741-2174 Fax: (408) 867-9059
Email: Jobs@wvm.edu

Selection Process SELECTION PROCESS INFORMATION:

After the deadline date, a committee will review and evaluate applications and
supporting materials to select the applicants to be interviewed. Meeting the minimum
qualifications does not assure the candidate an interview.
All candidates will receive an e-notification to acknowledge receipt of their
application materials. If not contacted within 3-6 weeks following the close of the
recruitment, no suitable match was determined at this time.
Travel expenses to attend first-level interview are the responsibility of the candidate.
Application materials become the property of the District and will not be returned or
duplicated.
The District may choose to re-advertise or indefinitely delay filling a position. Some
positions may include first and second level interviews.
The District reserves the right to contact former, current, the most recent employers,
and others to investigate past employment records of applicants.
Any tentative verbal offer of employment is contingent upon formal approval of the
college Governing Board.
Upon hire the successful candidate must provide the required documents of identity
and authorization to work and attest he/she is authorized to work in the United
States.
Prior to employment, the selected candidate must submit official transcripts.

EEO STATEMENT:
West Valley-Mission Community College District is an Equal Opportunity Employer that
seeks to employ a diverse workforce who will contribute to an inclusive and welcoming
educational and employment environment. The District is committed to nondiscrimination
on the basis of ethnic group identification, race, color, national origin, religion, age, sex,
physical disability, mental disability, genetic information, ancestry, gender identity, sexual
orientation, language, accent, citizenship status, transgender status, parental status, marital
status, economic status, military or veteran status, and medical condition consistent with
applicable federal and state laws.

Special Instructions to the Applicant

Posting Detail Information

Posting Number FY20/21-016FT
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Open Date 01/15/2021

Close Date 02/25/2021

Open Until Filled No

Requisition Specific Questions

Required fields are indicated with an asterisk (*).

* Mission College students come from very diverse socioeconomic and cultural backgrounds. Thirty-three percent of our
students are Asian, and thirty percent are Hispanic. Forty-five percent of our students are low income, and twenty percent
are not United States citizens. Although our college success and retention rates are higher overall than the state average,
we have student groups that are disproportionately impacted with success and retention rates lower than our college
averages. What strategies would you use in your courses to improve the success and retention rates at Mission College,
focusing particularly on student groups that are disproportionately impacted?

(Open Ended Question)

1. 

* Briefly explain the preparation and pedagogy you would bring to Mission College for teaching a range of community college
English composition classes, from developmental through transfer level, to a diverse student population including students
with different abilities, levels of preparation, and cultural experiences, as well as students who are non-native English
speakers.

(Open Ended Question)

2. 

* Explain how you would design and facilitate a class session focused on a culturally-relevant, engaging, and challenging
text in a transfer-level UMOJA-focused composition class. Identify a specific text and explain why you would choose this text.
Explain what you would hope to accomplish in this class session, what specific activities would support the diverse student
population, and how this reading activity would connect to a larger writing task.

(Open Ended Question)

3. 

* The Mission College UMOJA community/program is in its infancy, and we see this as an opportunity to create a unique,
phenomenally edifying experience for our students. We also see our new English Instructor helping to shape that community
with their ideas, knowledge, awareness of resources, and pioneering spirit. What contributions do you see yourself making
beyond teaching to help build our UMOJA community/program and meet the needs of our disproportionately impacted
students?

(Open Ended Question)

4. 

Applicant Documents

Required Documents

Resume/CV1. 
Cover Letter2. 
Transcripts3. 

Optional Documents

Additional Transcripts1. 
Supporting Documentation for Equivalency Request 12. 
Supporting Documentation for Equivalency Request 23. 
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Requisition Details

Position Information

Position Title Dean of Academic Counseling and Student Success

How many positions are you
recruiting for?

1

Campus West Valley College

Position Summary Information

Definition West Valley College is recruiting a Dean of Academic Counseling and Student Success to
join their Student Services team in Saratoga, California. Take a closer look at West Valley
College and how the Dean of Academic Counseling and Student Success role may be the
next step in your career.

Under direction of the Vice President, Student Services, Diversity, and Inclusion, the Dean
of Academic Counseling & Student Success plans, directs, manages and provides
leadership and direction to the Counseling Department and a wide variety of student
services and special programs offered at West Valley College. Programs and services
include, but are not limited to academic counseling, Transfer Center, Career Services,
Student Conduct, guided pathways, degree works, and other special programs.

We are seeking a talented leader who thrives in a fast-paced and innovative environment to
fill the position of Dean of Academic Counseling and Student Success. The college is
known for the strength of our academic programs and faculty as well as our equity-minded
and student-focused approach that combines high-tech and high-touch.

West Valley is about success. It’s about helping students create a future for themselves so
they can contribute to a world that needs their talents, drive and enthusiasm. We do that by
providing as much one-on-one interaction with students as possible. The results speak for
themselves.

612 students transferred to UCs and CSUs in the Fall 2019 semester
927 students earned AA/AS degrees in 2019
213 students earned certificates that led to careers in 2010
We host learners from 25 countries who come to the United States looking for the
kind of instruction that will help them contribute to the global economy.
We offer classes on our beautiful 143-acre Saratoga campus in the foothills of the
Santa Cruz Mountains, located at the southwest border of Silicon Valley. Here you
can expand your mind, hang out with friends, and contemplate a world of ideas.

West Valley College is committed to fostering an increasingly diverse and inclusive learning
community and applicants who possess the knowledge, skills, and life experiences to
address the cultural and educational needs of a culturally diverse student population are
encouraged to apply.

Assignment This is an academic administrator position with an anticipated start date in June 2021. This
is an exempt position and is not subject to overtime.

Salary and Benefits Salary:
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Anticipated Hiring Range: $152,358-$162,265 annually (Administrative Salary
Schedule, Range 25, Steps A-C).
Annual salary step increases to maximum of salary range, $189,942 (Administrative
Salary Schedule, Range 25, Step G)

Benefits include:

Additional compensation: $1,500 for doctorate added to base salary annually, to be
prorated on a monthly basis.
Employer-contributed medical, dental and vision for employee, spouse and/or
dependents.
Employer-paid long term disability for employee.
Employer-provided life insurance.
13 paid holidays, plus 1 floating holiday annually; paid non-workdays between
Christmas and New Year.
22 days vacation leave accrued annually (25 days after 5 years).
12 days sick leave accrued annually.
Personal necessity leave and personal business leave.
Professional development and renewal leave.
$500 longevity award annually after 10 years of service and $1,000 longevity award
annually after 15 years of service.
CalSTRS retirement.

Minimum Qualifications Any combination of experience and education that would provide the required knowledge
and abilities is qualifying. A typical way to obtain the required knowledge and abilities would
be:

1. Understanding of, and sensitivity to the diverse academic, socio-economic, ethnic,
religious and cultural backgrounds, disability, and sexual orientation of community college
students, faculty and staff.

2. Equivalent to a Master’s degree from an accredited college or university with major
course work in education or a field related to specific area of assignment.

3. Five years of increasingly responsible experience in instruction at a college level;
including two years of administrative and management responsibility.

Desired Qualifications The successful candidate will possess:

Demonstrated experience in leading Academic Counseling. In addition,
demonstrated experience in overseeing two or more Student Services programs,
initiatives: Transfer Center, Career Services, Behavioral Intervention Team, Student
Conduct, Guided Pathways and or Vision for Success.
Proven success in the virtual environment delivering student support programs.
Broad experience in program development, student engagement, student success
initiatives, collaboration with instructional programs, and institutional change.
Ability to design, develop, and implement programs and services for students that
close the equity gap.
Experience working collaboratively with campus community stakeholders in a
participatory governance environment.

Knowledge and Abilities Knowledge of:

Principles and practices of curriculum development and approval, and enrollment
management in institutions of higher education.
Principles and practices of leadership, motivation, team building, and conflict
resolution.
Academic, career/transfer education, transfer, and developmental education
including non-traditional methods of instruction.
Process and standards of accreditation, and requirements and techniques of
outcomes assessment.
Principles and practices of collective bargaining, contract negotiation and
administration.
Modern pedagogical and instructional design for various instructional methods
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including online, supplemental, and non-credit.
Principles and practices of participatory governance and effective practices of adult
teaching and learning.
Pertinent local, state and federal rules, regulations, and laws.
Modern office practices, methods, and computer equipment.
Principles and practices of organizational analysis and management.
Budgeting procedures and techniques.
Principles and practices of supervision, training and personnel management.

Ability to:

Organize and direct the operations and activities of the college’s instructional
programs and/or student support services.
On a continuous basis, analyze budget and technical reports; interpret and evaluate
staff reports; know laws, regulations and codes; observe performance and evaluate
staff; problem solve department related issues; remember various rules and
procedures; and explain and interpret policy.
On a continuous basis, sit at desk and in meetings for long periods of time;
intermittently twist to reach equipment surrounding desk; perform simple grasping
and fine manipulation; use telephone; write or use a keyboard to communicate
through written means; and lift or carry weight of 10 pounds or less.
Analyze problems, identify alternative solutions, project consequences of proposed
actions and implement recommendations in support of goals.
Gain cooperation through discussion and persuasion.
Interpret and apply district, division and department policies, procedures, rules and
regulations.
Supervise, train and evaluate staff.
Use sound judgment in recognizing scope of authority.
Operate and use modern office equipment including computers and applicable
software.
Maintain regular attendance and adhere to prescribed work schedule to conduct job
responsibilities.
Utilize appropriate safety procedures and practices for assigned duties.
Communicate effectively orally and in writing.
Relate effectively with people of varied academic, cultural, and socio-economic
backgrounds using tact, diplomacy, and courtesy.
Establish and maintain effective, cooperative and collaborative working relationships
with others.
Work beyond normal business hours, attend evening meetings and/or perform
weekend work, and travel.

Examples of Duties and
Responsibilities

Duties may include, but are not limited to, the following:

Develop and implement department goals, objectives, policies, and procedures.
Plan, organize and direct instructional and student support programs, services, and
initiatives relative to area of assignment.
Direct, oversee, and participate in the development of the department work plan;
assign work activities, projects and programs; monitor workflow; review and evaluate
work products, methods, and procedures.
Prepare the department budget; assist in budget implementation; participate in the
forecast of additional funds needed for staffing, equipment, materials, and supplies;
administer the approved budget.
Recommend the appointment of faculty and staff; provide or coordinate staff training;
conduct performance evaluations; implement discipline procedures as required;
monitor faculty contracts to assure accordance with association contract and district
policies; maintain discipline and high standards necessary for the efficient and
professional operation of the department.
Oversee the accurate development, approval and implementation of college
curriculum; participate in the coordination, preparation, publication, and distribution
of the college catalog and schedule of classes.
Ensure instructional programs and support services are regularly assessed for
evidence of student learning and achievement, particularly in terms of student
outcomes and adherence to standards of accreditation; participate in developing and
implementing enrollment performance goals.
Manage and oversee functions associated with area of assignment.
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Initiate, support and participate in efforts to secure local, state or federal grant
funding for college programs and services; ensure that grants are implemented
according to approved plans and that reporting requirements are met in a timely
manner.
Represent the department and division to outside agencies and organizations;
participate in outside community and professional groups and committees; provide
technical assistance as necessary.
Research and prepare technical and administrative reports; prepare written
correspondence.
Coordinate the selection, use, and maintenance of equipment and facilities assigned
to the division.
Plan and coordinate course schedules in response to the needs of students and
within the district’s enrollment targets; manage enrollment to maximize use of faculty
loads, operating budgets, and space resources.
May oversee revenue-generating classes, programs, and activities.
Build and maintain positive working relationships with co-workers, other district
employees and the public using principles of good customer service.
Foster an environment that embraces diversity, integrity, trust, and respect.
Be an integral team player, which involves flexibility, cooperation, and
communication.
Perform related duties as assigned.

Working Conditions

Other Duties

Physical Demands

Applicant Information REQUIRED DOCUMENTS

1. A Current Resume or Curriculum Vitae

2. A cover letter (3 pages or less) outlining how your background and experience will serve
the future needs of the College and the community that we serve. Include how your life
experiences, studies or work has prepared you for the Dean of Academic Counseling and
Student Success leadership position at West Valley College.

3. List of References

IMPORTANT APPLICATION INFORMATION

Submission of complete electronic application documents to Human Resources is
the applicant’s responsibility.
Incomplete documents will not receive committee consideration.
Application documents will not be sent to applicants nor received by Human
Resources via fax.
All materials in your file become District property, will not be returned, and will be
considered for this vacancy only.
Applicants who, due to a disability, require accommodations to complete the
application, testing, or the interview, should contact Human Resources at (408)
741-2174 to arrange assistance.

APPLICATION PROCESS
Applications will continue to be accepted electronically until the position closing date of April
1, 2021. Submissions are encouraged prior to that date.

For questions and confidential inquiries contact:
Sean McGowan
Human Resources Recruitment Specialist
Phone: (408) 741-2174
Email: sean.mcgowan@wvm.edu

Selection Process SELECTION PROCESS INFORMATION:

After the deadline date, a committee will review and evaluate applications and
supporting materials to select the applicants to be interviewed. Meeting the minimum
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qualifications does not assure the candidate an interview.
All candidates will receive an e-notification to acknowledge receipt of their
application materials. If not contacted within 3-6 weeks following the close of the
recruitment, no suitable match was determined at this time.
Travel expenses to attend first-level interview are the responsibility of the candidate.
Application materials become the property of the District and will not be returned or
duplicated.
The District may choose to re-advertise or indefinitely delay filling a position. Some
positions may include first and second level interviews.
The District reserves the right to contact former, current, the most recent employers,
and others to investigate past employment records of applicants.
Any tentative verbal offer of employment is contingent upon formal approval of the
college Governing Board.
Upon hire the successful candidate must provide the required documents of identity
and authorization to work and attest he/she is authorized to work in the United
States.

EEO STATEMENT:
West Valley-Mission Community College District is an Equal Opportunity Employer that
seeks to employ a diverse workforce who will contribute to an inclusive and welcoming
educational and employment environment. The District is committed to nondiscrimination
on the basis of ethnic group identification, race, color, national origin, religion, age, sex,
physical disability, mental disability, genetic information, ancestry, gender identity, gender
expression, sexual orientation, language, accent, citizenship status, transgender status,
parental status, marital status, economic status, military or veteran status, and medical
condition consistent with applicable federal and state laws.

Special Instructions to the Applicant

Posting Detail Information

Posting Number FY20/21-008FT

Open Date 03/11/2021

Close Date 04/08/2021

Open Until Filled No

Requisition Specific Questions

Required fields are indicated with an asterisk (*).

* In your cover letter, briefly summarize your experience and/or training that has prepared you for the Dean of Counseling
and Student Success leadership position at West Valley College.

Acknowledged

1. 

* Describe the role academic counseling plays in student success.

(Open Ended Question)

2. 

* How have you adapted your leadership style to meet the different needs of the constituents you serve in this virtual
environment?

(Open Ended Question)

3. 

* How would you work with your team to cultivate an environment to dismantle inequities for marginalized populations?

(Open Ended Question)

4. 

Applicant Documents
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Required Documents

Resume/CV1. 
Cover Letter2. 
List of References3. 

Optional Documents

None
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EEO Monitor – Qualifications & General Expectations 
Updated 4/7/21 

 

QUALIFICATIONS 
 
In order to serve as an EEO Monitor, individuals must meet the following criteria: 

• Have completed the Search Committee EEO training;  
• Worked for the District for at least one year;  
• Have served as a search committee chair at least once; and 
• Completes all assigned EEO Monitor training and orientation. 

 
 

GENERAL EXPECTATIONS 
 
The general expectations of an EEO monitor include the following: 
 
1. At the initial outset of a recruitment, HR will assign an EEO monitor to the recruitment and will 

notify the search committee chair and the hiring manager. 
 

2. The assigned EEO monitor should then send an introductory email to the search committee chair. 
See sample email template. 

 
3. Participate in search committee meetings, where appropriate. 

o Answer questions (or facilitate obtaining answers from HR);  
o Ask questions to prompt committee’s open-mindedness and curiosity; 
o Pose solutions or suggestions to avert possible bias or procedural violation 

 
4. Complete the EEO Monitor Checklist as you observe each step of the recruitment process. 

 
5. Attend meetings and interviews. These include: 

o Any scheduled search committee meeting 
o All first-level interviews 

And if applicable: 
o Finalist interviews – Currently EEO monitors are NOT expected to observe finalist interviews 

UNLESS the hiring manager requests that the EEO monitor attend. 
o Campus (open) forums - If the finalist interview stage incudes a campus forum, then the EEO 

monitor MUST attend and observe. By their open nature, campus forums pose a greater risk 
to the integrity of the recruitment process and should be observed. 

 
6. If you observe a potential bias or procedural violation, inform and consult the HR Recruitment 

Specialist. 
 

7. At the close of the recruitment process, submit the completed EEO Monitor Checklist to the HR 
Recruitment Specialist. 



EEO Monitor Checklist 

Position Title: Campus: 
 Management  Faculty  Staff

Did you observe the following: (If NO, enter a comment in section below) 

1. Did the committee membership reflect diverse representation, including gender and
racial/ethnic diversity?

 YES  NO

2. Did the committee review the responsibilities and expectations of search committee
membership outlined in the Recruitment Procedures, including the expectation and
importance of confidentiality?

 YES  NO

3. Did the committee review the job specifications for the position?  YES  NO

4. Were job-related objective criteria established prior to screening applications?  YES  NO

5. Were the criteria broad enough so they would not exclude female/ minority applicants?  YES  NO

6. Was a standard rating system established for screening the applications?  YES  NO

7. Did each committee member individually screen all applicant materials?  YES  NO

8. Did the committee develop standard core questions to be asked of each candidate
during the interview?

 YES  NO

9. Were the same core questions asked of each candidate?  YES  NO

10. Were all committee members present for all interviews?  YES  NO

11. Was a standard rating system established to evaluate the candidates following the
interview?

 YES  NO

12. Was there discussion of strengths and weaknesses of candidates?  YES  NO

Comments: 

EEO Monitor Name: 

 Signature   Date 



EEO Monitor – Sample Introductory Email 
 
 
 
Dear ___[RECRUITMENT POSITION TITLE]___ Search Committee, 
 
My name is _____ and I’m the ____[POSITION TITLE]____. I’ve been assigned as an EEO monitor for this 
recruitment. As an EEO monitor, I will serve as a resource related to the search process and assist with 
any procedural or process related matters. In all, I’ll participate in all future meetings, interviews, and 
deliberations for this recruitment. I also serve as a liaison to the HR Recruitment Specialist who manages 
the process from job announcement to job offer. 
 
Please note that my role is as an objective observer. I will not submit scores nor will I rank candidate 
performance.   
 
I look forward to the process ahead. Hiring is one of the most important activities/responsibilities for 
our District and I look forward to working with you all.  
 
Warmly, 
 
[YOUR NAME] 
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Full-Time Faculty Recruitment & Selection Procedures 
Administrative Procedure 7120 

 
 

Section 1: Recruitment Approval 

 
1. Contact the Administrative Services office at the college or the Human Resources Specialist – 

Recruitment (HR Specialist) to initiate a requisition for approval to conduct a recruitment for an 
open position.  

2. Return forms to the Administrative Services office who will process at the college level and forward 
to Human Resources to obtain approval through the Executive Management Team (EMT). 

 

SECTION 2: Establish Committee, Designate Committee Chair, and Responsibilities 

 
A.  Designate a Search Committee Chair 
 

Once the EMT approves the positions, the department chair and the dean/vice president, in 
consultation with department members, shall appoint a search committee chair to coordinate 
and facilitate the recruitment. The search committee chair should be a full-time faculty member 
who has previously participated on a search committee, and who possesses the knowledge, 
skill and time to effectively lead a proper recruitment. 

 
B. Establish Committee 

  
1. The committee members are selected by the department chair in consultation with the Dean and 

with the notification to, and chance to object by, the full-time faculty members in the department. 
If an objection is raised, the department chair shall provide a written response. 

2. There shall be a minimum of five committee members with full-time tenured or non-tenured faculty 
in the majority.  

3. The committee shall include faculty members with minimum qualifications in the discipline being 
sought to ensure subject competence. If no faculty members with minimum qualifications in the 
discipline are available to serve on the committee, every effort should be made to include faculty 

members with expertise in related fields. Non-subject matter faculty members, administrators, 
students and classified employees may serve on the committee.  The committee may also include 
professionals or others outside of the District who can contribute expertise to the selection 
process subject to notification to, and chance to object by, the Academic Senate. If an objection 
is raised, the Vice President shall provide a written response. 

4. The committee is strongly encouraged to include students in the process.  The role and depth of 
student involvement will be defined by the committee at the beginning of the process.  

5. Faculty members may not serve on a search committee until after their first year, and whenever 
possible, until the successful conclusion of their probationary period (tenure). Those who have 
given notice of resignation or retirement may generally not serve on a search committee. 

6. To the extent possible, the committee will reflect diversity and inclusiveness, which includes, but 
is not limited to, such qualities as gender, race, ethnicity, age, disability, sexual orientation, and 
perspective.   

7. It is expected that committee members will participate in the recruitment and selection process 
from the beginning to the end. In some cases, however, this is not possible. In order to ensure 
fairness to the applicants, a committee member’s ratings / scores can only be counted if he / she 
completes an entire paper screening and interview process. This means that if a committee 
member screens or interviews only a portion of the applicants, none of their ratings / scores can 
be counted. Another example is when a committee member has a conflict with one of the 
candidates on the day of the interview and says, “I can’t participate in this interview but I will 
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evaluate the other candidates.”  The committee member must excuse him/herself from the entire 
screening process. 

8. Committee members may be substituted during the process as long as it is acceptable to the 
committee and to Human Resources; and that diversity and inclusiveness are maintained as 
noted above.  If the composition of the committee is changed (resignations, etc.), the committee 
must be recertified by the Academic Senate, appropriate Vice President, and the Human 
Resources Department. 

9. The committee must be approved by the Academic Senate. 
  

C. Submit Committee Membership Form 
 

When the committee has been identified, complete the Committee Membership form and submit it to 
the Academic Senate for review and recommendation for approval. The Academic Senate President 
shall sign, indicating the Academic Senate’s recommendation of the proposed committee 
membership. 
 
After sending the membership form to the Academic Senate, submit to the appropriate Vice President 
for review and approval.  
 
Once approved by the Vice President, submit to Human Resources for review and approval. The 
Associate Vice Chancellor of Human Resources, or designee, shall review the proposed membership 
and may require changes to the committee composition to ensure diversity and inclusiveness. 
 
A position will NOT be posted for recruitment until the committee membership has been 
established and approved by HR. 

 
D.  Committee Member Responsibilities: 
 

1. Recruit, screen and identify a minimum goal of 3-5 finalist candidates to recommend to the hiring 
authority for consideration. In certain circumstances and in consultation with Human Resources, 
a recommendation of only two finalists may be acceptable. 

2. Demonstrate objectivity, fairness, and equality of treatment of all applicants. 
3. Commitment to the process. 
4. Maintain the integrity of the process. 
5. Ensure confidentiality of the process, which means no discussion outside of the committee to 

include, but not be limited to, releasing the names of applicants, numbers of applicants or finalists, 
where the applicants work, their degrees, etc.  There will be no side discussions of applicants and 
their qualifications outside of a full committee’s meeting.  What occurs in the selection process 
stays within the committee before, during and after the selection has been made.  The exception 
to this regulation is when a committee member or step in the process is not being followed 
appropriately or the process has been compromised.  If this is the case, contact the Human 
Resources Department immediately for guidance. 

6. Work collaboratively to form the job announcement, to write supplemental questions, and to 
decide how the candidates shall be evaluated. 

7. Determine the desired qualifications for the position that will ensure the candidate’s 
successfulness. 

8. Submit names of professional organizations, web sites, publications and journals specific to the 
position for advertising purposes. 

9. Develop the supplemental questions to be used in the application screening process, develop the 
screening form, develop the interview questions, and develop the rating mechanism ensuring that 
all of the above are job-related specifically to the position and are so noted in the job 
announcement. 
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10. Use the established forms for application screening and interviewing; maintaining notes on the 
established forms; if additional sheets are used to record notes, they are to be attached to the 
actual forms. 

11. Participate in both the paper screening and interviewing of the candidates. 
12. Sign all rating forms and total scores to ensure accuracy. 
13. Do not copy or remove applicant’s application documents, paper screening or interview forms for 

personal or other use. 
14. Report procedural errors to the committee chair. 
15. Submit all documents used in the selection process to the committee chair. 
16. Make no contacts with applicants unless authorized by the committee chair and approved by 

Human Resources. 
 

E.  Committee Chair Responsibilities: 
 

1. Provide active leadership in the steps of the selection process (application screening, interviews 
and reference checking) 

2. Keep all recruitment and selection documents in a secure location during paper screening and 
between interviews 

3. Organize and manage committee’s operation 
4. Ensure the steps of the process are followed 
5. Notify the Human Resources Department of procedural errors and to request guidance and 

direction 
6. Submit of all documents used in the selection process to Human Resources 
7. Coordinate interviews to include dates, times, and location 
8. Work closely with the college Administrative Services office and the Human Resources Specialist 

– Recruitment 
 

F.  Training 
 
All faculty, staff and administrators involved in hiring must receive training on equity, diversity, and 
the employment process. Training is provided by Human Resources, and additional training may be 
requested by the search committee chair or hiring manager. It is the responsibility of the search 
committee chair to ensure that each committee member receives the required training. As part of 
the training, Human Resources or the committee chair will provide each committee member with a 
copy of this procedure with a cover memo in substantially the following form: 
 

 
Thank you for your interest and willingness to participate in the recruitment 
and selection process. Those persons involved in the selection of new 
faculty are agents of the Board of Trustees empowered to help select the 
best candidates.  Because you are an agent of the Governing Board, you 
will be held accountable for every aspect of the process.  Your participation 
is an investment of your time, knowledge and skills.  You have the 
professional responsibility to follow all policies and procedures. These 
procedures have been established to promote equity and guard against 
litigation.  As long as you follow these procedures, the District will defend 
committee members should litigation result. 

 
 
In addition, each committee member will be expected to sign a confidentiality form, acknowledging 
the completion of required EEO training and expectations of confidentiality. 
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SECTION 3: Determine a Search Timeline 

 
Use the Recruitment Timeline Planning Worksheet to develop a search timeline. Work with the HR 
Specialist – Recruitment to identify major milestones such as posting length, completion of 
application review, first-level interviews, and finalist interviews. Review the search timeline with the 
committee and ask members to schedule committee time commitments in their calendars. 
 
Sign and submit a copy of the search timeline to Human Resources. 

 
A position will NOT be posted for recruitment until the search timeline has been established 
and submitted to Human Resources. 

 
SECTION 4: Prepare Job Announcement 

 
Administrative Services office: 

1. The college Administrative Services office representative will provide the committee with a job 
announcement template.  If available, the previous job announcement will also be provided. 

2. The college Administrative Services office representative will also provide each committee 
member with a copy of these procedures. 

 

Committee:  All hiring committee members will work collaboratively to: 
1. Develop the job assignment (subjects to be taught or specific assignment, etc.) 
2. Review the minimum qualifications to ensure accuracy and conformance with the established 

Statewide and District Minimum Qualifications List; the minimum qualifications cannot be changed 
at this stage of the process. 

3. Identify any desirable qualifications.  Although the committee you may develop desirable 
qualifications, the committee is cautioned because these are generally used to exclude applicants 
from consideration, and so are carefully scrutinized.  The State Chancellor’s Office and Title 5 
encourages community colleges to advertise positions based on minimum qualifications to 
become more inclusive rather than exclusive.  If desirable qualifications are included in the job 
announcement, the Human Resources Department is required to develop historical data on the 
impact of the desirable qualifications in the initial recruitment, the minimum qualifications, the 
application screening, the interview, finalists and selection pools.  If the desirable qualifications 
are determined to have an adverse impact on under-represented groups, the use of desirable 
qualifications will be discontinued as directed by the Associate Vice Chancellor of Human 
Resources. 

4. Development of supplemental questions is not required but may be included as a requirement in 
the application process. All applicants will be asked to provide a diversity statement that 
demonstrates their understanding and sensitivity to diverse backgrounds of community college 
students. 

5. The job description (Board and Union approved) will be included in the job announcement; the 
committee may make minor changes to the description as a result of changes in job titles 
mentioned within the description, etc.  If in doubt, contact the HR Specialist.   

6. The committee may not change other elements of the job announcement, such as salary and 
benefits, and selection process.  The committee may, however, make suggestions to Human 
Resources to improve the information provided to the public. 

7. Return the draft to Human Resources. 
 

SECTION 5: Recruitment Advertising 
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Human Resources will post the job announcement in several publications and job boards, such as the 
California Community College Registry, HigherEdJobs.com, etc. A full list of the current standard job 
posting boards can be provided to the committee upon request. 
 
The committee should develop a recruitment, advertising, and outreach plan. This could include: (1) 
identifying additional publications or job boards specific to the position’s profession; (2) identifying 
professional listservs to announce the job opening; (3) identifying any professional gatherings or 
conferences to attend and recruit; (4) identifying colleagues from whom to seek 
nominations/recommendations; and (5) any other ideas for identifying and recruiting a diverse applicant 
pool. 
 
Please note that some publications may require a month or more notice or they only publish every other 
month so we will not, in some cases, be able to meet the deadlines.   
 
Ads in publications usually appear once.  Depending on the cost, Human Resources may pay for more 
than one advertisement.  Additional publication dates can be included, provided the expense is borne by 
the college / division / department. 
        
The Human Resources Department is tracking the information provided by applicants on where they 
heard about the position. This information will be used in the future to determine the success rates of the 
best publications for reaching different job categories. 
 
If committee members are expecting to attend conferences or workshops and committee members would 
like application materials to take with them, contact the Human Resources Specialist - Recruitment.  
Please give the staff a minimum of three weeks for preparation. 
 
Committees may not prepare their own job announcements or advertisements for positions, but are 
encouraged to provide suggestions and material to Human Resources. 
 

SECTION 6: Develop Screening Criteria 

  
The purpose of the application screening form is to assess the knowledge, skills, and abilities of the 
applicants to determine those who best meet the job-related criteria and desirable qualifications, if any, 
included in the job announcement to warrant a personal interview with the committee. To accomplish 
this, the committee must develop screening criteria and weight each criteria.  The screening criteria must 
be based on information committee members can obtain from the application materials.   
 
The Statewide Academic Senate recommends that all faculty be assessed on the following:  subject 
matter knowledge and competency, teaching and communication skills, commitment to professional 
growth and service, and potential for overall college effectiveness. These attributes should be considered 
when developing the committee’s supplemental questions. The Education Code and Title 5 also requires 
that each applicant demonstrate their sensitivity to and understanding of the diverse academic, 
socioeconomic, cultural, disability, and ethnic backgrounds of the District’s students.  
 
A.  Developing Screening Criteria 
 
To ensure that all committee members understand how and what to evaluate and to ensure consistency 
among the committee in the screening process, the committee will establish standard screening criteria 
pertinent to the position.  If the committee asked the candidates to complete supplemental questions, 
these must also be included in the screening criteria. The following are examples that can be modified to 
meet other non-teaching faculty assignments: 
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1. Preparation to teach pre-associate degree through transfer level courses (as demonstrated in 

breadth / depth in coursework, research, other skills or job-related experiences)  
2. Exposure to teaching techniques (as demonstrated in educational courses, experience, 

workshops, internships, tutoring or other preparation) 
3. Written communication skills (as demonstrated in presentation of application materials) 
4. Knowledge of multiple teaching methods (as demonstrated by exposure to teaching techniques 

through educational courses, experience, workshops, or other preparation) 
5. Sensitivity to diverse academic, socioeconomic, cultural, disability, and ethnic backgrounds of 

community college students (as demonstrated in experience, application explanation and other 
documents) 

6. Participation in co-curricular / professional growth activities to enhance the classroom learning 
experience (as demonstrated in student activities, professional groups, extra-curricular activities, 
travel, professional organizations or published works)  

7. Involvement in other activities to promote, encourage and deliver instruction using methodologies 
in addition to lecture, such as online education (as demonstrated in experience and application 
materials) 

 
The committee may not evaluate the candidates on where they obtained their education, on the number 
of degrees they possess, and how many years of experience they possess as none of these are proven 
examples of competency. Any strength(s) of the candidates regarding the measurement of desirable 
qualifications can be addressed in the above paper screening criteria. 
 
Once the committee has determined the screening criteria, it should determine the weights for each 
criteria. The weights are a percentage, and so the weights should add up to 100. Each criterion will be 
scored on a scale of 0-5, with 0 being lowest possible and 5 being highest possible score. The committee 
may assign weights evenly across the criteria; or may want to assign more weight to one or more 
screening criteria.  For example, the committee may want to have more emphasis on “preparation to 
teach pre-associate degree through transfer level courses” than “written communication skills. Keep in 
mind that all of the screening criteria are important when selecting a faculty member who will be 
successful, including the sensitivity criteria.  
 
The committee should submit materials to the college Administrative Services office representative who 
will review criteria with the Vice President and then forward to the Human Resources Department. 
 
B.  Final Approval 
 
The Associate Vice Chancellor of Human Resources or designee will have final approval of the screening 
criteria.  The Associate Vice Chancellor of Human Resources, or designee, may modify or delete 
selection criteria, which may reflect bias, or have a disparate impact on a group of candidates. For 
example, if the criterion is “possesses community college experience,” this will be deleted.  No analysis 
has been completed to determine that prior community college experience is a predictor of an excellent 
teacher. Nor has it been determined that the criteria does not have an adverse impact on the under-
represented, women, and the disabled.  
 
The committee may not revise the screening criteria after submission to Human Resources.  If there is a 
problem, contact the Human Resources Department for assistance. 
 
A position will NOT be posted for recruitment until the screening criteria has been established 
and approved by HR. 
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SECTION 7: Develop Interview Criteria, Questions, Teaching Demonstration and Rating 
Mechanism 

 
A.   Interview Preparation 
 
There are several business items the committee must decide upon prior to the actual interviews, which 
may have an impact on developing the interview criteria and deciding on the teaching demonstration.   
 

1. Tardiness of candidates:  The committee members must decide if they are going to accept the 
late candidate for an interview at the time he/she arrives or later in the day, another day or not at 
all.  The committee is encouraged to ask for a reason for the tardiness because it may be a 
legitimate reason, such as a freeway traffic accident. The committee is encouraged to 
accommodate the candidates with legitimate reasons as a “zero tolerance” approach limits the 
applicant pool.  Be consistent in the treatment of all candidates. 

2. Location and equipment:  Give considerable thought to, the location of the interviews to ensure 
there is adequate space to give the teaching demonstration. Ensure that appropriate 
equipment/resources are available in the location such as chalk board, laptop, overhead projector, 
etc.   

3. First and finalists interviews dates:  Plan tentative dates with all committee members present to 
ensure a timely process.  Allow time for the review process by the Vice President and Human 
Resources to occur plus ten days notification to the candidates to make arrangements to 
participate in the interviews.  Be flexible as we want to hire the best candidate for the position.  
The District may lose an excellent candidate because we are trying to make an internal deadline.  
         

B.   Developing Interview Criteria and Interview Questions 
 
Based on the same criteria as noted above under application screening, the committee should develop 
specific interview criteria and the questions to assess the candidate’s ability to meet the criteria.  The 
interview criteria are the bold statements that indicate the committee’s focus is to select the best qualified 
candidate for the job. The interview criteria must be comprehensive and cover all characteristics and 
knowledge that we expect a faculty member to possess.  The following are criteria suggestions that may 
be modified to fit the specific faculty position. The college Administrative Services office representative 
or HR Specialist - Recruitment may be able to provide the committee with an example of interview criteria 
and questions.)  
 

1. Knowledge and background preparation to teach the subject matter 
2. Knowledge of multiple teaching methods to include critical teaching skills 
3. Problem-solving skills in a teaching / learning environment 
4. Commitment to a positive learning environment and an enthusiastic belief and attitude towards 

the encouragement of learning 
5. Sensitivity to diversity (academic, cultural, ethnic, socioeconomic and the disabled) * 
6. Willingness to take initiative in co-curricular activities, special events, shared governance, and 

participation in department / division activities 
7. Interpersonal skills and mutual respect to be effective with students and staff 
8. Verbal communication skills 
9. Written communication skills  

  
Once the interview criteria are developed, the committee develops the interview questions (one or more) 
for each of the interview criterion to assess each candidate’s knowledge, skills, and abilities.  This is very 
important because this keeps the committee members focused on the reason for the question so they do 
not evaluate, for example, problem-solving skills when the question focuses on knowledge of multiple 
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teaching methods.  The committee members should discuss the appropriate answers to the questions to 
ensure everyone is focused on the expected responses.    
 
* The Human Resources Department has developed some interview questions to assist the committee 
in assessing the interview criterion. The Education Code and Title 5 requires that meaningful 
consideration be given to which applicants fully demonstrate their sensitivity and understanding. Merely 
having experience working with diversity does not demonstrate specific sensitivity and understanding.  
 
C.  Developing Follow-up Questions  
 
Sometimes in interviews individual committee members have a desire to ask questions to obtain 
additional information not covered in the pre-approved interview questions or to ask follow-up questions 
based on a particular answer.  Although it is not illegal to do so, this practice could be perceived by other 
committee members as trying to embarrass or promote one candidate over another candidate by 
obtaining additional information. The committee is, therefore, encouraged to develop follow-up questions 
in advance and include them in the interview questions.  For example, the committee may ask the 
question, “Describe the teaching methods you will use in the classroom to ensure that all academic levels 
are being served effectively.”  Examples of follow-up questions, might include:  “Why did you select these 
specific teaching methods?”; “How do you assure that student outcomes to these teaching methods are 
successful?”; “Have you tried other teaching methods?”   
 
Developing follow-up questions requires the committee to answer the questions themselves to ensure 
the question is effective and the answer is what the committee is looking for in a response. 
  
D.  Developing the Teaching / Counseling / Librarian Demonstration and Evaluation Criteria 
  
After the interview criteria and interview questions are developed, the committee’s next step is to 
determine the teaching / counseling / librarian or other faculty demonstration to be assessed in the 
interview. The committee is encouraged to require a minimum of a ten-minute topic that will represent 
the applicant’s depth and understanding of the subject matter and teaching methods.  The goal is to 
provide the committee with enough information to assess the following suggested evaluation criteria: 
 

• Candidate followed directions in preparing for demonstration 

• Content and knowledge pertinent to the position 

• Effective student / faculty interaction 

• Presentation enthusiastic and interesting 

• Candidate was well prepared 

• Handouts were appropriate to the presentation 
 
E.  Developing the Rating Mechanism 
 
After the interview criteria, interview questions, teaching demonstration and evaluation criteria are 
completed, the next and final step is to determine the rating mechanism, such as a scale from 0 to 5 with 
5 being the highest possible score or 0-10 with 10 being the highest. The committee may also want to 
give more weight to one or more interview criteria.  For example, the committee may emphasize on 
“knowledge of multiple teaching methods to include critical teaching skills” instead of “willingness to take 
initiative in co-curricular activities…”  Keep in mind that all of the above are equally important when 
selecting a faculty member who will be successful, including the sensitivity criteria.  After the committee 
has developed the rating mechanism and any weighting, review the ratings, in totality, should be reviewed 
to ensure that the committee is satisfied with the outcome. Caution: Sometimes weighting may result in 
the teaching demonstration having more emphasis than the oral interview.  In the case of physical 
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education positions with two demonstrations, one teaching and one coaching, it is easy to inadvertently 
place more weight on the demonstrations than the oral interview.  
 
F.  Submission of Documents 
 
The committee must then submit a typed or emailed document to include the interview criteria, the 
specific questions to address the criteria, teaching demonstration evaluation and criteria, and rating 
mechanism to Human Resources. The responsible Vice President shall review and approve the 
document. 
 
The form must include a place for the candidate’s name, plenty of room to take interview notes, a line for 
each question score, the total score, a place for the rater’s signature, and date. (A document of just the 
questions, without the evaluators’ information should also be created.) The following is an example: 
 

Criteria:  Knowledge and background preparation to teach the subject matter   
             
Sample Questions:  
 

1. Please describe how your background and experience has prepared  Rate 0-5 
you to teach ___________.       ______ 

      
 
 
 2. What have you done recently to keep current in your field?   Rate 0-5  
 
            ______ 
 

The last question of the interview should include the opportunity for the candidate to ask questions about 
the position.  This question is unrated.   
   
Applications will NOT be released to the search committee until interview criteria and interview questions 
have been submitted to the Human Resources Department for review and approval. The Human 
Resources Department will have final approval of the interview criteria and questions.  The Associate 
Vice Chancellor of Human Resources, or designee, may modify or delete interview criteria or questions 
that may reflect a bias or have a disparate impact on a group of candidates.   
 
 
The committee may not revise the interview criteria, interview questions, etc., after submission to Human 
Resources.  If there is a problem, contact the Human Resources Department for assistance. 
 

SECTION 8: Human Resources Review of Initial Applicant Pool and Minimum Qualifications 

 
When the recruitment has closed, Human Resources will analyze the initial pool of applicants to 
determine if the applicant pool meets the expected diverse representation as required by Title 5. This 
could be a factor that would require the recruitment for the position to be extended for further outreach.  
If, the applicant pool meets or exceeds the expected representation, then the selection process may 
move forward.  The recruitment may also be extended due to an inadequate number of applicants based 
on employment trends.  The Human Resources Department will also analyze the recruitment plan.  
 
If the initial pool meets the expected representation, the Human Resources Department will screen the 
applications to determine if the candidates meet minimum qualifications and identify those who do not 
meet the minimum but may qualify for an equivalency. Human Resources will release all applications 
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meeting the minimum qualifications and those who may qualify for an equivalency to the committee. It is 
the committee’s responsibility to screen all applications provided for screening.  Every committee member 
must enter application review evaluative scores in the online system, for each application.   
 

SECTION 9: Equivalency 

 
 
If there are any candidates who require an equivalency review, the application review process cannot be 
finished until the Equivalency Committee reviews the equivalency requests.  The Equivalency Committee 
is flexible and expects to meet on a regular basis during recruitment periods to avoid delays. 
 
After the equivalency process is completed, those candidates meeting equivalency will be forwarded to 
the committee for application screening. 
 
The Human Resources Department will complete any documentation necessary and notify the committee 
chair that the application review may be finished.   
 

SECTION 10: Committee Application Review 

 
A. Begin the Application Review 
 
The committee may not revise the screening form after submission to Human Resources. It is not the 
committee’s responsibility to re-determine if an applicant meets minimum or equivalent qualifications. If 
there is a problem, contact the Human Resources Department for assistance. 

 
Each committee member will screen each applicant.  There are exceptions to this rule and they are: 

• The committee member becomes ill and cannot participate in order to meet the selection timeline 
of the committee. 

• One of the committee members is a student or someone outside the District and cannot meet the 
selection timeline of the committee. 

 
The committee must agree to the exceptions. Any exceptions must be noted when submitting the paper 
screening paperwork.  
 
If the applicant pool is small, the committee may agree to bypass the screening process and interview all 
applicants. If this is the case, the committee chair should notify the HR Specialist - Recruitment. When 
an applicant pool is seven applications or less, it is required to skip the application screening process 
and invite all applicants for an interview (when the recruitment is for two or more openings, then any 
applicant pool of 12 applications or less is required to skip the application screening process). The 
committee members should attempt to review each application prior to the interview day.  
 
B.  Conflict of Interest 
 
If, during the screening process, a committee member has a conflict of interest with one of the applicants, 
the committee member must excuse him/herself from the committee.  The committee member may no 
longer participate in the selection process.  It is not acceptable for the committee member to screen all 
other applicants and excuse him / herself from paper screening the one applicant for which the committee 
member has a conflict.  If this occurs, the paper screening process has been compromised.  The 
committee member may be replaced.   
  
A conflict of interest is created when the committee member recognizes by verbal notification or in the 
screening process that an applicant is a family member or close friend, which compromises the committee 
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member in making an unbiased decision in the selection process.   A conflict also occurs when a 
committee member knows significant negative information about an applicant that impairs his/her 
objectivity to assess the applicant fairly. The committee member must notify the committee chair 
immediately. The committee chair should consult Human Resources in determining the appropriate 
course of action. 
 
Note:  It is inappropriate to share any information (negative or positive) a committee member may know 
or think he or she knows about a candidate. Instead, the committee member should inform Human 
Resources. The reference check process is the appropriate means to validate the character and work 
ethic of the candidates.   
 
C.  Screening Deliberation Process 
 
The committee chair will share the results of the composite committee rankings with the committee. 
The committee members will discuss the applicants as related to the pre-approved screening criteria.  
 
The deliberation process has the potential to include other appropriate discussions that are taken into 
consideration in the decision making process. The following are examples of inappropriate matters that 
should be avoided: 
 
 Avoid discussions concerning: 

• Additional paper screening criteria not included in the pre-approved form 

• Discussions of any protected characteristic, such as race, gender, age, sexual 
orientation, and disability 

• Personal bias 

• Information committee members have heard or know about an applicant 

• An applicant’s responses to the general questions on the application form 
 

Be responsible and if in doubt about a topic of discussion, do not discuss it. 
 

During the deliberation process, the committee members must decide, based on the composite scores 
of the applicants, how many will be invited to an interview.  The composite scores will give a clear picture 
of how many to invite. Instead of limiting invitees, be more inclusive for the following reasons: 
 

• The committee is screening based on the presentation of their materials; this is not a true 
reflection of the applicant’s knowledge, skills and abilities. 

• The applicant may not have personally completed the application documents; there are agencies 
offering this service for a fee. 

• The committee is screening based on how much education and experience they have and more 
does not necessarily mean better. 

• The District will likely lose candidates when we schedule the interviews and after we have 
scheduled the interviews. 

• The goal is to find the best qualified person; take the time and be more inclusive and interview as 
many applicants as possible. 

• Being more inclusive is evidence that the committee is making a good faith effort to be more 
inclusive in response to the District’s equal opportunity employment commitment and to meet Title 
5 requirements.     

 
The deliberation process will be reviewed by the appropriate Vice President and the Associate Vice 
Chancellor of Human Resources to ensure that the process was conducted in an inappropriate manner.  
For example, if the committee paper screens 30 applicants and only offers five interviews, this is suspect.  
This may indicate a hidden agenda, which must be reviewed.  In reality, if 30 people meet the minimum 
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qualifications, the committee should be inviting more than five candidates.  Furthermore, inviting only five 
may result in fewer actually accepting the District’s invitation, limiting the candidate pool. Finally, 
forwarding three to five finalists for second level interviews is preferred, and if the committee starts with 
less than five candidates, the chances of ensuring such an outcome are significantly reduced. 
 
In the above scenario, the Vice President or the Associate Vice Chancellor of Human Resources may 
require that the committee interview more than five candidates in an effort to ensure equal opportunity 
employment and to ensure the committee is making a concerted effort to employ the best qualified 
person.  Furthermore, if the process is compromised in any way, the Associate Vice Chancellor of Human 
Resources has the authority of the Chancellor to stop the process at any time.     
 
Any decision by the Vice President and the Associate Vice Chancellor of Human Resources does not 
negate the hard work of the committee, but it is the responsibility of everyone to ensure our selection 
processes support equal employment opportunity and fairness to all applicants.  It is everyone’s objective 
to employ the best qualified person for the position.   
 
Important Note:  The committee members may not reproduce the submissions of any applicants.  These 
documents are confidential District Office records, not committee member records or college records. 
 

SECTION 11: Scheduling Interviews 

 
It is the responsibility of the committee chair to: 

• coordinate the dates, times and location of the interviews in consultation with the committee. 
o Local candidates shall be given at least five-day advance notice to participate in an 

interview. 
o Out-of-state candidates must be given a ten days advance notice in order to make 

transportation arrangements to participate in the interview. So, plan ahead and be as 
accommodating as possible. Candidates invited to the first interview are responsible for 
their own expenses.  

o As an alternative to travel, the committee is encouraged to offer out-of-state, or long 
distance, candidates a video interview. 

In addition, the committee chair will: 

• arrange for contacting the candidates; send a confirmation to the candidates, which should 
include interview date, time, location, teaching demonstration, a map and a parking permit; 

• include any information pertinent to the teaching demonstration that the candidates may request, 
such as equipment needed for the teaching demonstration; 

• prepare a clean copy of the interview questions without selection criteria and rating mechanism 
for the candidates to review on the day of the interviews; 

• arrange for a contact person to whom the candidates should report; 

• assure the contact person is knowledgeable of his/her responsibilities; and 

• assure the process is followed consistently for all candidates. 
 
Committee members should assist the committee chair whenever possible.  
 
Important Note:  No special interviews for out-of-state candidates to avoid returning for a second 
interview are allowed, as it may create a perception of bias.   
 

SECTION 12: Interview Day 

 
The hiring process involves the evaluation of people for a position. At the same time, the candidates are 
evaluating whether they want to work at the West Valley-Mission Community College District. 
 



 

Full-Time Faculty Recruitment & Selection Procedures   14 

 

The committee’s goal is to present the District in such a way that all candidates exposed to the process 
go away feeling that West Valley-Mission Community College District is the only institution with which 
they want to work.  This principle, of course, applies to every stage of the hiring procedures, but nowhere 
is it more relevant than in the interview process, when the candidates and the committee, representing 
the institution, come face-to-face.  
 
The committee should strive to make the interview process humane and to create a relaxed atmosphere 
conducive to the candidate’s doing his or her best.   
 
A.   Welcome and Information 
 
When the candidate arrives for the interview and reports to the contact person, he/she is to be given 5 to 
10 minutes to preview the interview questions, which must not include the selection criteria or rating 
mechanism.  Whatever the time limit the committee determines, it must be consistently applied to every 
candidate.  If the candidate makes notes and brings them into the interview from this brief review, don’t 
be alarmed.  The person is probably jotting notes to remember during the interview.  What is not 
acceptable is for the candidate to bring a brief case of documentation or a mobile device to review after 
every question is asked.  If this occurs, the committee chair should be kind and tell the candidate that the 
committee prefers responses to the questions directly from the candidate without reference to other 
documents.  This should resolve the problem and not impede the process. 
 
Important Note:  Sometimes candidates bring letters of reference, student evaluations of their teaching 
ability or other documentation to leave with the committee at the time of the interview.  The committee 
chair is to thank the candidate for providing the information. This information is not to be reviewed by the 
committee members, nor can any of the information be taken into consideration as part of the evaluation 
of the candidate. The committee chair is to keep this information in his/her possession to be returned to 
Human Resources with a note of explanation. 
 
B.  Committee Interview 
 
All candidates are on a level-playing field, meaning no consideration is given in the interview process for 
the candidate’s rating in the application screening process. In other words, the committee cannot give 
candidates points in the interview phase for their application presentation and content. 
 
1.  Preliminary: 

• The committee should have a copy of the job announcement and a copy of the interview questions 
for the candidate to refer to, if necessary.   

• Welcome the candidate and thank him/her for his/her interest in employment with the District. The 
committee members should introduce themselves. In some cases it may also be helpful to have 
name plates for each committee member. 

• Explain the interview process:  Such as how the questions will be asked, indicate the committee 
will be taking notes and may not have direct eye contact but to feel assured the committee is 
listening carefully to everything being said. 

• Point out he/she may refer to the interview questions at any time during the interview. 

• Point out he/she will have an opportunity at the end of the interview to ask questions. 
 
2.  Interviews: 
 
Note:  Candidates may have jotted down notes when previewing the interview questions.  Do not be 
alarmed as this is acceptable.  However, please retrieve these notes before they leave the interview.  
This excludes any handouts provided for the teaching demonstration, which may include lesson plans, 
etc. 
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Now that the preliminary procedures are completed, the committee may conduct the interviews assuring 
every applicant is asked the same questions.   
 
If interviews are conducted on more than one day, the committee chair is responsible for retrieving the 
interview screening forms from the committee members and keeping them in a secure location until the 
interviews resume. 
 
After each interview, the committee is encouraged not to discuss the candidates.  This dialogue can be 
perceived as a mechanism to insert individual biases about candidates into the process.  Each committee 
member has the responsibility to evaluate each candidate from his / her own perspective and not to be 
influenced by others.  Everyone will have an opportunity to discuss the candidates during the deliberation 
process. 
 
Every committee member must complete an interview form for each candidate.  Committee members are 
encouraged to keep job-related notes on the candidate’s responses.  If committee members do not keep 
notes on the interview form and use other paper, the document must be attached to the interview form 
and submitted to the committee chair at the appropriate time. In the event of any challenge to the 
committee’s process, the committee member may have to provide specific points as to why members 
gave one candidate a 5 rating and another candidate a 2 rating.  After a long period of time, it is unlikely 
that committee members will remember every detail and the committee’s process could be suspect. 
 
At the close of the interviews, give the candidates an opportunity to ask questions.  
 
If a candidate wants to give the committee documentation during or after the interview (with the exception 
of lesson plans for the teaching demonstration) that was not requested by the committee in advance to 
all candidates, the committee can respond in one of two ways:  Accept the information and say thank you 
or tell the candidate, in fairness to all candidates, such documents cannot be accepted.  If the committee 
accepts the information, the committee chair is to keep the information in his/her possession and it is not 
to be shared with committee members or used in the deliberation process.   
 
Teaching demonstration:  The committee may accept documents given to it that are specifically related 
to the teaching demonstration, such as a lesson plan.  This does not include former student evaluations 
or the candidate’s personal philosophy of education.   
  
Candidates may ask when a selection is to be made, etc. Do not give specific dates. Tell them that if they 
are selected for a second interview, they will be notified verbally. Candidates not selected for a second 
interview will be notified by Human Resources. 
 
Important Note:   

• The committee members may not duplicate the interview forms or any attached documentation 
for their records. These documents are confidential District records. 

 

 
 
3.  Deliberations: 
 

Questions from candidates after the interview is complete: 
 

Refer all calls to Human Resources.  Do not discuss a candidate’s interview 
with anyone, not even the candidate. 
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The committee may follow the same process outlined in SECTION 10, which includes the committee 
chair tabulating the committee composite scores from interviews. 
 
The committee may choose an alternative method in a joint meeting as follows:   

• Each committee member shall rank candidates in order from their highest scoring to lowest 
scoring.  There can be no ties. 

• The committee chair shall tabulate the committee composite of ranking scores, indicating the 
candidate with lowest composite rank score is ranked first, and so on. 

• The committee must decide, based upon this ranking, how many candidates the committee is 
forwarding as finalists.        

 
Whatever process the committee uses, the candidates should be discussed. The strengths and 
weaknesses of the finalists must be developed.  
 
The deliberation process is very important.  The committee will be selecting finalists who meet all of the 
interview criteria.  The dialogue must be job-related and there must be no discussion about race, gender, 
cultures, or disabilities of the candidates.  The goal is to hire the best qualified person who meets all of 
the pre-determined interview criteria, which include sensitivity to the diversity of our students.  If he / she 
has strong knowledge in the subject matter but could not give specific examples of multiple teaching 
methods and demonstrate problem-solving skills, then this is not the person we should select. 
 
After deliberations, the chair enters the scores on to the First-level Interviews Composite Ranking form.  
 
4.  Finalists: 
 
In selecting candidates for a finalist interview, the committee sends a message to the hiring manager that 
any of the candidates are qualified and would contribute to the overall effectiveness of the college and 
the District. If possible, the recommended candidates for the second interview should have consensus of 
the committee.  However, consensus may not be achieved.  If this is the case, a majority of the committee 
may forward recommended candidates. A committee member is not required to change his/her points for 
a candidate in order to reflect the decision of the committee. 
 
 
Caution:  The recommended finalists should mirror the ranking of the candidates as a result of the 
interview. If this does not occur, there is a cause for concern and the process may appear suspect. If 
there is conflict between the committee members, contact Human Resources. 
 

SECTION 13: Recommendation of Finalists 

 
Next, the committee must complete the Recommendation of Finalists form. Use this form to list the 
finalists in alphabetical order, by last name, and summarize their strengths and weaknesses. 
 
Complete this form, and submit it, along with the First-level Interviews Composite Ranking form and ALL 
first-level interview materials, to Human Resources. 
 
 
The Human Resources Department shall review all documentation, certify the process, and forward a 
copy of the Recommendation of Finalists to the hiring manager.    
 
The Human Resources Department will notify the non-selected applicants from the first interview. 
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SECTION 14: Finalist Interviews 

 
The finalists’ interviews are conducted by the President or designee for all full-time faculty positions.   
 
The search committee chair or designee shall sit on the finalists’ interviews and participate with the 
President to recommend a candidate.  Others may be invited as appropriate. 
 
Unlike the initial interviews, the final interviewers have more flexibility in the questions that may be asked 
of each candidate. However, the finalist interviews are still governed by the same EEO laws and 
restrictions. As with the initial interviews, all notes and other printed materials used during the final 
interview will be collected and submitted to Human Resources. 
 
The finalist interview process may also include a tour of the campus, open forums, or presentations. 
 
The President’s Office is responsible for making all arrangements for scheduling the finalists’ interviews.  
The finalists may not preview the interview questions.    
 
Finalists traveling more than 400 miles may receive limited reimbursement for authorized travel 
expenses. To be reimbursed, the finalists must submit the Request for Candidate Reimbursement—
Finalist Interviews form and the original receipts directly to the Human Resources Department for 
processing.  Please contact the HR Specialist for more information. 
 
After the interviews, the President shall consult with the faculty search committee chair and, in the 
President’s discretion, others involved on the interview panel, and make the hiring decision.   
 

SECTION 15: Reference Checks 

   
The purpose of reference checking is to confirm the information obtained in the interview, to confirm 
information submitted on the employment application, and to ensure the selected person is the right 
person for the job. The reference check process should be taken seriously and completed as thoroughly 
as possible in the event the District and the committee members are subjected to accusations of negligent 
hiring. 
 
A.  Reference Check Component 
 
There are two components to the reference checking process:  one is completed by the committee and 
the other is completed by Human Resources.  The committee assesses the candidate’s knowledge, skills 
and abilities and Human Resources evaluates legal implications of the “general questions” section of the 
employment application.  The committee shall not, in the paper screening, interview or reference 
checking processes, disqualify or evaluate a candidate based on responses to these questions.  
Sometimes, candidates make mistakes in their answers or the legal implications have no negative impact 
on employment. If there is a cause for concern after Human Resources completes its responsibility in 
legal compliance, the college President or Vice President will be contacted. 
 
B.  Reference Checking Period   
 
The goal is to assess the candidate’s work history and work ethic during the last five years.  If he/she has 
not worked during this period, find out what the candidate has done during the last five years, if not 
indicated on the application. The committee may have to go beyond the last five years to obtain two 
references. Reference checks MUST be completed. 
 
C.  Responsibility for Checking References 
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Reference checking may be completed by the hiring manager or the committee chair. However, there 
are basic rules to follow: 
 

1. All questions must be asked of each reference for each finalist; do not skip over questions, ask 
them all.  Do not add questions. 

2. If several people are involved in the process, one person must call all references for one finalist.  
Do not split up reference checks for each candidate as at least one committee member must see 
all references for the finalist.   

3. A minimum of two references are required from current and former supervisors. 
a. A reference check for an internal candidate (i.e., associate instructor) with at least the 

current supervisor is required unless the current supervisor and hiring manager is the 
same person. The hiring manager may not serve as a reference. If the current supervisor 
is also the hiring manager, then a reference check from another source is required, 
preferably from a previous supervisor. If, in this case, the committee member is unable to 
obtain a reference from a previous supervisor, it must be explained. 

4. If the committee member is unable to reach a reference after trying several times, the reference 
checking form should be completed and a notation made. 

5. If the committee member contacts a reference and the reference refuses to give one, the 
reference checking form should be completed and a notation made.  This should be explored; it 
may be a red flag. 

6. Include all comments, both positive and negative; we must obtain a balanced reference. 
7. If the committee member receives a negative reference, conduct more than two references to 

assure a thorough reference. 
8. Submit all completed successful and unsuccessful reference checking forms.  

 
D.  Reference Checking Steps   
 

1. Review the Reference Release section located on the employment application and follow the 
directions of the finalist.  The finalist has either provided a release to contact all and current 
supervisors or to notify him/her first before contacting references.  If the finalist has selected the 
latter, notify the finalist and indicate that the committee is in the next phase of the selection 
process and the committee is going to begin calling references.   

 
2. If the finalist continues to request that his/her current supervisor not be contacted, then consult 

with Human Resources.  
 

3. Call two supervisory references located in the “Experience” section of the employment 
application.  In some cases, the finalist has not worked at three different organizations.  For 
example, the committee may have to contact former master teachers where they interned or 
worked part-time in college, or contact a person where they volunteered, etc. The committee 
member may have to become creative in obtaining references. 

 
4. If the finalist does not provide names and phone numbers of supervisors, contact the finalist to let 

him/her know the committee is completing the next phase of the selection process and is going 
to call references, so names, titles and phone numbers of current and former supervisors are 
needed. 

 
5. Character references cannot replace supervisor references when there are current and former 

supervisors listed in the “Experience” section. 
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6. In some situations, the supervisor is deceased, no longer working at the business, or the business 
is defunct.  In these cases, the committee member may have to speak to another colleague or 
another supervisor who knows of the finalist and his/her work ethic. 

 
7. It is acceptable to obtain references via email and FAX.  If one of these options is selected, send 

the reference a copy of the reference check form because we want the reference to answer the 
same questions as any other reference.  For example, it is not acceptable to simply email a 
statement concerning the finalist. 

 
8. Document employment history, obtain the name, job title, and name of the organization of the 

reference.  Compare this information to the work history provided in the employment application.  
Is it the same?  Clarify, if necessary.   

 
9. Do not expect to complete the reference checking in one day; it may take several days to complete 

a thorough reference check for a finalist.    
 

10. If the committee member is having difficulty in obtaining a thorough reference check or has 
questions or concerns, please contact Human Resources for assistance. 

 
 

SECTION 16: Job Offer 

 
The President, or designee, shall inform Human Resources of the recommended candidate for hire, 
and submit the completed reference checks and finalist interview materials.   
 
Only the staff in the Human Resources Department may make an official job offer.  Prior to making a job 
offer, the Human Resources Department will perform the following steps: 
 

• Review the names of the committee members and confirm submission of interview rating forms 
for the first and finalists interviews.  Assure there are rating forms for all committee members, 
rating forms are totaled and forms are signed. 

• Review reference check process to ensure an adequate reference checking process has been 
conducted.  Review responses to questions and assess responses.  May follow-up with 
recommending parties to assure the references were reviewed and the responses have been 
evaluated. 

• Reaffirm the candidate meets the minimum qualifications and / or equivalent qualifications.  
Ensure any equivalency documentation has been completed appropriately.  If candidate was 
recommended based on a California Community College Credential, the credential will be 
reviewed to determine if it is valid and in the appropriate discipline. 

• Reaffirm required college degrees are from accredited institutions. 

• Review “general questions” section and follow-up, if necessary.  May need to contact candidate 
regarding his/her responses.  If there is a problem that would impact the selection, the Associate 
Vice Chancellor of Human Resources will contact the hiring manager. 

 
The Human Resources Department will make the job offer contingent upon Board approval and 
determine if any ADA accommodation is required.  If the finalist accepts, Human Resources will notify 
the President and the committee chair.  The Human Resources Department will contact the other finalists 
to inform them a selection has been made.   

 
 

SECTION 17: Appointment 
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The Human Resources Department will prepare the Board of Trustees agenda item and notify the finalist 
of the contingent offer. After Board approval, Human Resources will notify the finalist to confirm the 
appointment.  
 
IMPORTANT NOTE: At each stage of the hiring process—selection of candidates for interviews, 
selection of candidates for second level interviews, and hiring, the candidate pool will be reviewed 
by Human Resources to ensure compliance with equal employment opportunity provisions. 
 
 
Reviewed and recommended for approval by West Valley College Academic Senate March 10, 2020. 
Reviewed and recommended for approval by Mission College Academic Senate March 26, 2020. 
Reviewed by District Council November 6, 2017. 
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Classified/Administrative Recruitment & Selection Procedures  
Board Policy and Administrative Procedure 7120  

 
 
 

SECTION 1: Recruitment Approval 

 
1. Contact the Personnel Specialist at the college or the Human Resources Specialist – 

Recruitment (HR Specialist) to initiate a requisition for approval to conduct a recruitment for an 
open position. 

2. Return forms to the Personnel Specialist who will process at the college level and forward to 
Human Resources to obtain approval through the Executive Management Team (EMT). 
 

 

SECTION 2: Establish Committee, Designate Committee Chair, and Responsibilities 

 
A.  Designate a Search Committee Chair 
 

Once the EMT approves the position, the department manager shall appoint a search 
committee chair to coordinate and facilitate the recruitment. The search committee chair should 
be someone who has previously participated on a search committee, and who possesses the 
knowledge, skill and time to effectively lead a proper recruitment. 

 
B.  Establish Committee 

  
1. Classified:  The committee for classified positions shall be initiated by the department 

supervisor/manager. The classified representatives will be appointed by the appropriate 
Classified Senate*. The committee shall be from three to five members and subject to approval 
by the appropriate Vice President, Vice Chancellor or Chancellor.  To ensure balance and 
perspective, there shall be representatives from outside the department (at least 1 if three 
committee members and 2 if there are 4 or 5 members).  Outside the department is defined as 
a separate department with a different manager from the immediate supervisor of the position 
to be filled. 

 
*The Classified Senate, after notification from the department 
supervisor/manager, will have ten working days to identify the classified 
representatives.  If the Classified Senate does not identify representatives, the 
department manager may appoint the representatives and will send a 
confirmation to the Classified Senate.  

   
 

2. Administrative:  The committee for administrative positions shall be initiated by the immediate 
supervisor.  The immediate supervisor will contact the representative groups, in writing, to 
obtain the names of appointees.  The groups will have ten working days to make their 
appointments.  The representation shall be as follows: 

 
Chancellor 

 5 administrators (two administrators from each college and one from 
Administrative Services appointed by the Board of Trustees)  

 2 Academic Senate representatives (one from each college appointed by the 
Academic Senate) 
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 2 Classified Senate representatives (one from each college appointed by the 
Classified Senate – The Classified Senate may appoint any classified employee, 
including confidential, police and supervisory employees 

 1 administrative services representative appointed by the Board of Trustees 
 2 students (one from each college appointed by the Associated Students) 
 1 community member appointed by the Board of Trustees  

 
Vice Chancellor and Associate Vice Chancellor of Human Resources 

 4 administrative representatives (one administrator from each college and two 
representatives from Administrative Services, at least one an administrator, 
appointed by the Chancellor)  

 2 Academic Senate representatives (one from each college appointed by the 
Academic Senate) 

 2 Classified Senate representatives (one from each college appointed by the 
Classified Senate – The Classified Senate may appoint any classified employee, 
including confidential, police and supervisory employees  

 2 students (one from each college appointed by the Associated Students) 
 
College President  

 4 administrators to include representation from Administrative Services appointed 
by the Chancellor 

 2 Academic Senate representatives appointed by the Academic Senate 
 2 Classified Senate representatives appointed by the Classified Senate. The 

Classified Senate may appoint any classified employee, including confidential, 
police and supervisory employees. 

 1 student appointed by the Associated Students (one student minimum)  
 1 community representative appointed by the Chancellor 

 
College Vice President 

▪ 4 administrators appointed by the College President 
 2 Academic Senate representatives appointed by the Academic Senate 
 2 Classified Senate representatives appointed by the Classified Senate. The 

Classified Senate may appoint any classified employee, including confidential, 
police and supervisory employees. 

 1 student appointed by the Associated Students  (one student minimum) 
 1 community representative appointed by the Chancellor 

 
Other Academic Administrators 

 4 administrators appointed by the Chancellor, Vice Chancellor, or College 
President as appropriate 

 2 Academic Senate representatives appointed by the Academic Senate  
 2 Classified Senate representatives appointed by the Classified Senate. The 

Classified Senate may appoint any classified employee, including confidential, 
police and supervisory employees. 

 1 student appointed by the Associated Students  (optional for administrative 
services positions) 

 
Other Classified Administrators 

 2 administrators appointed by the Chancellor, Vice Chancellor, or College 
President as appropriate 

 1 Academic Senate representative appointed by the Academic Senate  
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 1 Classified Senate representative appointed by the Classified Senate. The 
Classified Senate may appoint any classified employee, including confidential, 
police and supervisory employees.  

 1 student appointed by the Associated Students (optional)  
 

Note:  Failure of a group to select representatives will not negate the process; one group 
cannot add additional members due to the lack of appointees from another group.    

 
3. Probationary employees may not serve on a search committee until the successful conclusion 

of their probationary period. Similarly, those who have given notice of resignation or retirement 
may not serve on a search committee. 

4. Subject to approval of the appropriate administrator noted above, the committee may also 
include professionals or others outside of the District who can contribute expertise to the 
selection process. 

5. To the extent possible, the committee will reflect diversity and inclusiveness which includes, but 
is not limited to, such qualities as gender, race / ethnicity, age, disability, sexual orientation, and 
perspective.  

6. It is expected that committee members will participate in the recruitment and selection process 
from the beginning to the end. However, in some cases, this is not possible.  In order to ensure 
fairness to the applicants, a committee member’s ratings/scores can only be counted if he/she 
completes an entire screening and interview process.  This means that if a committee member 
screens or interviews only a portion of the applicants, none of their ratings/scores can be 
counted.  Another example is when a committee member has a conflict with one of the 
candidates on the day of the interview and says, “I can’t participate in this interview but I will 
evaluate the other candidates.”  The committee member must excuse him/herself from the 
entire screening process. 

7. Committee members may be substituted during the process as long as it is acceptable to the 
hiring manager and to Human Resources; and diversity and inclusiveness are maintained as 
noted above. 

8. If committee members are changed after the official notification has been submitted, a revised 
Committee form must be submitted and re-certified by the appropriate administrator 
responsible for the selection process and the Human Resources Department. 

  
C. Submit Committee Membership Form 

 
When the committee has been identified, complete the Committee Membership form and submit it 
to the Classified Senate for notification and confirmation of representatives appointed. 
 
After sending the Membership form to the Classified Senate, submit it to the appropriate Vice 
President, Vice Chancellor or Chancellor for review and approval. 
 
Once approved by the Vice President/Vice Chancellor/Chancellor, submit to Human Resources for 
review and approval. The Associate Vice Chancellor of Human Resources, or designee, shall 
review the proposed membership and may require changes to the committee composition to ensure 
diversity and inclusiveness. 
 
A position will NOT be posted for recruitment until the committee membership has been established 
and approved by HR. 

 
D.  Committee Member Responsibilities: 
 
1. Recruit, screen and identify a minimum of 3-5 candidates to recommend to the hiring authority 

for finalist consideration. 
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2. Demonstrate objectivity, fairness, and equality of treatment of all applicants 
3. Commit to the process 
4. Maintain the integrity of the process 
5. Ensure confidentiality of the process, which means no discussion outside of the committee to 

include, but is not limited to, releasing the names of applicants, numbers of applicants and 
finalists, where the applicants work, their degrees, etc.  There will be no side discussions of 
applicants and their qualifications outside of a full committee’s meeting.  What occurs in the 
selection process stays within the committee before, during and after the selection has been 
made.  The exception to this regulation is when a committee member or step in the process is 
not being followed appropriately or the process has been compromised.  If this is the case, 
contact the Human Resources Department immediately for guidance.  

6. Work cooperatively to meet the established timeline to fill the position 
7. Determine the desired qualifications for the position that will ensure the candidate’s 

successfulness 
8. Submit names of professional organizations, web sites, publications and journals specific to the 

position for advertising purposes; if providing a mailing list, submit on mailing labels 
9. Develop the supplemental questions to be used in the screening process, develop the screening 

form, develop the interview questions, and develop the rating mechanism, ensuring that all of 
the above are job-related specifically to the position and are so noted in the job announcement.  
Using the established forms for screening and interviewing; maintain your notes on the 
established forms; if additional sheets are used to record notes, they are to be attached to the 
actual forms. 

10. Participate in both the screening and interviewing of the candidates. 
11. Sign all rating forms and total scores to ensure accuracy 
12. Do not copy or remove applicant’s application documents, screen or interview forms for 

personal or other use 
13. Report procedural errors to the committee chair 
14. Submit all documents used in the selection process to the committee chair 
15. Make no contacts with applicants unless authorized by the committee chair and approved by 

Human Resources 
 

E.  Committee Chair Responsibilities: 
 

1. Provide active leadership in the steps of the selection process (screening, interviews and 
reference checking) 

2. Follow the recruitment timeline as determined by the reporting manager or Executive 
Management Team member as appropriate.  

3. Keep all recruitment and selection documents in a secure location during screening and 
between interviews. 

4. Organize and manage committee’s operation 
5. Ensure the steps of the process are followed 
6. Notify the Human Resources Department of procedural errors to request guidance and direction 
7. Submit all documents used in the selection process to Human Resources 
8. Coordinate interviews to include dates, times and location 
9. Work closely with the college Personnel Specialist and the Human Resources Specialist – 

Recruitment 
 

F.  Training 
 
All faculty, staff and administrators involved in hiring staff must receive training on diversity and the 
employment process. Training is provided by Human Resources, and additional training may be 
requested by the search committee chair or hiring manager. It is the responsibility of the search 
committee chair to insure that each committee member receives the required training. As part of the 
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training, Human Resources or the committee chair will provide each committee member with a copy 
of this procedure with a cover memo in substantially the following form: 
 

Thank you for your interest and willingness to participate in the 
recruitment and selection process. Those persons involved in the 
selection of new classified and administrative staff are agents of the 
Board of Trustees empowered to help select the best candidates.  
Because you are an agent of the Governing Board, you will be held 
accountable for every aspect of the process.  Your participation is an 
investment of your time, knowledge and skills.  You have the professional 
responsibility to follow all policies and procedures. These procedures 
have been established to guard against litigation.  As long as you follow 
these procedures, the District will defend committee members should 
litigation result. 

 
In addition, each committee member will be expected to sign a confidentiality form, acknowledging 
the completion of required EEO training and expectations of confidentiality. 

 
 

SECTION 3: Determine a Search Timeline 

 
Use the Recruitment Timeline Planning Worksheet to develop a search timeline. Work with the 
hiring manager to identify major milestones, such as anticipated start date, second-level (or finalist) 
interviews, and Board meeting approval. Review the search timeline with the committee and ask 
everyone to schedule committee time commitments in their calendars. 
 
Sign and submit a copy of the search timeline to Human Resources. 

 
A position will NOT be posted for recruitment until the search timeline has been established and 
submitted to Human Resources. 

 

 

SECTION 4: Prepare Job Announcement 

 
1. The college Personnel Specialist will provide the committee with a job announcement template 

and class specification.  If available, the previous job announcement will also be provided. 
2. The college Personnel Specialist will also provide each committee member with a copy of these 

procedures. 
3. The job announcement will include the minimum qualifications and any desirable qualifications 

in the Board approved class specification.  Committees may not include any additional minimum 
qualifications.  

4. The committee may develop supplemental questions to be included as a requirement in the 
application process to assist the committee in the screening process, but supplemental 
questions are not a requirement. The supplemental questions must be related to the screening 
criteria which are defined in SECTION 5.  It will be helpful to develop the screening criteria 
before you develop the supplemental questions. All applicants will be asked to provide a 
diversity statement that demonstrates their understanding and sensitivity to diverse 
backgrounds of community college students. 

5. The class specification will be included in the job announcement (Board approved); the 
committee may make minor changes to the class specification as a result of changes in job titles 
mentioned within the class specification, etc.  If in doubt, contact the Human Resources 
Department.   
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6. The committee may not change other elements of the job announcement, such as salary and 
benefits, and selection process.  However, the committee may make suggestions as Human 
Resources wants to improve the information provided to the public. 

7. Return the draft to the college Personnel Specialist.   
 
 

SECTION 5: Recruitment Advertising 

 
Human Resources will post the job announcement in several publications and job boards, such as the 
California Community College Registry, HigherEdJobs.com, etc. A full list of the current standard job 
posting boards can be provided to the committee upon request. 
 
The committee should develop a recruitment advertising and outreach plan. This could include 
identification of: (1) additional publications or job boards specific to the position’s profession; (2) 
professional listservs to announce the job opening; (3) any professional gatherings or conferences to 
attend and recruit; (4) colleagues to seek nominations/recommendations; and (5) any other ideas for 
identifying and recruiting a diverse applicant pool. 
 
Please note that some publications may require a month or more notice or they only publish every other 
month so we will not, in some cases, be able to meet the deadlines.   
 
Publications usually appear once.  Depending on the cost, Human Resources may pay for more than 
one advertisement.  Additional publication dates can be included provided the expense is borne by the 
college or division/department. 
        
The Human Resources Department is tracking the information provided by applicants on where they 
heard about the position.  This information will be used in the future to determine the success rates of 
the best publications to reach different job categories. 
 
If committee members are expecting to attend conferences or workshops and committee members 
would like application materials to take with them, contact the Human Resources Specialist - 
Recruitment.  Please give the staff a minimum of three weeks for preparation. 
 
Committees may not prepare their own job announcements or advertisements for positions, but are 
encouraged to provide suggestions and material to Human Resources. 
  
 

SECTION 6: Develop Screening Criteria 

 
The purpose of the application screening is to assess the knowledge, skills and abilities of the 
applicants to determine who best meets the job-related criteria included in the job announcement to 
warrant a personal interview with the committee. To accomplish this, the committee must develop 
screening criteria and weight each criteria.  The screening criteria must be based on information you 
committee members can obtain from the application materials. 
 
A.  Developing Screening Criteria 
 
To ensure that all committee members understand how and what to evaluate and to ensure 
consistency among the committee in the screening process, the committee should establish standard 
screening criteria pertinent to the position.  If the committee asked the candidates to complete 
supplemental questions, these must also be included in the paper screening document.   Use the job 
description as a guide to develop the screening criteria.  
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The following are examples of screening criteria applicable for most positions: 
  
1. Knowledge and background to perform the essential functions of the position (as demonstrated in 

breadth/depth in any college preparation, other skills or job-related experiences)  
2. Knowledge of computer hardware and software (as demonstrated in application documents) 
3. Written communication skills (as demonstrated in presentation of application materials) 
4. Sensitivity to diverse academic, socioeconomic, cultural, disability, and ethnic backgrounds of 

community college students (as demonstrated in application explanation and other documents) 
 
Committee members may not evaluate the candidates on where they obtained their education, on the 
number of degrees they possess, and how many years of experience they possess as none of these 
are proven examples of competency.  Any strength(s) of the candidates to measure desirable 
qualifications can be addressed in the above screening criteria. 
 
Once the committee has determined the screening criteria, determine the weights for each criteria. The 
weights are a percentage, and so the weights should add up to 100. Each criterion will be scored on a 
scale of 0-5, with 0 being lowest possible and 5 being highest possible score. The committee may 
assign weights evenly across the criteria; or you may want to assign more weight to one or more 
screening criteria. For example, the committee may want to have more emphasis on “knowledge and 
background” than written communication skills. Keep in mind that all of the screening criteria are 
important when selecting who will be successful, including the sensitivity criteria.   
 
Submit materials to the college Personnel Specialist who will review criteria with the Vice President and 
then forward to the Human Resources Department. 
 
B.  Final Approval 
 
The Human Resources Department will have final approval of the screening criteria.  The Associate 
Vice Chancellor of Human Resources, or designee, may modify or delete selection criteria, which may 
reflect bias, or have a disparate impact on a group of candidates.  For example, if the criterion is 
“possesses community college admissions and records experience,” this will be deleted.  No analysis 
has been completed to determine that prior community college experience in the admissions and 
records office is a predictor of an excellent employee.  Nor has it been determined that the criteria does 
not have an adverse impact on underrepresented ethnic groups, women, and the disabled.  
 
The committee may not revise the screening criteria after submission to Human Resources.  If there is 
a problem, contact the Human Resources Department for assistance. 
 
A position will NOT be posted for recruitment until the screening criteria has been established and 
approved by HR. 
 
     

SECTION 7: Develop Interview Criteria, Questions and Rating Mechanism 

 
A.  Interview Preparation 
 
There are several business items the committee must decide upon prior to the actual interviews, which 
may have an impact on developing the interview criteria.  
 

1. Tardiness of candidates:  The committee members must decide if they are going to 
accept the late candidate for an interview at the time he/she arrives, later in the day, 
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another day, or not at all.  The committee is encouraged to ask for a reason for the 
tardiness because it may be a legitimate reason such as a freeway traffic accident. The 
committee is encouraged to accommodate the candidates with legitimate reasons as a 
“zero tolerance” approach limits the applicant pool. 

2. Location and equipment:  Give considerable thought to the location of the interviews to 
ensure there is adequate space to give a presentation or conduct a role play. Ensure 
that appropriate equipment/resources exist in the location such as chalk board, laptop, 
overhead projector, etc.  If the candidate is required to create a spreadsheet or word 
document, the candidates must be notified at the time of interview the software they will 
be using. 

3. First and finalist interview dates:  Plan tentative dates with all committee members 
present to ensure a timely process. Allow time for the review process by the Vice 
President and Human Resources to occur plus ten days notification to the candidates to 
make arrangements to participate in the interviews. Be flexible as the goal is to hire the 
best candidate for the position.   

 
 
B.  Developing Interview Criteria and Interview Questions 
 
Based on the same criteria as noted above under screening, the committee should develop specific 
interview criteria and the questions to assess the candidate’s ability to meet the criteria.  The interview 
criteria are the bold statements that indicate the committee’s focus is to select the best-qualified 
candidate for the job.  The interview criteria must be comprehensive and cover all characteristics and 
knowledge that we expect the employee to possess.  The following are suggested interview criteria that 
may be modified to fit the specific position: 
 

1. Knowledge and background preparation  
2. Understands the academic environment and the mission to serve students 
3. Problem-solving skills  
4. Knowledge of computer hardware and software 
5. Sensitivity to diversity (academic, cultural, ethnic, socioeconomic and the disabled) * 
6. Interpersonal skills and mutual respect to be effective with students and staff 
7. Verbal communication skills 
8. Written communication skills  

  
Once the interview criteria are developed, the committee develops the interview questions (one or 
more) for each of the interview criterion to assess each candidate’s knowledge, skills, and abilities.  
This is very important because this keeps the committee members focused on the reason for the 
question so they do not evaluate, for example, problem-solving skills when the question focuses on 
knowledge of multiple teaching methods.    
 
* The Human Resources Department has developed some interview questions to assist the committee 
in assessing the interview criterion.  The Education Code and title 5 requires that meaningful 
consideration be given to which applicants fully demonstrate their sensitivity and understanding. Merely 
having experience working with diversity does not demonstrate their specific sensitivity and 
understanding.  
 
C.  Developing Follow-up Questions  
 
Sometimes, in interviews, individual committee members have a desire to ask questions of to obtain 
additional information not covered in the pre-approved interview questions or to ask follow-up questions 
based on a particular answer.  Although it is not illegal to do so, this loose practice could be perceived 
by other committee members that a committee member is trying to embarrass or promote one 
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candidate over another candidate by obtaining additional information.  Therefore, the committee is 
encouraged to develop follow-up questions in advance and include them in the interview questions. For 
example, the committee may ask the question, “Describe a conflict you have experienced with another 
person in the workplace and explain how you handled it.”  A follow-up questions might be:  “If a similar 
conflict occurred again, would you handle it differently?  If yes, explain what you would do differently 
and why?  If the answer is no, why not?  What did you learn from the experience?” 
  
Developing follow-up questions requires the committee to answer the questions themselves to ensure 
the question is effective and the answer is what the committee is looking for in a response. 
  
D.  Developing a Written Exercise, Presentation, or Role Play 
  
After the interview criteria and interview questions are developed, the committee’s next step is to 
determine if a written exercise, presentation, role play or other exercise will be a part of the interview.  
Whatever the activity, the committee must develop the criteria to evaluate the activity.  For example, the 
committee may choose a computer exercise wherein the candidate must prepare an excel 
spreadsheet. The goal of the exercise is to determine if the person is knowledgeable in the use of an 
excel spreadsheet because it is critical to the position.  The evaluation criteria might be: 
 

 Candidate followed directions 

 Document was accurately prepared 

 Document was professional, to include title, date, etc. 
 
E.  Developing the Rating Mechanism 
 
Now that the committee has the interview criteria, interview questions, exercise and evaluation criteria 
completed, the next and final step is to determine the rating mechanism, such as a scale from 0 to 5 
with 5 being the highest possible score or 0-10 with 10 being the highest.  The committee may also 
want to give weight to one or more interview criteria.  For example, the committee may want to have 
more emphasis on “knowledge and background” instead of “written communication skills.”  Keep in 
mind that all of the above are equally important when selecting a person who will be successful, 
including the sensitivity criteria.  After the committee has developed the rating mechanism and any 
weighting, please review the ratings in totality to ensure that the committee agrees with the outcome.   
Caution:  Sometimes weighting may result in the exercise having more emphasis than the oral 
interview, which may skew the total interview.   
 
F.  Submission of Documents 
 
Submit a typed or emailed document to include the interview criteria, the specific questions to address 
the criteria, any exercise, evaluation criteria, and rating mechanism to the college Administrative 
Specialist for Personnel for the colleges and directly to Human Resources for District positions. The 
responsible Vice President/Executive Director shall review and approve the document.  
 
The form must include a place for the candidate’s name, plenty of room to take interview notes, a line 
for each question score, the total score, a place for the rater’s signature, and date. (A document of just 
the questions, without the evaluators’ information should also be created.) The following is an example 
of interview criteria and questions: 
 

Criteria:  Knowledge and background preparation  
 
Sample Questions to address this selection criterion:   
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 Please describe how your background and experience has prepared        Rate 0-5 _____ 
 you to perform the duties of the Student Services Technician.     
   
 
 This position requires interaction with students and staff on an on-going 

basis.  Please describe your experience in dealing with the public.  
What tips or techniques do you use?      Rate 0-5 _____ 

 
 
      Criteria:  Problem-solving skills 
 
 Sample Question to address this selection criterion: 
  

Please describe a problem you experienced in your last job that left  Rate 0-5 _____ 
you with a lasting memory.  What did you learn from the experience? 
How do you approach similar problems now? 
 

The last question of the interview should include the opportunity for the candidate to ask questions 
about the position.  This question is unrated.  
 
Applications will NOT be released to the search committee until interview criteria and interview 
questions have been submitted to the Human Resources Department for review and approval.  The 
Human Resources Department will have final approval of the interview criteria and questions.  The 
Associate Vice Chancellor of Human Resources, or designee, may modify or delete interview criteria 
and/or questions that may reflect a bias or have a disparate impact on a group of candidates.   
 
The committee may not revise the interview criteria, interview questions, etc., after submission to 
Human Resources.  If there is a problem, contact the Human Resources Department for assistance. 
 
 

SECTION 8: Human Resources Review of Initial Applicant Pool and Minimum Qualifications 

 
When the recruitment has closed, Human Resources will analyze the initial pool of applicants to 
determine if the applicant pool meets the expected diverse representation as required by Title 5. This 
could be a factor that would require the recruitment for the position to be extended for further outreach.  
If the applicant pool meets or exceeds the expected representation, then the selection process may 
move forward.  The recruitment may also be extended due to an inadequate number of applicants 
based on employment trends.  The Human Resources Department will also analyze the recruitment 
plan.  
 
If the initial pool meets the expected representation, the Human Resources Department will screen the 
applications to determine if the candidate meets minimum qualifications and release those that meet 
minimum qualifications to the committee. It is the committee’s responsibility to screen all applications 
provided for their review.  Every committee member must enter application review evaluative scores in 
the online system, e-Recruit, for each application.   
 
 

SECTION 9: Committee Application Review 

 
A. Screening Information 
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The committee may not revise the screening form after submission to Human Resources.  If there is a 
problem, contact the Human Resources Department for assistance. 

 
Each committee member will screen each applicant.  There are exceptions to this rule and they are:   

 The committee member becomes ill and cannot participate in order to meet the selection 
timeline of the committee. 

 One of the committee members is a student or someone outside the District and cannot meet 
the selection timeline of the committee. 

 
It is not the committee’s responsibility to re-determine if an applicant meets minimum or equivalent 
qualifications.   
 
If the applicant pool is small, the committee may agree to bypass the screening process and interview 
all applicants. If this is the case, the committee chair should notify the Personnel Specialist and the HR 
Specialist. When an applicant pool is seven applications or less, it is required to skip application 
screening process and invite all applicants for an interview (when the recruitment is for two or more 
openings, then any applicant pool of 12 applications or less is required to skip application screening 
process). The committee members should attempt to review each application prior to the interview day.  
 
B.  Conflict of Interest 
 
If during the screening process a committee member has a conflict of interest with one of the 
applicants, the committee member must excuse him/herself from the committee. The committee 
member may no longer participate in the selection process.  It is not acceptable for the committee 
member to screen all other applicants and excuse him / herself from screening the one applicant for 
which the committee member has a conflict.  If this occurs, the screening process has been 
compromised.  The committee member may be replaced.   
  
A conflict of interest is created when the committee member recognizes by verbal notification or in the 
screening process that an applicant is a family member or close friend, which compromises the 
committee member in making an unbiased decision in the selection process.   A conflict also occurs 
when a committee member knows significant negative information about an applicant that impairs 
his/her objectivity to assess the applicant fairly. The committee member must notify the committee chair 
immediately.   
 
The committee must meet to discuss the conflicts (not the specifics, such as: the negative information 
to further compromise the applicant by the other committee members) and make a decision to replace 
or not replace the committee member.  The decision must be unanimous.  If the committee decides to 
keep the committee member and the conflict is because the applicant is a family member or close 
friend, a written notification must be sent to Human Resources. The Human Resources Department will 
determine whether the committee’s recommendation is appropriate. 
 
Note:  It is inappropriate to share any additional information (positive or negative) a committee member 
may know or think he or she knows about a candidate.  Use the reference check process to validate the 
character, work history and work ethic of the candidates. 
 
D.  Screening Deliberation Process 
 
The committee chair will share the results of the composite committee rankings with the committee. 
The committee members will discuss the applicants as related to the pre-approved screening criteria.  
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The deliberation process has the potential to include other inappropriate discussions that are taken into 
consideration in the decision making process.  The following are examples of inappropriate matters to 
avoid: 
 
 Avoid discussions concerning: 

 Additional screening criteria not included in the pre-approved form 

 Discussions of any protected characteristic, such as race, gender, age, sexual 
orientation, and disability 

 Personal bias 

 Information committee members have heard or know about an applicant 

 An applicant’s responses to the general questions on the application form 
 

Be responsible and if in any doubt about a topic of discussion, do not discuss it. 
 

During the deliberation process, the committee members must decide based on the composite scores 
of the applicants, how many will be invited to an interview.  The composite scores will give a clear 
picture of how many to invite. Instead of limiting the invitees, the committee should be more inclusive 
for the following reasons: 
 

 The committee is screening based on the presentation of their materials; this is not a true 
reflection of the applicant’s knowledge, skills and abilities. 

 The applicant may not have completed the application documents; there are agencies offering 
this service for a fee. 

 The committee is screening based on how much education and experience they have and more 
does not necessarily mean better. 

 The District will likely lose candidates when the committee schedules the interviews and after 
the scheduled interviews. 

 The goal is to find the best qualified person; take the time and be more inclusive and interview 
as many applicants as possible. 

 Being more inclusive is evidence that the committee is making a good faith effort to be more 
inclusive in response to the District’s equal opportunity employment commitment and to meet 
Title 5 requirements.     

 
The deliberation process will be reviewed by the appropriate Vice President and the Associate Vice 
Chancellor of Human Resources to ensure the process is conducted in an appropriate manner. For 
example, if the committee screens 30 applicants and only offers 5 interviews, this is suspect. This has 
the perception that there may be a hidden agenda, which must be reviewed.  In reality, if 30 people 
meet the minimum qualifications, the committee should be inviting more than 5 candidates.  
Furthermore, inviting only 5 may result in fewer actually accepting the committee’s invitation, limiting 
the candidate pool. Finally, forwarding three to five finalists for second level interviews is preferred, and 
if the committee starts with less than five candidates, the chances of ensuring such an outcome are 
significantly reduced. 
 
The appropriate administrator or the Associate Vice Chancellor of Human Resources may require that 
the committee interview more than five candidates.  Furthermore, if the process is compromised in any 
way, the Associate Vice Chancellor of Human Resources has the authority of the Chancellor to stop the 
process at any time.     
 
Any decision by the appropriate administrator and the Associate Vice Chancellor of Human Resources 
is not intended to negate the hard work of the committee, but it is the responsibility of everyone to 
ensure our selection processes support equal employment opportunity and fairness to all applicants.  It 
is everyone’s objective to employ the best qualified person for the position.   
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Important Note:  The committee members may not duplicate the screening forms of any applicants.  
These documents are confidential District Office records, not committee member records or college 
records. 
 
 

SECTION 10: Scheduling Interviews 

 
It is the responsibility of the committee chair to: 

 coordinate the dates, times and location of the interviews in consultation with the committee. 
o Local candidates shall be given at least five-day advance notice to participate in an 

interview; 
o Out-of-state candidates must be given a ten-day advance notice in order to make 

transportation arrangements to participate in the interview. So, plan ahead and be as 
accommodating as possible. Candidates invited to the first interview are responsible for 
their own expenses;  

In addition, the committee chair will: 

 arrange for contacting the candidates; send a confirmation to the candidates, which should 
include interview date, time, location and any other performance indicators that you require 
advanced planning, such as a presentation. Send a map and a parking permit;  

 prepare a clean copy of the interview questions without selection criteria and rating mechanism 
for the candidates to review on the day of the interviews; 

 arrange for a contact person to whom the candidates should report;  

 assure the contact person is knowledgeable of his/her responsibilities; and 

 assure the process is followed consistently for all candidates. 
 
Committee members should assist the committee chair whenever possible.  
 
Important Note:  No special interviews to out-of-state candidates to avoid returning for a second 
interview are allowed, as it may create a perception of bias.   
 
 

SECTION 11: Interview Day 

 
The hiring process involves the evaluation of people for a position. At the same time, the candidates 
are evaluating whether they want to work at the West Valley-Mission Community College District. 
 
The committee’s goal is to present the District in such a way that all candidates exposed to the process 
go away feeling that West Valley-Mission Community College District is the only institution with which 
they want to work. This principle, of course, applies to every stage of the hiring procedures, but 
nowhere is it more relevant than in the interview process, when the candidates and the committee, 
representing the institution, come face-to-face.  
 
The committee should strive to make the interview process humane and to create a relaxed 
atmosphere conducive to the candidate’s doing his or her best.   
 
A.   Welcome and Information 
 
When the candidate arrives for the interview and reports to the contact person, he/she is to be given 5 
to 10 minutes to preview the interview questions, which must not include the selection criteria or rating 
mechanism.  Whatever the time limit the committee determines, it must be consistently applied to every 
candidate.  If the candidate makes notes and brings them into the interview from this brief review, don’t 
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be alarmed.  The person is probably jotting notes to remember during the interview.  What is not 
acceptable is for the candidate to bring a brief case of documentation to review after every question is 
asked.  If this occurs, the committee chair should be kind and tell the candidate that the committee 
prefers responses to the questions directly from the candidate without reference to other documents.  
This should resolve the problem and not impede the process. 
 
Important Note:  Sometimes candidates bring letters of reference, performance evaluations or other 
documentation to leave with the committee at the time of the interview.  The committee chair is to thank 
the candidate for providing the information.  This information is not to be reviewed by the committee 
members, nor can any of the information be taken into consideration as part of the evaluation of the 
candidate.  The committee chair is to keep this information in his/her possession to be returned to 
Human Resources with a note of explanation. 
 
B.  Committee Interview 
 
All candidates are on a level-playing field, meaning no consideration is given in the interview process 
for the rating a candidate received in the screening process. 
 
1.  Preliminary: 

 The committee should have a copy of the job announcement and a copy of the interview 
questions for the candidate to refer to, if necessary.   

 Welcome the candidate and thank him/her for his/her interest in employment with the District. 
The committee members should introduce themselves. In some cases it may also be helpful if 
to have name plates for each committee member. 

 Explain the interview process:  Such as how the questions will be asked, indicate the committee 
will be taking notes and may not have direct eye contact but to feel assured the committee is 
listening carefully to everything being said. 

 Point out he/she may refer to the interview questions at any time during the interview. 

 Point out he/she will have an opportunity at the end of the interview to ask questions. 
 
2. Interviews: 
 
Note:  Candidates may have jotted down notes when previewing the interview questions.  Do not be 
alarmed as this is acceptable.  However, please retrieve these notes before they leave the interview.  
This excludes any handouts provided for a presentation or activity the committee requested the 
candidate to present as part of the interview. 
 
Now that the preliminary procedures are completed, the committee may conduct the interviews 
assuring every applicant is asked the same questions.   
 
If interviews are conducted on more than one day, the committee chair is responsible for retrieving the 
interview screening forms from the committee members and keeping them in a secure location until the 
interviews resume. 
 
After each interview, the committee is encouraged not to discuss the candidates.  This dialogue can be 
perceived as a mechanism to insert individual biases about candidates into the process.  Each 
committee member has the responsibility to evaluate each candidate from his/her own perspective and 
not to be influenced by others.  Everyone will have an opportunity to discuss the candidates during the 
deliberation process. 
 
Every committee member must complete an interview form for each candidate.  Committee members 
are encouraged to keep job-related notes on the candidate’s responses.  If committee members do not 
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keep notes on the interview form and you use other paper, the document must be attached to the 
interview form and submitted to the committee chair at the appropriate time. In the event of any 
challenge to the committee’s process, the committee may have to provide specific points as to why 
members gave one candidate a 5 rating and another candidate a 2 rating.  After a long period of time, it 
is unlikely that committee members will remember every detail and the committee’s process could be 
suspect. 
 
At the close of the interviews, give the candidates an opportunity to ask questions.   
 
If a candidate wants to give the committee documentation during or after the interview, with the 
exception of an outline of presentation or whatever performance indicator the committee requested 
them to do, the committee can respond in one of two ways:  Accept the information and thank the 
candidate or tell the candidate in fairness to all candidates, the committee cannot accept the 
documents.  If the committee accepts the information, the committee chair is responsible to keep the 
information in his/her possession and it is not to be shared with committee members or used in the 
deliberation process. 
   
Candidates may ask when a selection is to be made, etc. Do not give specific dates. Tell them that if 
they are selected for a second interview, they will be notified verbally. Candidates not selected for a 
second interview will be notified by Human Resources. 
 
Important Note:   

 The committee members may not duplicate the interview forms or any attached documentation 
for their records.  These documents are confidential District records. 

 
 

 
 
 
3.  Deliberations: 
 
The committee may follow the same process outlined in SECTION 9, which includes the committee 
chair tabulating the committee composite scores from interviews. 
 
The committee may choose an alternative method in a joint meeting as follows:   

 Each committee member shall rank candidates in order from their highest scoring to lowest 
scoring.  There can be no ties. 

 The committee chair shall tabulate the committee composite of ranking scores, indicating the 
candidate with lowest composite rank score is ranked first, and so on. 

 The committee must decide, based upon this ranking how many candidates are the finalists of 
the committee.        

 
Whatever process the committee uses, the candidates should be discussed. The strengths and 
weaknesses of the finalists must be developed. 
 
The deliberation process is very important. The committee will be selecting finalists who meet all of the 
interview criteria. The dialogue must be job-related and there must be no discussion about race, 
gender, cultures, or disabilities of the candidates. The goal is to hire the best qualified person who 

Questions from candidates after the interview is complete: 
 

Refer all calls to Human Resources.  Do not discuss a candidate’s interview with 
anyone, not even the candidate. 
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meets all of the pre-determined interview criteria, which include sensitivity to the diversity of our 
students. If he / she demonstrated a strong grasp of the job tasks to be performed but demonstrated 
weaknesses in interpersonal skills and problem solving, then this is not the person we should select.   
 
After deliberations, the chair enters the scores on to the First-level Interviews Composite Ranking form.  
 
4.  Finalists: 
 
In selecting candidates for a finalist interview, the committee sends a message to the hiring manager 
that any of the candidates are qualified and would contribute to the overall effectiveness of the college 
and the District. If possible, the recommended candidates for the second interview should have 
consensus of the committee. However, consensus may not be achieved.  If this is the case, a majority 
of the committee may forward recommended candidates. A committee member is not required to 
change their points for a candidate in order to reflect the decision of the committee. 
 
Caution:  The recommended candidates should mirror the ranking of the candidates as a result of the 
interview. If this does not occur, there is a cause for concern and the process may appear suspect. If 
there is conflict between the committee members, contact Human Resources. 
 

 

SECTION 12: Recommendation of Finalists 

 
Next, the committee must complete the Recommendation of Finalists form. Use this form to list the 
finalists in alphabetical order, by last name, and summarize their strengths and weaknesses. 
 
Complete this form, and submit it along with the First-level Interviews Composite Ranking form and ALL 
first-level interview materials to the Personnel Specialist (for College positions) or to the HR Specialist 
(for District positions). 
 
The college Personnel Specialist will forward the materials to Human Resources. 
 
The Human Resources Department shall review all documentation, certify the process, and forward a 
copy of the Recommendation of Finalists to the hiring manager.    
 
The Human Resources Department will notify the non-selected applicants from the first interview. 
   
 

SECTION 13: Finalist Interviews 

 
The finalists’ interviews for administrative positions are conducted by the Chancellor, Vice Chancellor, 
President or designee as appropriate for all administrative positions. The finalists’ interviews for 
classified positions are conducted by the Executive Director/Vice Presidents, or designee. 
  
The search committee chair or designee will participate in the finalists’ interviews. Others may be 
invited as appropriate. 
 
Unlike the initial interviews, the final interviewers have more flexibility in the questions that may be 
asked of each candidate. However, the finalist interviews are still governed by the same EEO laws and 
restrictions. As with the initial interviews, all notes and other printed materials used during the final 
interview will be collected and submitted to Human Resources. 
 
The finalist interview process may also include a tour of the campus, open forums, or presentations. 
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The appropriate administrator noted above is responsible for making all arrangements for scheduling 
the finalists’ interviews.  The finalists may not preview the interview questions.    
 
Finalists traveling more than 400 miles may receive limited reimbursement for authorized travel 
expenses. To be reimbursed, the finalists must submit the Request for Candidate Reimbursement—
Finalist Interviews form and the original receipts directly to the Human Resources Department, for 
processing. Please contact the HR Specialist for more information. 
 
After the interviews, the hiring manager shall make the hiring decision.  
 
 

SECTION 14: Reference Checks 

 
The purpose of reference checking is to confirm the information obtained in the interview, to confirm 
information submitted on the employment application, and to ensure the selected person is the right 
person for the job. The reference check process should be taken seriously and completed as 
thoroughly as possible in the event the District and the committee members are subjected to 
accusations of negligent hiring. 
 
There is one reference check form for faculty and classified and one for management. 
 
A.  Reference Check Component 
 
There are two components to the reference checking process:  one is completed by the committee and 
the other is completed by Human Resources. The committee assesses the candidate’s knowledge, 
skills and abilities and Human Resources evaluates legal implications of the “general questions” section 
of the employment application.  The committee shall not in the screening, interview or reference 
checking processes disqualify or evaluate a candidate based on responses to these questions.  
Sometimes candidates make mistakes in their answers or the legal implications have no negative 
impact on employment. If there is a cause for concern after Human Resources completes its 
responsibility in legal compliance, the appropriate administrator will be notified. 
 
Note:  The Chancellor may choose to use another reference checking process for positions reporting to 
the Chancellor.   
 
B.  Reference Checking Period   
 
The goal is to assess the candidate’s work history and work ethic during the last five years.  If he/she 
has not worked during this period, find out what the candidate has done during the last five years, if not 
indicated on the application.  You may have to go beyond the last five years to obtain three references. 
 
C.  Responsibility of Checking References 
 
Reference checking may be completed by the hiring manager or the committee chair, or both.  
However, there are basic rules to follow:  
 

1. All questions must be asked of each reference for each finalist; do not skip over questions, ask 
them all.  Do not add your own questions. 

2. If several people are involved in the process, one person must call all references for one finalist.  
Do not split up reference checks for each candidate as at least one committee member must 
see all references for the finalist.   
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3. A minimum of two references are required from current and former supervisors. 
o A reference check for an internal* candidate with at least the current supervisor is 

required unless the current supervisor and hiring manager is the same person. The 
hiring manager may not serve as a reference. If the current supervisor is also the hiring 
manager, then a reference check from another source is required, preferably from a 
previous supervisor. If the committee member is unable to obtain a reference, in this 
case from a previous supervisor, please explain. 

*For reference check purposes, “internal candidate” refers only to 
permanent/salaried employees of the District. An “internal candidate” is not an 
hourly/temporary/part-time employee. 

4. If the committee member is unable to reach a reference after trying several times, complete the 
reference checking form and make a notation. 

5. If the committee member contacts a reference and the reference refuses to give one, complete 
the reference checking form and make a notation.  Try to explore why; this may be a red flag. 

6. Include all comments, both positive and negative; we must obtain a balanced reference. 
7. If the committee member receives a negative reference, decide whether to conduct more than 

two references to assure a thorough reference. 
8. Submit all completed successful and unsuccessful reference checking forms.  

 
D.  Reference Checking Steps   
 

1. Review the Reference Release section located on the application. Follow the directions of the 
finalist.  The finalist has either provided a release to contact all and current supervisors or to 
notify him/her first before contacting references.  If the finalist has selected the latter, notify the 
finalist and indicate that the committee is in the next phase of the selection process and the 
committee is going to begin calling references.   

2. If the finalist continues to request that his/her current supervisor not be contacted, then consult 
with Human Resources.  

3. Call two supervisory references located in the “Experience” section of the employment 
application.  In some cases, the finalist has not worked at three different organizations.  For 
example, the committee may have to contact more than one manager they worked for at the 
same location or where they volunteered, etc.  The committee member may have to become 
creative in obtaining references. 

4. If the finalist does not provide names and phone numbers of supervisors, contact the finalist to 
let him/her know the committee is completing the next phase of the selection process and are 
going to call references, so we need to obtain names, titles and phone numbers of current and 
former supervisors. 

5. Character references cannot replace supervisor references when there are current and former 
supervisors listed in the “Experience” section. 

6. In some situations, the supervisor is deceased, no longer working at the business, or the 
business is defunct.  In these cases, the committee member may have to speak to another 
colleague or another supervisor who knows of the finalist and their work ethic. 

7. It is acceptable to obtain references via email and FAX.  If one of these options is selected, 
send the reference a copy of the reference check form because we want the reference to 
answer the same questions as any other reference.  For example, it is not acceptable to simply 
email a statement concerning the finalist. 

8. Document employment history, obtain the name, job title, and name of organization of the 
reference.  Compare this information to the work history provided in the employment application.  
Is it the same?  Clarify, if necessary.   

9. Do not expect to complete the reference checking in one day; it may take several days to 
complete a thorough reference check for a finalist.    

10. If the committee member is having difficulty in obtaining a thorough reference check or you have 
questions or concerns, please contact Human Resources for assistance. 
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Note:  An incomplete reference check process will result in the returning of documents for 
completion. 

 
 

SECTION 15: Job Offer 

 
The hiring manager shall inform Human Resources of the recommended candidate for hire, and submit 
the completed reference checks and finalist interview materials.   
 
Only the staff in the Human Resources Department may make a job offer. Prior to making a job offer, 
the Human Resources Department will perform the following steps: 
 

 Review the names of the committee members and confirm submission of interview rating forms 
for the first and finalists interviews.  Assure there are rating forms for all committee members, 
rating forms are totaled and forms are signed. 

 Review reference check process to ensure an adequate reference checking process has been 
conducted.  Review responses to questions and assess responses.   

 Follow-up with recommending parties to assure the references were reviewed and the 
responses have been evaluated. 

 Reaffirm the candidate meets the minimum qualifications and/or equivalent qualifications.  
Ensure equivalency documentation has been completed appropriately. If candidate was 
recommended based on a California Community College Credential, the credential will be 
reviewed to determine if it is valid and in the appropriate discipline. 

 Reaffirm required college degrees are from accredited institutions. 

 Review “general questions” section and follow-up, if necessary.  May need to contact candidate 
regarding his/her responses.  If there is a problem that would impact the selection, the 
Associate Vice Chancellor of Human Resources will contact the hiring manager. 

 
The Human Resources Department will make the job offer contingent upon Board approval and 
determine if any ADA accommodation is required.  If the finalist accepts, Human Resources will contact 
the college Personnel Specialist (if a college hire), who will notify the President and the committee 
chair. The Human Resources Department will contact the other finalists to inform them a selection has 
been made.   
  
 

SECTION 16: Appointment 

 
The Human Resources Department will prepare the Board of Trustees agenda item and notify the 
finalist of the contingent offer. After Board approval, Human Resources will notify the finalist to confirm 
the appointment. 
 
IMPORTANT NOTE: At each stage of the hiring process—selection of candidates for interviews, 
selection of candidates for second level interviews, and hiring, the candidate pool will be 
reviewed by Human Resources to ensure compliance with equal employment opportunity 
provisions. 
 
 
Reviewed by District Council November 6, 2017. 
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